Chapter One
Introduction

1.1 Background to the Study

It is accepted generally that career advancement and promotion decisions of academic
staff are influenced largely by their research productivity. It is also obvious that
research productivity is germane to the prestige and career progression of a ic
staff in any tertiary institution. An axiom, "publish or you perish" in emic
circle captured the very essence of research productivity among acéeq:ic staff in any
tertiary institution®. It is a norm that all academic staff in te@titutions all over
the world should engage in research that would aid t their teaching, enhance
their knowledge in their area of interest and publisl@a they have researched to earn
promotion from time to time. Research can@%ﬁned as a systematic scientific

investigation conducted to discover nev@ or get additional information needed to

elucidate a particular problem?. L@

This simply means that Ie\ﬁ% involves a prospective plan that accommodates the
collection and analg%@data to answer the specific question. It includes scientific
investigations b\QA;cted to explore new facts, and its activities are significant in
propellin&l evelopmental process of any nation. The primary function of research
is t re answers to meaningful questions aimed at improving societal challenges.
The element showing the prestige of any institution of higher learning and countries is
publication productivity as meaningful research of academic staff of any institution

enhances the visibility of such institution globally. This in turn helps in the ranking of

such institution in a global ranking?.



Research productivity has been defined in so many ways such as, the relationship
between the outputs generated by a system and the inputs provided to create those
outputs. It may also include the term "efficiency" and more importantly
"effectiveness" which measure the total output or results of performance®. In addition,
research productivity is also defined as the totality of research works performed by
academics in universities and related contents within a given period. Res&ch
productivity, therefore, is an important part of the academy and is often beh to be
the next most valued part of the academic duties after teaching. Res IC ductivity
is, therefore, a robust measure of scholastic achievement i % emla and it is

through research that the status of an academic is often d d among peers'.

The use of publications as an index of productivi%&lmowledged and upheld by
the literature, however, there are various dime@ to research productivity in terms
of the individual, institutional, and 1 1p characteristics. At the same time,

publications are a reflection of t@earch commitment and the principal means
through which results are cgnown to the scientific community®. This implies
research and publica o%ﬁctwﬂy are what drive new frontier of knowledge in any
discipline that cu xl ¢s in the discovery of new knowledge for the advancement of
society. Research gives very careful, analytical, diligent analysis and review of
phenoaaﬁ in particular, to try and find new knowledge and facts. It also provides
Mof finding answers to unknown or lesser-known problems emerging from
natural and artificial phenomena within our environment through a systematic, logical,

and verifiable process.

As numerous the reasons that motivate people for research are, so also are numerous
challenges militating against research productivity among academic staff. Some

researchers are motivated to carry out studies so as to find solutions to challenges or
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problems affecting humanity that stem from natural and artificial phenomena; confirm,
contest or refute theories or hypotheses; develop scientific and professional practices;
and to develop creative, analytical and rational thinking for informed decision making.
It is also observed in literature that on a practical basis, research is done to fulfil
learning, domestic, and career needs; to satisfy curiosity; for egoistic reasons, such as
recognition and visibility; for career-related rewards, such as promotion, sec«ring

tenure or permanent appointment; and for self-development or growth, a@other

S

Development and expansion of educational systems glo gether with the
emerging needs of academic systems, have emphasized portance of research as
one of the core elements of academic growth. Though scientific output has been
considered an index of an institution's sch@ output, it remains important in
creating new knowledge and hence the i novation and improvement of teaching
methodology and in enhancing'@economic development®. In the context of
tertiary learning institutions,ém ularly in the polytechnic institutions region, the
conduct of research b .%Acturers and the subsequent production of research outputs
N

form the core of edge dissemination within specified focus areas such as the

Office Tec@y and Management’. The issue of research productivity as raised a

lot of rn to lecturers in institutions, as some are having a reduced research

p}b@ctivity, some are also having it increase.

Meanwhile, reducing research output is a new trend observable in public polytechnics
in Nigeria, and that has made the issue of research productivity of a considerable
concern to educational policymakers, administrators, and academics. The decline
might be attributed to several factors, including poor funding, lack of qualified

research personnel, inadequate training, lack of skill in use of spreadsheet packages
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thus posing a challenge to their data analysis skills, network problems, poor
electricity supply constitute technological hindrances to lecturers’ research
productivity in Nigeria®. Similarly, the dimensions of research productivity is vital to
the development of any country and in this study, it will be measured using individual,

institutional and leadership characteristics®.

Individual characteristics is one of the dimensions of research productivity this
explains how individual lecturers percieve themselves on their goals, or' , and
zeal for research®. Academic staff has different views to research dugﬂ’vity, some
believe in collaboration, others assume doing research solel s them as being
knowledgeable, while some categories are not driven, \@1 later results into them
perishing in the academia because they do not Qub 10 Apart from individual
characteristics, there is institutional character@ So many institutions have rules
and requirements of the kind of public&@ expected from their lecturers, examples

include, high impact factor, joum@exed in Scopus, the likes of Q1, Q2 and Q3,

without any form funding éﬁnancial support. Institutions, that gives financial

support to in their§f!®ic staff, exposes them to trainings on grantsmanship,

seminars and workshdps to even educate them on the possibility of publishing in
]

relativel g@umals for free, might most likely have a high research productivity.

Howe otherwise, the research productivity of the institution could be low and
nh\?gcouraging.

Another contributing factor or dimensions of research productivity outside of
individual and institutional characteristics is leadership characteristics. A leader is
someone that influences others such that, the set goals are achieved. So also,
leadership characteristics is a great deal in the research productivity of academia. The

leader of an institution per time determines how strong or weak the research
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productivity will be during his tenure. A leader that sees and knows the importance of
research, will drive other staff with enthusiasm, passion and great support. Such a
leader, modifies the promotion criteria and put lecturers on their toes, which also
gives visibility to both the authors and the institution. Hence, the leadership of every

tertiary institution can either influence research productivity positively or negatively*'.

Many factors could be stated as determinants of research productivity, howewewlis
study would focus on two constructs, they are, work ethics and emotiona 1 ence.
A lecturer's work ethic, is defined as the moral values goveming@éb‘#lc type of
behavior, and this is revealed in the establishment of a partic Qurer's dedication
to their responsibilities, among them being research. T pects included in work
ethics include efficiency, dependability, honesty, a@o liance, which all come into
play to determine a worker's effectiveness in@r her line of duty. For instance,
office technology and management (O@turers who teach students theory and
skills, high work ethic standards a@oﬁant to diligently achieve required teaching
and research tasks. However '{ec‘aiscipline that changes at the speed of technology,
which means eve i@ﬁrom structures, theories, and approaches evolve with
technology, it is @nly=possible to keep up with the changes if there is consistent
.

acquisition 'of khowledge and generation of knowledge by research to feed into the

require@s of the discipline, structure and system.

Q

In addition, an institution or establishment is a system of parts that mutually influence
each other. Which means that if one of the sub-systems or units are corrupt, it will
influence the others. The system can only run properly if the staff in the organisation
are able to obey, feel empathy for one another and do their jobs responsibly based on
the laid down work ethics of the institution>. Work ethics are a set of positive work

behaviours that are rooted in strong cooperation, a fundamental belief and a total
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commitment to the integral work paradigm. This implies that work ethics is a
fundamental attitude for the personality and the world that is reflected by every
individual. Work ethics can also be described as a totality of self-personality in work
and the way to express, observe, believe and give the meaning to something, which

drives people to act and achieve the optimal charity?3.

In this study, work ethics will be measured using the following sub-metrics; in&e&ty,

sense of responsibility, emphasizes work quality, self-discipline, and team
work. Integrity as a word originates from the Latin adjective integ&a;means the
state or quality of being complete or whole. It often appear Qanagement and
business ethics literature as a coveted much sough@r personality trait for
leadership effectiveness. Also, sense of respon&@ refers to the feeling of
obligation or duty individuals have towards@ surroundings or community, as
indicated by their willingness to take @fgip and care for their environment. In
adhering to the work ethics of ani\&?’%:tion is in lecturers emphasizing quality, the

best teaching methods and ex@g;z students to quality education as obtainable across

the globe'“. QQ\A

Self-discipling ,&other dimension of work ethics, which is required of every
employ gu}ey carry out the regular organizational task. Self-discipline is the
abil'%’bcontrol and regulate your own behavior, actions and decisions so you can
a&t@ve goals or keep to a set of principles, even in the face of temptations,
distractions or challenges. This implies that, a lecturer must be self-discipline or
principled irrespective of the various forms of pressure that comes with work.
Similarly, being self-disciplined would most likely lead to an individual having a
sense of team work. The idea of team work is a group of people with similar mind

coming together, sharing ideas, collaborating in the workplace, and growing
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individual strength. Not just that, but they also feel a sense of belonging within the
group. The absence of teamwork in the workplace can lead to a breakdown in trust

and the organization at large'".

The extent to which employee encourages integrity, sense of responsibility,
emphasizes quality, self-discipline, and sense of teamwork in work discharge
determines either strong work ethics or weak work ethics contribute to q&all
productivity of employees. Literature review and theoretical review point st the
need for workers' to promote ethical practice and discourage unethiéal g(which can
undermine corporate image, excellent performance, and resear Qductivity. It was

observed in literature that strong work ethics results in ®lent work performance,

research productivity and visibility of any organizat'ﬁn1 \

Several studies have established that lec%é’bwith high work ethics are more
committed to carrying out their rese k\&:ﬁvities despite many barriers, such as
shortage of funds or institutional,.é:o;QStr ints. Likewise, lecturers with high emotional
intelligence will understqnd&@oe able to manage the stresses of the academic milieu,
retain a healthy ar%@\'ve working relationship with students and other faculty
members, and s@with the emotional stresses of research, hence registering higher
levels of: u&}n research. OTM, as a field of specialization, integrates several fields
of s@mainly administration, technology and management skills, and in this way,
t&é students for fluid positions in today's organizations®. On the other hand, the
capacity of lecturers in this field, particularly in research, is threatened by many other

crucial factors ranging from work ethics to emotional intelligence.

Another factor that could influence research productivity of OTM lecturer is

emotional intelligence, which is defined as the potential to identify, analyze, control



and express feelings. Emotional intelligence not only refers to an individual's
understanding of his or her own emotions but also encompasses the ability to imagine
the feelings of others, handle relationships, and deal with social demands. In the
academic context, emotional intelligence determines the interpersonal relationships of
the lecturers with other members of the academic community and, therefore, their
performance and productivity. In the case of OTM lecturers who have to teach,
supervise, and conduct research, those with very high emotional intelli Qvould
effectively handle stress, would be motivated, and also cooperate &&t‘ber faculty

members, leading to continuous research output. This further ing o@' hat, the emotion

of every individual affects turn out rate of things?’. 0

Emotion is the subjective experience associated wi@nality, mood, temperament
and disposition. Human beings can report an e@dinary range of states, which they

can feel or experience. Emotion is a sm\{@ Esychological arousal, an expression or

display of distinctive somatic andi\ﬁ{’ omic responses. In other words, an emotion

fundamentally involves “phyQ&?cal arousals, expressive behaviours, and conscious
experience”!’. An e 0@ been defined as “a complex feeling state with psychic,
somatic and beh&io 1 components that are related to affect mood. Emotional
.
intelligenc@ned as the “ability to monitor one’s own and other’s feelings and
emoti discriminate among them and to use this information to guide one’s
tﬁ&@%g and actions.” This emphasis suggests that emotional states can be defined by
particular constellations of bodily responses. Hence, the ability to recognise and

manage one’s emotion is a skill that has to be developed, used and honoured

throughout one’s life time?.

Emotional intelligence is a type of social intelligence, which involves the capacity for

recognising one’s own feelings and those of others for motivating and managing
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emotions well in oneself and in one’s relationships. Thus, emotional intelligence
refers to an array of non-cognitive capabilities, competencies and skills that influence
one’s ability to succeed in coping with environmental demands and pressures?.
According to experts, emotional intelligence (EI) comprises four dimensions that
collectively contribute to an individual's ability to recognize, understand, manage, and
use emotions effectively. These dimensions offer a framework for assessir&nd
developing emotional intelligence skills. These dimensions include sel@eness,

self-management, social management, and relationship managemens\Q/

Self-awareness involves recognizing and understanding Qown emotions,
including their impact on thoughts, behaviour, and inions with others. Self-
aware individuals have a keen understanding of t@gﬁngths, weaknesses, values,
and emotions. They are able to accurately id@ their feelings as they occur and
understand the reasons behind them. reness also involves recognizing how
emotions influence decision-maki %d personal relationships. Lecturers who are
self-aware recognize their oéeczotions and understand how those emotions may
affect their interacti : Aofﬁce technology and students. They are mindful of
their strengths, w ﬁsses, and biases, allowing them to provide assistance in a
.
manner tha@entic and empathetic. Self-aware academic staff are able to manage

their ns effectively, remaining calm and composed even in challenging

sM%ns. Self-awareness ensures effective self-management?.

Self-management refers to the ability to regulate and manage one's own emotions,
impulses, and behaviors in various situations. This dimension involves exercising
self-control, resilience, and adaptability in the face of challenges or stressful
circumstances. Self-managed individuals are capable of effectively managing stress,

delaying gratification, and maintaining a positive outlook even in difficult situations.
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In the case of academic staff, self-management is crucial when providing reference
services, especially during busy or stressful periods. Lecturers with strong self-
management skills are able to regulate their emotions, maintain focus, and prioritize
tasks or responsibilities effectively?’. They demonstrate resilience in the face of
difficulties and remain adaptable to changing circumstances, ensuring that they can
provide consistent and reliable support and mentoring to students under any cor@n.
They demonstrate flexibility and the ability to respond to setbacks co@ively,

rather than being overwhelmed by emotions or impulse. ’\Q/

Self-management is complimented with social awareness i ncompasses the
ability to perceive, understand, and empathize with the ons and perspectives of
others. People with high social awareness po&&mpathy, compassion, and
sensitivity to the feelings and needs of others@al awareness enables lecturers to
understand the emotions and needs of s@’gat their different levels, allowing them
to tailor their assistance accordim&)@?ademic staff with high social awareness are

attentive to nonverbal cues,@bh as body language and tone of voice, which can

N

provide valuable isi@ into students or colleague's emotional state. By
N

demonstrating e and sensitivity, lecturers can create a supportive and an
. \m

enabling e@mem for students and co-workers. Socially aware individuals

demo a genuine interest in others, actively listen to their concerns, and show

e}ﬁg%y and understanding, fostering positive relationships and effective

communication which are essential for research productivity?*.

Social awareness is also linked to the fourth dimension of emotional intelligence
which is relationship management. This aspect involves effectively navigating and
managing interpersonal relationships, including communication, conflict resolution,

and collaboration. This dimension encompasses skills such as communication,
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teamwork, influence, and conflict resolution. Lecturers with this trait listen actively to
students and staff inquiries, demonstrate patience and understanding, and strive to
address the issues in a respectful and courteous manner. They also demonstrate strong
interpersonal skills, such as active listening, assertiveness, and diplomacy, fostering

trust, cooperation, and mutual respect in their relationships?.

In today's era of technological and organizational advancements, numerous se%rs
have highlighted the importance of having emotionally aware emplo a@’ everal
authors argue that lecturers require emotional intelligence (EI) in o&% effectively
carry out their responsibilities effectively and efficiently. When ding educational
services, a wide range of emotions can arise, Varyi@mn highly positive to
extremely negative. The lecturer must possess the c&@ to see and comprehend the
emotional consequences of change in themse%’éld others. According to scholars,
the uses and benefits of emotional @(ane (EI) are extensive in terms of
enhancing productivity in researe@wever, there is insufficient research on this

concept specifically in the co%&i?f Nigerian tertiary institution lecturers.

Considering the yeq@@[ytechnic education in South West, Nigeria, it is pertinent
to investigate, &;&)rk profiles, emotional intelligence, and research outputs of the
OTM le u@Besides work ethics and emotional intelligence, other issues might
shapréearch output in public polytechnics, such as institutional and environmental
c&xts. This will address the issue of research funds, access to research equipment
and facilities, faculty development, and other forms of support offered by the

institution in the conduct of research.

More specifically, the public polytechnics in Nigeria have significant responsibility

in vocational/technical education for several students, including students from diverse
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background. They are also major players in the campaign for economic growth by
providing a workforce, particularly skilled personnel. Specifically, of keen interest in
the last few years has been studying factors that affect research output in Nigerian
higher education institutions. Much research has been done and published in the
academies to analyze the effects of different institutional, environmental and
individual characteristics on the research productivity of the lecturers. As suc&tle
research exists on how work ethics, emotional intelligence, and research tivity
are linked to office technology and management (OTM) lecturers &G{lg in public
polytechnics. This study, therefore, examines the influence of thics, emotional
intelligence and research productivity by Office Technol@m Management (OTM)
lecturers in public polytechnics in South West, NigeriQ

>

1.2 Statement of the Problem 6
In Nigeria, research productivity has b x@aimed to engender academic progress

and overall institutional develop,m)&)f polytechnics and thus, there has been a
diminishing concern in the r@ér‘al output of Office Technology and Management
(OTM) lecturers in publi ‘g%ytechnics in South West, Nigeria. This decline is rather

worrisome especial view of the fact that OTM lecturers prepare students for a
fast—changiréi@\l% of work environment that requires mastery in technology and
manag kills. This, therefore, may poses questions about the possible factors that
1&%1/%&% contributed towards the current low level of research output among these

lecturers?.

Research pointed out a number of institutional and environmental characteristics that
negatively affects research output including issues to do with financing of research,
availability of research materials, and research productivity?®. Moreover, there is a
lack of empirical research regarding how work ethics and emotional intelligence
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impact on research productivity in the case of OTM lecturers teaching in the public
polytechnics. In view of this, the study examines the influence of work ethics,
emotional intelligence and research productivity of Office Technology and

Management (OTM) lecturers in public polytechnics in South West, Nigeria.

1.3 Aim and Objectives of the Study

The study aims to examine influence of work ethics, emotional intelligen%nd
research productivity of Office Technology and Management (OTM) @rs in
public polytechnics in South West, Nigeria. The specific objectlves&gélfudy were
30

1. identify the level of research productivity fﬁce Technology and

Management lecturers in public polytechmc West, Nigeria.

ii.  assess the level of work ethics Q&ce Technology and Management

lecturers in public polytechnlc &;B West, Nigeria.

iii.  identify the level of ﬁﬁ@\onal intelligence by Office Technology and

Management lect@m public polytechnics, South West, Nigeria.

iv.  determine % ﬂuence of work ethics on research productivity by Office

Tec &y

nd Management lecturers in public polytechnics, South West,

X/ determine the influence of emotional intelligence on research productivity by
Office Technology and Management lecturers in public polytechnics, South

West, Nigeria.
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vi.  determine the combined influence of work ethics, emotional intelligence on
research productivity by Office Technology and Management lecturers in
public polytechnics, South West, Nigeria.

1.4 Research Questions

The study provided answer the following research questions;

1. What is the level of research productivity among by Office Techno@nd

Management lecturers in public polytechnics, South West, Niger@

2. What is the level of work ethics among Office Technoh@ Management

lecturers in public polytechnics, South West, Nigeria?%

3. What is the level of emotional intelligence a\@ by Office Technology and

Management lecturers in public polyte%ﬁ%%outh West, Nigeria?

1.5 Hypotheses ®%

The following hypotheses were tes 0.05 level of significant
Hol  There will be no signiﬁ@lﬂuence of work ethics on research productivity

among Office Te¢ gy and Management lecturers in public polytechnics in

South West,\@%

Ho2 The‘e ® no significant influence of emotional intelligence on research

@Jctivity among Office Technology and Management lecturers in public
szolytechnics, South West, Nigeria

Ho3  There will be no significant combined influence of work ethics and emotional
intelligence on research productivity among Office Technology and

Management lecturers in public polytechnics, South West, Nigeria
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1.6 Scope of the Study

The scope of the study cut across subject, population and geographical scopes. The
subject scope is represented by the study variables. The dependent variable is research
productivity, which is measured by individual characteristics, institutional
characteristics and leadership characteristics. The first independent variable is work
ethics which is measured by sense of responsibility, integrity, emphasizes quality,
self-discipline and sense of teamwork. The second independent variable is tiohal
intelligence which is measured by metrics such as self-awareness, selfimaftdgement,
social management, and relationship management. The populat@) the study will

include Office Technology and Management (OTM) lecture ublic polytechnics

south west Nigeria which are ten in number namely, Polytechnic, Ado Ekiti,
Ekiti State, Federal Polytechnic, Ede, Osun s(ta% ederal Polytechnic, Ilaro, Ogun

State, Yaba College of Technology, Y

\Q

Polytechnic, Eruwa, Oyo State, Gateway ICT Polytechnic, Saapade, Ogun State,

kuta, Ogun State, Osun State Polytechnic, Ire,

agos State, Adeseun Ogundoyin

Moshood Abiola Polytechnic,
Osun State, Rufus Giwa P %mic, Owo, Ondo, The Polytechnic, Ibadan, Oyo State.

\Y

The geographical sb@ South West, Nigeria. This means that the study will cover

public polytéj\&&a South West, Nigeria.

1.7 Si nce of the Study
'E@l y has the potential to benefit various stakeholders such as Office and

Technology Management lecturers, educational institutions, ministry of education, the
government and researchers contributes to the overall effectiveness and research

productivity of Office and Technology Management lecturers.

The implication of this study is of great importance to Office Technology and

Management (OTM) lecturers especially those within the public polytechnics in South
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West, Nigeria. In this way, discussing the relationship between the work ethic,
emotional intelligence and research productivity in the present study offers the
lecturers useful findings about factors that may affect their research performance.
Some of the problems that challenge lecturers include; first, they are usually faced
with a very heavy load of teaching; second, they also have a lot of administrative
responsibilities; third, they have limited access to research materials. An aware&of
how conducive work ethos and high emotional intelligence can r such
impediments and improve research efficiency can enable the lec%&olapply the
right measures that increases their production. Furthermore, t@utcomes of this
study may help the lecturers to enhance their interpers@%ctive appraisal and
enhance their motivation to ethical professional p@e thus more effective in
research endeavours. Lastly, this research %ﬁb% providing solutions that the

lecturers can apply in order to increa@esearch output hence enriching their

profiles and career progression. . 5&

N\
Also, educational institution@dc)especially the public polytechnics in South West,
this research work r@es direction to the factors which could boost research
productivity amon g/l lecturers. Publication output is one of the measures used to
.
evaluate a @rsn or a college’s performance. Thus, knowing about the relation
betweelb%k ethics and emotional intelligence in relation to the lectures’ research
p ivity can be a starting point for creating the necessary support to help
institutions improve their faculty. For instance, professional development that targets
the emotional quotient and hard work by the lecturers can be put in place within
institutions. Also, the insight from this study could be implemented on workload

policies, resource distribution, and service structures that enhance research processes.

Thus, it is in institutions’ interests to encourage ethical behaviour and good mental
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health at the same time, as this could lead to higher research productivity, better
rankings, and more sponsorship and collaboration opportunities. It is for this reason
that this study could be of great value to institutions that are seeking to formulate
policies and practices that might help in the promotion of the culture of research

excellence.

In addition, Ministry of Education will benefit enormously from this study be&a&e it
identifies key variables that affect research output in public polytec ich is
subsector of the tertiary education in Nigeria. Through this case Qy ¢ Ministry
can gain insight into work ethics and emotional intelligence affect lecturers’
research productivity and policy and framework can @ormulated augment the
professional development of the lecturers and inc&&oly‘technic research output.
This may involve the development of cour@%de programs for enhancing the
emotional intelligence of the lecturers @fg enhancement of the values of ethical
behaviour in learning institution\ imilarly, the findings may be useful for the

Ministry in terms of identifyi@&fr?as of need and guiding its investment decisions of

N

financial subsidies fo@earch and development of support structures for the
a

enhancement of t
[ ]

through int@tlon at the policy level must attend to the above factors in order to

emic productivity of the lecturers. The ministry of education

providpb@ much-needed support towards enhancing the research base of
p}&hnics, hence positively and improving the overall development of the Nigeria

educational system.

At the national, state and local government level, the outcomes of this study would be
most useful for determining the government polices related to funding for higher
education and research to improve overall research output. Scholarly output has a role

to play in national growth as it fosters advancement in technology and knowledge
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which creates the knowledge society and underpins policy making. To this end, this
study will find out the correlation between work ethic, emotional intelligence and
research productivity and provide the government with data that is useful in the
distribution of resources and formulation of policies that will enhance research in the
public polytechnics. From such findings, the government can direct the financing of
professional development and mental health programmes along with ethical prw{ices

to improve the quality of the lecturers. In addition, the development earch

culture in public polytechnics polices will help the government to %&‘@)nanpower

base needed to transform the economy and society of Nigeria@

Researchers, in respect of the works that are already pub@d in the area of research
productivity, work ethics and emotional intelligenc@n be said that this study has
a considerable value for the researchers wh%&nterested in the above specified

fields of study especially education, pa\x@’ggy and organizational behavior for the

h@gonclusions of the research will provide a

N

detailed view on the differer%f?acteristics of the learner and how they determine

following reasons. The analysis

learning outcomes %@clal reference to Nigerian polytechnics. This can be used
as a basis for future Stadies that would endeavour to investigate similar phenomena
° \
within othe@&ext of education or subject area. Further, the study’s approach and
the re btained may spur more research regarding other factors which may
i}&te the research productivity, for instance institution culture, leadership and
resource in regard to research. This work makes its contribution to the existing
literature addressing such theories as research productivity, work ethics, and

emotional intelligence: so, it also contributes to the development of these theories as

well as enriches the body of knowledge available to those scholars who seek for the
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understanding of interconnections between personal and contextual factors and

academic performance.

1.8 Limitation of the Study

This study encountered its major limitation during administration of questionnaire for
data collection. The limitation is lackadaisical attitude of some respondents in
answering the questionnaire. The limitation was however, overcame by persé&&lce

and consistent persuasion of the research assistant. : O

1.9 Operational Definition of Terms

Research Productivity: This is the level of OTM leg@ involvement in
publications based on the effect of some dimensions individual, institutional

and leadership characteristics in public polytechnicgrin South West, Nigeria

O

Individual Influence: This is the level of cturers involvement in publications

based on personal or individual facto Xk; self-push, self-efficacy and self-drive in
public polytechnics in South W@\ée 1a.

Institutional Inﬂuence?@is is the level of OTM lecturers involvement in

publications based o\étitutional influence in terms of sponsorship by the institution,
in public po@& 1¢s in South West, Nigeria.

Leade’@ Influence: This is the level of OTM lecturers involvement in
ph@ations based on leadership influences like mentorship and the leadership style

of the institution in public polytechnics in South West, Nigeria.

Work Ethics: This is the degree to which OTM lecturers adhere and comply with the
written and unwritten moral guidelines that guides the activities of public

polytechnics in South West, Nigeria.
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Integrity: This is the quality of being honest and having strong moral principles

among OTM lecturer in public polytechnics in South west, Nigeria

Sense of Responsibility: This is the sense of obligation to duty and work that is

present among OTM lecturers in public polytechnics in South west, Nigeria.

Work Quality: This refer to the ability of OTM lecturer in public polytechnics in

South west, Nigeria to prioritize quality, such that every academic ou@ is

satisfactory and reflects his/her best effort. ( O

Self-discipline: This is the ability of a lecturer OTM lecturer in }@’c\olytechnics in

South west, Nigeria to control himself/herself, work har@it ut being told what to

do. Q

Sense of Teamwork: This is the ability of O@cturers in public polytechnics in

South west, Nigeria to be clear on thei\\(@nd responsibilities and knows how to

work effectively with a group or grg&)f people.

Emotional Intelligence: &@wompasses the ability of Office Technology and
Management (OTM c\ers in public polytechnics in South West, Nigeria to

recognize, undes&d, and manage one's own emotions as well as those of others.
]

N

Self-awaxeness: This is the ability of OTM lecturer in public polytechnics in South
Wes&eria to recognize and understand there own emotions, strengths, values as

well as weaknesses.

Self-management: This involves the ability of OTM lecturer in public polytechnics
in South west, Nigeria to regulate there emotions, impulses, and behaviours

effectively.
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Social Awareness: This is the ability of OTM lecturer in public polytechnics in South

west, Nigeria to understand and manage their emotions and interactions of others.

Relationship Management: This is the ability of OTM lecturer in public
polytechnics in South west, Nigeria to build and maintain healthy relationships with

others.
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Chapter Two
Review of Related Literature

This Chapter deals with the review of relevant literature on the following subheadings:
2.1 Conceptual Review
2.1.1 Research Productivity
2.1.2 Work Ethics Q\
2.1.3 Emotional Intelligence Q/Q
2.2 Theoretical Framework 0&
2.2.1 Bland Model of Faculty and Department Resear@%tivity
2.2.2 J. S Mills Utilitarian Theory Q
2.2.3 Goleman’s Theory of Emotional Inte 13%Q

2.3 Review of Empirical Studies \Q’b
ctivity

2.3.1 Work Ethics and Research @

2.3.2 Emotional Intelligenc%{&esearch Productivity

2.3.3 Work Ethics, E§ al Intelligence and Research Productivity

2.4 Conceptu:%
2.5 Sumn@ terature Reviewed

Endn b
&

2.1 Conceptual Review
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2.1.1. Research Productivity

Research is considered to be an integral part of an academic environment growth and
the importance of research to the academic staff cannot be overlooked. Research
involves any creative systematic activity undertaken in order to increase the stock of
knowledge and the use of this knowledge to develop new applications for modern
living. Infact, research serves as one of the key determinants in ranking of umv tles
to ensure its visibility and reputation hence establishing a competitive e other
contemporaries®. Also, with productivity, it is a measure of effici tﬁroduc‘uon
which is usually expressed as the ratio of output to inputs u the production

process. When all outputs and inputs are included in tductivity measure it is

called total productivity. Outputs and inputs are @d in the total productivity

measure as their economic values?. b’b

Research is a platform for lecturers a academic staff to become accomplished
scholars through their researc pétlwty Research productivity is intangible
outputs manifested through A%torlal duties, obtaining research grants, engaging in
public debates and@tarles on public interest issues, supervision of students’
dissertations ary&ss projects, teaching, and community service. Higher education

instituti s(egﬁlarly conduct an evaluation of lecturer research productivity by

asse@a lecturer’s potential for career growth and meeting the challenges of the

f%/e?

Several studies have been conducted on evaluation or assessment of research
productivity of lecturers. However, evaluation of lecturer productivity is extremely

difficult process which involves multiple variables that could be qualitative or
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quantitative, and can also be complex, sensitive and subject to imprecise

measurement®.

Therefore, due to complexity in evaluating research productivity, the quantitative

approach is often used. Lecturer productivity has been measured by the number of

publications, the acquisition of patents, citation of scientific work, or papers presented

at the seminars. In general, to recruit new lecturers and as criteria for pro&g&on

higher education institutions often assess research capabilities a %ntiﬁc
&

publications. In respect of this, publications are often viewed as 3& mark for

assessing lecturers’ research abilities and performance®. %0

The multi-criteria decision analysis approach model ) used a researcher to
evaluate lecturer productivity. The following cri@ia and sub-criteria were used:
teaching (pedagogical publications, student ision, teaching materials), research
(scientific publications, research pro'@ transfer of knowledge (patents, laws,
norms and technical publicationségévi s, consultations and science and technology
dissemination), and uniye&@ Another scholar also used a multi-criteria decision
making approach t@cturers at the University of Ecuador by evaluating criteria
such as adm,irj&ive management, research, teaching and community service’.
Some schol \applied a combination of multi-criteria decision making models to
evalQ{bhe performance of lecturers at the Technical University of Bangladesh. They
sMcally used the Analytical Hierarchy Process method to determine the weight of
performance indicators and the Preference Preparation Technique based on similarity
and ideal solutions (TOPSIS). The TOPSIS application was combined with the AHP
to determine the composition of lecturers in higher education institutions. They used
15 sub-criteria of the following five criteria: knowledge (teaching ability,

understanding student psychology, ability to make decisions), ability to explain (ideas
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are clear, easy to find, proficient in explaining), discipline (fair, attitude, organized),
cooperation (can be an example, dedicated, motivated), creative (encouraging

positively, passionately, full of inspiration)®.

Authors used a novel multi-criteria hierarchy method in their evaluation of lecturer

performance. There were four criteria, 13 sub-criteria and five alternatives assessed as

follows: self-evaluation (scientific publication activities, supervising post ate

students, journal preview process); manager-based evaluation (lecturi ities,
language of instruction, lecturing attitude and spirit, evaluation an&gfg system);
peer-evaluation (cooperation in research projects, teamwork 1 fic and lecturing
activities, participating in school meetings and events); @tudent—based evaluation
(the content of lessons, lecturer-student interacti&@relevance of the subjects).
Their findings showed that the highest criter%’bas the manager's evaluation. The

sub-criteria that received high rating lecturer activities, lecturer style and

content of lessons®. . @

A group of scholars used.t}QQy?tegrated MCDM to evaluate five criteria including
number of public%“\@uality of publications, number of books, supervising
postgraduate ,sg@s, and research grants secured as project leaders. The highest
ranked it&gd\ was research grants secured as project leaders, followed by the
qual@ publication and supervising postgraduate students. They also stated that the
MCDM approach was appropriate in their study. Additional factors that affect
researchers’ productivity are as follows: the terminal degree held by the lecturer;
lecturer’s level of commitment; the number of young lecturers; the amount of internal
research funding; the degree of researcher motivation; number of teaching hours; the

extent of infrastructure and support facilities; number of research publications; degree

of cooperation between government and private institutions; number of government
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research grants awarded; cooperation with foreign institutions; level and capability of
network resources available to faculty and study programs; degree of regulations that
affect lecturers’ productivity; and the number of research grants available from

international institutions!?.

Scholars affirm that research productivity of lectures across disciplines is low and
inconsistent in Nigeria. Existing studies have dealt with academics’ res&ch
productivity with various variables and indicators. However, the t of
institutional support seems to be neglected as factors that could comtribute to the low
level of research productivity?. Researchers in higher institutj gﬁround the world
can be supported through selected institutional factors te research productivity.
Institutional factors refer to elements that affect the & tivity of faculty and staff or
employees in any organization. Institutional f@ can be described as the external
and internal environment of an org@on which influences work processes.
Institutional factors include ele at may affect the productivity of lectures
which the university may a '&cgr look into. Institutional factors include support
programmes that an i @‘wn develops for faculty members, practice and standards.
Scholars averred t t%

N

L ]
and guidan(e, %sources, awards, workload, research culture, tenure and promotion,

stitutional factors like training, staff support, technical support

ﬁnanc@ards, performance standards, peer and social recognition, and leadership
f}b@s like appreciation and orientation can influence lecturers’ research

productivity!3,

There are various measures of research productivity according to literature in the
Nigerian educational sector. This variation is due to the fact that Nigeria Universities
have different standards for measuring research productivity since it is linked to

promotion of a faculty. Some scholars have proposed investigating the quantity of
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journal articles or the quality of the articles. One of the major factors that has been
observed to have the tendency to influence lecturers’ research productivity is
institutional factors. Such institutional factors include, staff development and training
opportunities, staff support, technical support and guidance, resources, awards,
workload, research culture, research emphasis, tenure and promotion, financial
rewards, performance standard, peer and social recognition) as well as, lea@ip

factors which include, appreciation, orientation and priority and astricti Qactors

which refer to gender, age, intelligence and personality*. ’\Q/

On the other hand, research productivity is determined through % rame in which it
is required that an individual indulging in research mus@sh. This is more visible
with those in academics in which it is required b&%y that a teaching staff will
publish certain amount of literature as their éﬂk)tion is tied to it. With this, the
researcher comes up with methodolog@’g concepts towards accomplishing the
research. It is assumed that the (ﬂ\ f research if implemented promotes national

development and economic a@f@ment. Studies, had revealed that lecturers research

productivity is inﬂ@ individual factors (self-efficacy, affiliation, motivation,

commitment, orixtat skills, research skills, achievement motivation, community
L ]

contributiot(s}hse of responsibility, scientific pursuit, autonomy and flexibility,

satisfya erest and curiosity.

Q

Institutional factors are elements that affect the productivity of faculty and staff or
employees in any institution or organization which may be external and internal.
Institutional factors may be regarded as support programmes that are developed for
members in the organisation. Scholars averred that institutional factors may be in
form of staff development and training, staff support, technical support and guidance,

workload, research, promotion, financial rewards, social recognition, and leadership
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factors like appreciation and orientation which can influence employees such as

lecturers’ especially as it relates to their research productivity®.

Institutional factors affect the productivity of lectures if they are on the negative.
Institutional factors may be regarded as criteria for identification of external and
internal environmental output of an organization as it performs in two different levels.
Institutional factors at environmental level could be managed by an organiza% if
proper consideration and attention is given. Institutional factors of at ional

level show reaction of an organisation to business environment 4And internal

environment of such organization®®. %Q

There are different factors that determine and influen rs research productivity.
An institutional factor is operationalised in terms OQmphasis. Organisational culture
in the areas of institutional research cultur ership style organisational climate,
work process and employee manag @and work ethics help to know if an
employee is productive®. Anoéb;éfe archer observed that amongst recognised
underlining instructional &%s affecting research productivity of lecturers in
universities are g@stimtional terminal degree, rank, discipline and work
experience. T,h;q'*y therefore opined that paradigm shift in faculty and university
policy p@nance contracts and self-reported instruments currently in use for

lecn@%bresearch productivity, is best option*®.

N/

Another factor is the environment where the lecturers are working. That is, research
environment cum research resources and facilities such as infrastructures, office space
and other facilities. Motivational factors such as work time for research, availability
of loading research academics, research networks and communication channels,

postgraduate teaching and supervision opportunities, research collaboration,

29



availability of mentoring system and research assistance, promotion of creativity and
curiosity, peer recognition and support, reward and incentive system are also
recognised institutional factors that determine lecturers’ research productivity.
Funding is another factor that must be taken into consideration such as availability of
research funding, availability of travel money/grants as incentive for research
activities, access to local grants, and access to international funding and institu&ml

funding of research reports. In other words, funding is considered as an e@l tool

to aid research productivity of university lecturers®. ’\(/

To determine the degree of productivity, expressed by t al Productivity
Council in Tjiptoheriyanto and Nagib that there a@vo formulations about
productivity. First, productivity is relatively abstn& d involves a value system,
where productivity is a mental attitude thaté@tomorrow as better than today.
Second, a technical definition, namely t\\@fg of the desired output to all the inputs
used to produce the output. In thi@l, the degree of productivity was determined

based on the number of int%ﬁ nal indexed journals published in each academic

year. Q\

N
In productivity,&e are at least 2 (two) aspects that are important to consider in
analyzin: &pﬂ\oyee productivity levels, namely internal and external. Internal
emp, actors are factors that come from employees and can occur because of
mh(al elements (talents) and natural books (learning and training). While external
factors are factors that come from outside the ability of the employee, but really

determine how successful a job®.

Many factors determine research productivity by lecturers in a tertiary institution.

Author explains that individual and environmental characteristics are the main factors.
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Individual characteristics that affect research productivity are age, academic position,
gender, years of service, and educational experience’. In comparison, the
environmental factors in question are institutional support, institutional size, and
faculty (study program) accreditation. In Indonesia, research productivity tends to lag.
This happens because knowledge transfer activities in universities in Indonesia are
more emphasis on teaching than on research. In addition, a high teaching load &akes
lecturers lack time to research, so lecturers tend to allocate a long tim: epare
teaching materials in class. The low ability of lecturers in research i algggchallenge
in building a research culture in Indonesia. Limited facilitie@o an obstacle to

research growth in Indonesia®. O

2.1.2 Work Ethics Q J

Today’s business environment is not only f@ed, but also highly competitive. In
order to keep pace and stay ahead, po s}\s&) of several key work ethics is a plus for
achieving a successful career. %b;ées | careers come in many flavors, but work
ethics are a main ingredie%%nost recipes for success in organisations. Employers
who emphasize a p%@\ork ethic must be absolute in maintaining the environment
for it to thrivq.j&iduals with a good work ethic are usually very productive people
who wo a(al\aster pace. They regularly accomplish more work, more quickly than
thosQ@ ack a work ethic. They do not quit until the work that they are tasked is

completed?. At least in part, this is also because they wish to.

Work ethics on the other hand is application of ethics on workplace. It is defined as
the set of principles based on hard work and diligence. It is also a belief in the moral
benefit of work and its ability to enhance character. A work ethic may include being

reliable, having initiative, or pursuing new skills (Training Program on “Work Ethics
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for Development Professionals) Defines Work ethics as a “set of values centered on
importance of work hard. Work ethics is an inherent attitude that an individual
possesses that allows him to make decisions and perform his duties with a positive
moral value. It comes in form of attitudes that add value to the organization and an

individual person as traits such like appearance, attendance, character and teamwork?*.

Work ethics is the key to the ethical behaviour of employees and organizatiwlat
focus on developing work ethics relevant to the issues faced by e and
enforces the practice of such work ethics is likely to be effective that v§‘ﬂ’result into
an ethically sound work environment. Previous studies hay, Qred work ethics
with a variety of indicators. The indicators include s@terest, company profit,
efficiency, team attention, social responsibility, per&&orality, company rules and
procedures, laws, codes of conduct; wise @goist attitudes; communication,
training and training duration, codes of’ \l@; caring, law and ethics, instrumentality,
regulatory, autonomy; working a@al, time utilization and hard work?. Work

ethics help prevent probler%{g:‘a)t will be detrimental to the organization and

employees?®. QQ\A

Work ethics r@f&o the set of values, principles, and moral beliefs that guide an
individu ’Sgﬁ}lde and behavior in the workplace. It is a reflection of one’s sense of
resp ility, dedication, discipline, and integrity when it comes to performing
phgssional duties. A strong work ethic is often considered a key driver of both
personal and organizational success, as it fosters accountability, consistency, and
commitment to quality?’. Work ethics is broadly defined as "the principle that hard
work is intrinsically virtuous or worthy of reward"?. It encapsulates qualities like

diligence, perseverance, reliability, and the intrinsic value of work itself. It also
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involves the way individuals approach their jobs and responsibilities, reflecting their

level of professionalism, commitment, and moral attitude toward work.

Scholars have long associated work ethics with Weber’s Protestant Work Ethic
(PWE), which links the rise of capitalism to a set of moral principles derived from
Protestantism that encouraged hard work, frugality, and economic success?. While
this traditional concept is still significant, modern work ethics extend beyond r%us

or cultural origins to include universal principles that apply across Varif stries

and professions. /\

Work ethics can be categorized into different types based %@ciﬁc attitudes and
values toward work. Some of the most notable types i rofessionalism is about
maintaining a high standard of conduct and pelQmance in the workplace. This
includes adhering to organizational rules, dj ing a positive attitude, and striving
for excellence in one's duties. Profe &sm also implies respecting coworkers,
being punctual, and maintaining&h}%&a conduct in every interaction. Dependability
involves being reliable and @v\orthy. Employees with a strong work ethic are those
who can be counte%@omplete tasks on time and meet their obligations without
constant oversig@ependability fosters trust and respect in the workplace, making
employ mle assets to any organization. Initiative refers to the ability to take
proa@actions without being asked or instructed, while self-discipline involves
n%ﬁaining focus and control over one’s actions to meet goals. These traits show a
commitment to growth and achievement, both personally and organizationally. A
person with these traits is likely to work beyond minimum requirements to achieve

excellence®°.
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Integrity is essential in work ethics as it involves honesty, transparency, and moral
principles in decision-making and behavior. Employees who demonstrate integrity are
trustworthy and uphold ethical standards in all their dealings, ensuring that their
actions align with their words. Respect in the workplace is demonstrated by treating
colleagues, supervisors, and clients with fairness and consideration. A work ethic that
emphasizes respect recognizes the value of others' contributions, promotes teamwork,
and creates a more harmonious work environment. Diligence involves tently

working hard and showing determination in accomplishing tasks. %&}mployees

are dedicated and careful in their approach, ensuring that completed to a
t

high standard. It emphasizes perseverance and commih@ en in challenging or

monotonous tasks3!. Q

Measuring work ethics in individuals or acros@rganization can be complex, as it
involves both qualitative and quantitativi@"gtors. However, some common ways to
assess work ethics includes b@ural assessment. Many organizations use
behavioral assessments to %g(? work ethics during recruitment or employee
evaluations. These a @Sﬂts involve questions or situational scenarios designed to
evaluate how i %uals prioritize work, handle challenges, and maintain
.
professiona@n}\n diverse contexts. Regular performance reviews allow employers to
measm@ployees’ adherence to work ethics over time. This involves evaluating
at\si&es such as punctuality, reliability, quality of work, and the ability to
collaborate effectively. Performance reviews often use both qualitative feedback from

supervisors and quantitative metrics such as project completion rates®2.

Self-assessments provide employees an opportunity to reflect on their work ethic and
performance. It involves asking employees to rate their commitment to workplace

values such as integrity, responsibility, and teamwork, helping to foster personal
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accountability. Employers can use surveys to gather input from colleagues,
supervisors, and even clients to evaluate an employee’s work ethic. This 360-degree
feedback can give a holistic picture of how well an individual upholds ethical
standards in different facets of their work. Organizations often measure work ethics
through overall employee engagement and morale. High levels of engagement
typically reflect a strong organizational culture where ethical behavior is enco&ed
and valued. Tools such as employee satisfaction surveys can provide insi@) how

well work ethics are integrated into the organizational culture®:. ’\(/

Importance of work ethics is enormous as a strong wor, are crucial for
improving individual and organizational productivity. yees who are diligent,
dependable, and professional contribute to highe@v of efficiency and output.
They ensure that projects are completed on tié%d that quality standards are met,
which directly impacts organizationaI@. Work ethics help shape a positive
workplace culture. When employe@\& ere to ethical standards, they contribute to a
supportive and respectful @?’environment. This culture promotes teamwork,
reduces conflict, and ft : an atmosphere of mutual respect and collaboration. In a
workplace that '&es work ethics, trust between employees, supervisors, and
.
clients is st@

enhan reputation of the organization. This trust is key to building long-term

hen employees demonstrate honesty, reliability, and fairness, it

ré&ships with clients and stakeholders34.

Individuals with strong work ethics are more likely to excel in their careers. Qualities
like professionalism, initiative, and integrity are often noticed by supervisors and lead

to promotions, salary increases, and professional development opportunities.
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Several factors has been investigated and found to have influence on work ethics. For
instance, Cultural factors play a significant role in shaping work ethics. Different
societies have varying expectations regarding hard work, punctuality, and moral
responsibility in the workplace. For example, in cultures that emphasize collectivism,
teamwork and group success are highly valued, while individualistic cultures may
prioritize personal achievement and autonomy. The policies and leadership {tyles
within an organization heavily influence work ethics. Clear ethical gui Qs and
codes of conduct help employees understand what is expected of he&)ﬂoreover,
leadership that models ethical behavior encourages a trickle- @ffect, fostering a
culture of ethical behavior throughout the organizati06§a1 values, such as
integrity, accountability, and respect, play a key role@ietermining an individual’s
work ethic. Employees with strong moral beli @nore likely to adhere to ethical

standards in their professional lives, rega@f external pressures®.

Work ethics is a crucial determm@ success in both personal and organizational
contexts. The various types c??( ethics, including professionalism, dependability,
and integrity, help gui aV1or in the workplace. Measuring work ethics through
performance reviews, f€edback, and self-assessments allows organizations to evaluate
and prom@@qﬁ conduct. Strong work ethics not only improve individual

produeti but also foster a positive workplace culture based on trust, respect, and

c)&%xation.
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2.1.3 Concept of Emotional Intelligence
The term emotional intelligence was first coined by John Mayer of Yale University,
the emphasis is on the ability to control one’s own feelings and emotions, accept the

feelings, emotions and views of others, and control social relationships and actions?®.

Daniel Goleman introduced the concept of emotional intelligence to scientific
communities in 1994 and revised it in 2004. He states there are four catege‘j&of
emotional intelligence: self-awareness, self-management, social a and
relationship management. The concept of emotional intelligence i ecgn/ years, has
aroused lively interest in both the scientific and the genera . Some scientists
and researchers in the general scientific field of Ps@ogy, and in particular
Organizational Psychology, believe that this co&&can provide a satisfactory
explanation as to what is responsible for the I@formance of individuals, whether

it is school performance or profession&@ specially when their cognitive abilities

are satisfactory’’. L@

A review of the literaqu% emotional intelligence gives a clear idea of the
significant differen%@v\een men and women in aspects related to the emotional
world. Basica_ll& le and females naturally differ on the basis of their physiological
and bio i&aracteristics. They also differ in various psychological attributes.
Reg@ emotional differences, these are considered as something natural,
he\ri‘mitary and innate, while in fact they are the result of gender roles, which have
been assimilated from pre-school age. Emotions omnipresence in human life have
encouraged scientists across various disciplines to investigate their influence on

performance and well-being?®.
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Historically, the concept of emotional intelligence has been grounded within the two
major perspectives of ability and trait. According to these two approaches, the main
characteristics of emotional intelligence are that individuals differ in terms of
identifying, expressing, understanding, regulating, and using one’s and others
‘emotions®. This study focuses on trait- emotional intelligence, which is a
constellation of emotional self-perceptions situated at the lower levels of perso«ality
hierarchies. Trait emotional intelligence has been shown to have strongsh with

behavioral components and biological markers such as cortisol s&%and heart

rate variability®. @

Explanation of meaning of emotional intelligence will h ower more light on the
understanding of the psychological concept. Emoti gtelhgence can be defined as
"A set of abilities and skills that a person mus@re gradually and hierarchically to
find emotional self-fulfillment. It is the@ge to emotional stimuli, the recognition
- expression of emotions, the full &(’ ness and management of our own emotions
but also the emotions of othe ’{bh(?somal skills for better intrapersonal, interpersonal
and working relatio h@he empathy and compassion, the accurate discrimination
of emotions wit imate aim of the emotional development of our potential, self
- actualizat icendence and finally the unity of emotions because humans are
part hﬂlted world"*!. Emotional intelligence refers broadly to skills and/or
ab{i}%s that enable awareness of the emotional states of oneself and others and the

capacity to regulate or use emotions to positively affect role performance*?.

In 1920, Thorndike introduced the concept of emotional intelligence as a type of
social intelligence. Subsequently, scholars coined the term emotional intelligence in
their article “EI” published in the journal of “Imagination, Cognition and

Personality”. Five years later, Goleman introduced Emotional Quotient (EQ), which
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further extended the concept the concept into numerous disciplines and various

occupations, including sales, hospitality, banking, education and information services.

Emotional intelligence as “the ability to identifying and understanding the emotions in

oneself and others”*?

while emotional intelligence as “an array of non-cognitive
ability, efficiencies, and skills that affect one’s ability to be successful in facing
environmental claims and stress”**. On the other hand, emotional intelligence Q&he
ability to recognize our own feelings and others, for motivating oursd for
managing emotions well in ourselves and in our relations}ﬁ“‘ “Emotional
intelligence or emotional intelligence includes: the ability t Qr one’s own and
others’ feelings and emotions, to discriminate among the:@d to use this information

to guide one’s thinking and actions and the capaci@rceive emotions, assimilate

emotion-related feelings, understand the info@ of these emotions, and manage

them*. ®%

Emotional Intelligence was mad@ul r as earlier stated by Goleman in 1996 in his
book Emotional Intellige@x\'hy It Can Matter More Than IQ ‘‘emotional
intelligence has attr%’@\e attention of the public because it suggests that emotions

*47 The concept has been

convey sensip ﬂ%aning, which requires understanding
argued d(d;'l\cussed at length by psychologists and it appears to have key
appli §y in the management area in debates over differences between
n&gement and leadership and whether the difference between a manager and a
leader can be attributed to an understanding of emotional intelligence. If emotions
convey information, then dismissing such information is done at the organization’s
risk. Emotional intelligence: includes a degree of awareness of how affective states

infuse our memories, thoughts, judgements, and interpersonal behaviour. Affect is

thus likely to influence many relationship behaviours, group behaviours,
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organizational decisions, consumer preferences, and health related behaviours, and
emotional intelligence necessarily involves knowing when and how these effects

occur.*®

Emotional intelligence is also a creation of the affective realm but operates more on
an interactive interpersonal level. In lecturing and information management a greater
understanding of the affective realm and concepts such as personal co cts,
memory representations and emotional intelligence would seem to have e. A
greater understanding of these concepts would especially appear w%gfpplication
in the following areas: N information professional and user,i ion; information

professional to information professional interaction; and @personal relations in the

workplace®.
o

The affective factors influencing the *‘inf; ion environment’’ outlined above,
perception of the environment, affecti\k\\{gponses to queries, prior experience with
resources and information prové)& expectations of communication flow, can
also be thought of more.ga@qu as image constructions. Images or perceptions are
created of envirm@nd people and prior experiences and expectations of
communicatiw@ are image constructions placed on prior events. Images are
personal&(ﬁdividual creations that are socially influenced by the environment
arou@ .

\/

Emotional intelligence as the ability to perceive and express emotional intelligence
(the ability to perceive emotions, use emotions, understand emotions, and regulate
emotions; emotions, use emotions, understand emotions, and regulate emotions’'.
Although people differ in their emotional intelligence, there is evidence that people

can enhance their emotional intelligence through training and related interventions.
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The first dimension of emotional intelligence, the perceiving and expressing emotions
dimension, describes how quickly and effectively people can express and recognize
emotions. People high in this dimension can recognize the emotions that others’
experience, can detect authenticity in others’ emotions, can appraise their own
emotions, and can clearly express their emotions to others®?. The second dimension of
emotional intelligence, the using emotions dimension, describes how effectively
people can use their emotions to enhance their cognition. People hi Q‘ this
dimension understand the effect of their emotions on their cogniti\&&yses. They
also understand how to use their emotions to enhance their c ns and to make
better decisions®. The third dimension of emotional inteMigenee, the understanding
emotions dimension, describes how effectively pe can reason about various
aspects of emotions. People high on this 'ﬁ‘@ion recognize the relationship
between linguistics and emotions and tke@%onship between particular events and
the emotions that these elicit. TI}W recognize how basic emotions combine to

form more complex emotionsS“\(‘)\

R\

The fourth dimensio Qg\notional intelligence, the regulating emotions dimension,

describes how efft ti;y people can influence the intensity or duration of their own
° \

emotions a@e emotions of others. People high on this dimension can discern

whethybér emotions are optimal in a specific situation and can effectively modify

th\{rgﬁwtions accordingly. They can also select regulation strategies and effectively

implement these strategies™.

Emotional intelligence is a multifaceted concept. It has occupied and continues to
occupy researchers to this day. One of the main reasons that makes it so interesting is
the fact that it affects almost every human activity. Emotional intelligence is

inextricably linked to the recognition and expression of both the emotions of the
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person and the people around and with the regulation of emotions, so that the person
can adapt to various situations, but also with the use of emotions to resolve problems.
It is also linked to the working environment and more specifically to work success,
for which self-awareness, self-management, cognitive awareness and social
relationship management play an important role. Emotional intelligence promotes

well-being and help people make the most of their positive emotions®.

>\
Emotional perception refers to the ability to identify one’s own emotio @%@H as
those of others. This is done by paying attention to the sensations afid gﬁs of one’s
body and interpreting facial and body signals and the tone_o @e of others. The
second skill, emotional assimilation or facilitation, r to the ability to take
emotions into account when making decisions, as e§®al states will influence how
we manage our problems and information 6’Qsing. Thirdly, understanding of
emotions involves the ability to know@’geak down the different emotions and
feelings, as well as the knowle@ their causes and the transition from one
emotional state to another. Fi @emotion regulation is the most complex skill and
refers to the ability t r@ on feelings and thus be able to regulate both one’s own
feelings and tho&o%&[hers, carrying out different strategies and seeking personal
.

growth’’, s\\'

Emoti intelligence is defined as “...the ability to perceive accurately, appraise, and
e%éss emotion; the ability to access and/or generate feelings when they facilitate
thought; the ability to understand emotion and emotional knowledge; and the ability
to regulate emotions to promote emotional and intellectual growth”. A substantial
body of literature has related higher emotional intelligence levels with numerous

psychosocial benefits, such as greater life satisfaction and well-being, better physical

and psychological health, higher professional and academic performance, and lower

42



levels of aggressiveness®.  Constructs or indices or measures of emotional
intelligence were also review to clear confusion in the concept of emotional
intelligence. An important point to note when addressing emotional intelligence is that
this has been considered in various forms over the years. We can understand
emotional intelligence from three different approaches as a function of its
conceptualization and the measurement instruments used: the self-reported iility
model, the performance-based ability model, and the mixed model. bility
models understand emotional intelligence as a mental ability co prQy a set of

emotional abilities related to the emotional intelligence concg 'zation proposed

scholars®. 0

The self-reported ability model uses self-report q@&aires to measure EI, while
the performance based ability model uses o%’b\le performance measures where
there are right and wrong answers. T \&d model understands EI as a broader
concept, in which aspects such as %’ ality, motivation, and affect are also part of
the construct and are assess%ﬁ;?self-report measures. While all three models are
used indistinctly in th%hotional intelligence literature, the ability models have
received greater empitical support®®. Ability models are exclusively based on
N
emotional processing abilities, while mixed models blend these abilities with other
behavi ariables and personality traits that do not focus on emotional reasoning.
'P&Q/%ck of agreement regarding the conceptualization of emotional intelligence

could at least partially explain the mixed findings observed in the literature studying

the relationship between emotional intelligence and risk behaviour®!.

The Trait Meta-Mood Scale (TMMS) is an instrument extensively employed to assess
emotional intelligence in the adult population. In the present study we used its

Spanish adaptation. This scale measures participants’ self-perceived level of
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emotional intelligence through 24 items divided into three subscales: emotional
Attention (for example, “I think about my mood constantly”), emotional Clarity (for
example, “I almost always know exactly how I am feeling”) and emotional Repair
(for example, “Although I am sometimes sad, I have a mostly optimistic outlook™).
Participants are asked to indicate the degree of agreement or disagreement with each
item on a 5-point Likert scale with response options from “1. Totally disagree” to 5.

Totally agree”. In our sample the internal consistency was good: Attenti@QZ .92
Clarity, a = .91, and Repair, o = .87, ’\Q/

All emotions have a regulatory function and act as an adv Q for the person
experiencing them. There are two major theoretical a@lches to El: the mixed
model and the ability model®. The mixed model ggemotional intelligence as a
set of abilities and personality characteris%%at allow a person to interact
successfully with the environment ass@rg to maintain their well-being. These
models primarily use self-report m@ the assessment of emotional intelligence On
another hand, the ability mod@%e(?nes emotional intelligence as an ability to identify
one’s and others’ em ti@ing them to direct one’s thoughts and behaviours. These
authors’ process o§conceptualizes emotional intelligence based on four skills:
N
perception @oti ns, use of emotions to support thinking (called assimilation or
facilitation), understanding of emotions, and finally regulation of emotions. These

fo\(; ills are interdependent, occurring at both intrapersonal and interpersonal levels,

and can be assessed using self-report and ability tests®*.

The instruments used for the assessment of EI in the studies reviewed, all of which
were self-report measures, are detailed below. The TMMS-24, the Bar-On Inventory,
and the Adolescent SUEIT were used in eight of the twelve studies. Among the

instruments were those corresponding to the ability model, such as the TMMS-24, the
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SUEIT or the EIS, and instruments corresponding to the mixed model, such as the
Bar-On Inventory, the CTI, or the SEC. We decided to include studies using these
instruments despite belonging to different models of emotional intelligence because
the scales contained in the mixed model measure characteristics comparable to the
skills measured in the questionnaires belonging to the ability model: emotional coping,
which can be understood as emotion regulation, and self-awareness, understo{das

intrapersonal emotional perception or emotion regulation. OQ

The instruments are described as follows: - Trait Emotional @%od Scale
(TMMS-24)%. This measure is composed of three subscalgs: ional Attention,
Emotional Clarity, and Emotional Repair. This instrume@ based on the emotional
intelligence ability model. - Bar-On Emotional Q%ieg[nventory-Youth Version®,
The subscales of this inventory measure t%’acial, emotional, and personality
dimensions of emotional intelligence. x}\@’ggs to the mixed model of emotional
intelligence - Adolescent Swh@\ University Emotional Intelligence Test
(Adolescent SUEIT;®7). Thi@gt ment is composed of the following subscales:
Emotion Understandi g@tion Recognition and Expression, Emotion Regulation,
and Emotion Aw QS. It is based on the emotional intelligence ability model.
Emotional te’&gﬁece Scale (EIS;)®. This scale is composed of three subscales:
Perce;@of Own Emotions, Perception of Others’ Emotions, and Emotional

R\&ion and Use. It measures emotional intelligence from the perspective of the

ability model. - Constructive Thinking Inventory (CTI;)®.

This instrument assesses constructive thinking and emotional intelligence It is
hierarchically organized and provides information at three levels of generality. The
most general level consists of a global scale called Global Constructive Thinking

(GCT). The next level of generality consists of six main scales measuring the basic
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forms of constructive thinking, which in turn contain 15 subscales. This instrument
measures emotional intelligence from the mixed model approach. - Social and
Emotional Competencies Questionnaire (SEC-Q;)”’. This instrument is composed of
four subscales: Self-Awareness, Self-Motivation and Regulation, Social Awareness,

and Prosocial Behaviour. It is based on the mixed model of emotional intelligence

There are numerous emotional intelligence models developed by different authers and
with different specifications or dimensions, which are pertinent to @ s of
disciplines such as hospitality, banking, military, salespersons, y@gﬂdand many
more. However, none of the available model or scales have bee Qirically tested in
the context of lecturers. In order to meet organizational @ements, construction of
emotional intelligence instruments must identify pr&e the specific contexts, needs,
and purposes for which that EI test is being d ed. Different jobs call for varying
levels of social and emotional involvem@ activity. Thus, a systematic emotional

task analysis needs to be done H@{ to match the different facets of emotional

intelligence é

Self-Awareness is %@J\ct of emotional intelligence. Images of the lecturers and
employees wg@ted by many experiences and acted as motivators/demotivators
influencing “Wférmation-seeking behaviour. There was no one image identified of
acad@ staff or lecturers. Images were often based on prior experiences and
pé@ptions of resources availability and accessibility, which were particularly found
to be important in image construction and the resultant motivators/ demotivators to

academic staffs.

This is important because these roles encompass functions the employees is generally

thought to perform or which academics would like to see performed. They could be
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used as motivators relating to lecturers use: employees as ‘‘knowledge navigator’’;
employees as information technician; employees as educator of academics; employees
as educator of students; employees as interactive partner; employees as information

provider.

There was far from universal acceptance among participants about the degree of
importance that they would ascribe to each role. There were also varying degiggs of
success attributed to the employees’s ability to perform each role roles
attracted positive and negative feelings, as well as a diversity o g%s to what
should be the role as compared to what it was. It was a positiv that participants
identified key roles for academic personnel in this tec 1ca1 age. It concluded
that whether or not a employees is asked for assist @based upon factors such as
“‘the inquirer’s image of the personnel , @effectlveness, and his previous

experience with this or any other lecture\ ployees”"".

The concept of Emotional Intt%&\ (EI) combined two separate entities of
psychology, which involve &% affective (emotion) and the cognitive (intelligence)
under one umbrel%@r The ability to integrate emotional information into
cognitive actw@s fundamental to effective lifelong functioning, and succeed in
whateve w@z. The construct of Emotional Intelligence (EI) is one of the most
freq@y researched topics in organizational study. EI has been found to be an
iMant predictor of various enviable organizational outcomes. The most distant
roots of Emotional intelligence can be traced back to Darwin’s early work on the
importance of emotional expression for survival and second adaptation’®. In the 1900s,
even though traditional definitions of intelligence emphasized cognitive aspects such
as memory and problem-solving, several influential researchers in the intelligence

field of study had begun to recognize the importance of the non-cognitive aspects in
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diverse areas like psychology, human resource management, and others which has
resulted in a range of terminology which includes social intelligence, personal

intelligences, emotional intelligence and emotional literacy to mention a few.

Emotion is an essential part of our life, as it affects every aspect of our life whether
professional or personal. Emotions being the motivation of one‘s behaviour serve as
one of the most important ingredients of human nature. Emotions provid\an

individual an opportunity to express his/her real self and also enable a er to
infer about a person‘s emotional experience. Emotions, when u@% with the
thinking process, result in the experience of feelings. Emo Qre our warning
systems, as they alert us to something urgent and offer a@mediate plan for action.
It play a significant role in social survival that helps@@ning and maintaining social
relationships and social position relative to othé%l\/lost significantly, emotion is the
soul of every relationship and as an @fgce exhibits a person‘s existence as a
living being which requires the a@*o understand and regulate emotions both in
oneself and in others, which %N(Edational to the development of intelligence which
is considered as a%n;@don of a person‘s overall mental ability giving rise to

emotional intelligence:

\\
The co e&a}f emotional intelligence has provided new dimension to the
und ing of human intelligence, which earlier highly counted upon cognitive
ihﬁgence for its evaluation. Emotional intelligence has expanded the horizon of
basic intelligence and has emphasized few more abilities required for the survival of
human being in a society. Several definitions and measures of emotional intelligence
have been developed by different researchers according to their understanding of the
concept of EI, whereby they have accentuated different features of the concept. As a

result, currently there are lot of definitions of EI available making the concept a
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multifaceted construct. However, emotional intelligence has been described as the
capacity for recognizing one’s own feelings and those of others, for motivating
oneself, and for managing emotions well in ourselves and in our relationships. In
other words, it is the ability to understand one‘s emotions and those of the people

around, to motivate ourselves and to manage emotions well in ourselves and in our

relationships’. *

Similarly, another researcher, defined emotional intelligence as the a@ f an
individual to appropriately and successfully respond to a variety oﬂéqo(ieﬁal stimuli
educed from the inner self and the immediate environment @constitutes three
psychological dimensions: emotional competence, emot@ maturity and emotional
sensitivity’®. These dimensions motivate an individudl to recognize truthfully,
interpret honestly, and handle tactfully the dyn@’é of human behaviour. In a related
vain, emotional intelligence is also deﬁ@tg the ability to use emotion to enhance
flexibility, creativity, and motivatib& facilitating logical thinking processes which

N

posits that emotionally intelli (?eople can feel emotions of the self and others and

use that knowledge t. ence and change the environment thus enhancing

resilience and quality=0f life. In general, emotional intelligence is a gateway to a
>

balanced—li%%\\' i

indica@ emotional intelligence can enhance the quality of life, because people

essential to every quality of life component. Studies therefore

@“}%ense of well-being when one’s work and lives are meaningful”’.

Emotional intelligence plays major role to develop an individual’s ability to solve
problems. There are four components of emotional intelligence (EI) — self-awareness,
self-control/self-management, social awareness and social skills that should be
considered by everyone to make sure they can manage their level of emotions while

they can increase their work performance in an organization. The key dimensions of
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the ability model of emotional intelligence are generally described as the ability to
monitor one’s own feeling and others’ feelings and emotions that distinguish between
those emotional states, and to use this information effectively to guide one’s thinking

and action.

Self- awareness is the first step of managing our interactions with others or knowing

what one feels. *

Self-awareness is being aware of our emotions, understanding the cause(r;@'lecting
on the patterns of the behavior which displays as a consequence 0&%1‘[ emotion. On
the other hand, self-awareness is the ability to recognize ar% stand one’s own
moods, emotions, drives and their effects on o work together with
organizations to achieve the goals. It is “knowin@ri@s internal state, preference,
resources and intuition. The characteristics @(Qelf—awareness are self-confident,
realistic self-assessment and a self—deprﬁ\x@g sense of humor. Self-awareness shows
managers, leaders or workers ar¢ @ed to be able to recognize a feeling while it
happens to accurately perf@f—assessment and have self-confidence. However, it
is not automatic to v@b ability to recognize our personal moods and reactions
when in the sg\'ﬁ privately and still be able to remain conscious afterward
.

whether in@ or individually’®. Self-awareness also involves having a realistic
assess of one’s abilities. People who have this strength are aware of their
strépgths and weaknesses, open to candid feedback from others, and willing to learn
from past experiences. This courage comes from certainty, through self-awareness,
about our capabilities, values and goals. Self-aware people have the “ability to
accurately perceive own emotions and stay aware of them as they happen. This
includes keeping on top of how one tends to respond to specific situations and
people’.
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Self-awareness is way beyond simply having adequate knowledge about ourselves but
rather extends to being in position to interpret this knowledge for the purpose of
learning more about ourselves®. Self-awareness is broken down into four levels of
arousal and attention, Sensory and motor, Cognitive and lastly Psychosocial. On the
basis of arousal and attention, attention to ideas developed or any arousal is either
very slow or poor; this is mostly in the inability to pay attention or respond wit&se
concentration as a result of distracting surrounding individuals. The Q/ and
motor stage is where we are able to explain our sense of feeling s h(iylovement,
fatigue, satisfaction and even more advanced skills of processi perceptions due
to our developed competence to pay attention, comp n%and memorize. The
cognitive stage requires attention, comprehension an@mory are key for people in
this stage to function while‘““abstract reasoning%@ualization and problem solving
are necessary to comprehend the more a@namre of these abilities. At this level,
the information provided at the @VGIS is integrated to form a model that
integrates knowledge with ski h\astly, the psychosocial stage of self-awareness
involves constantly reco‘g&’&%e world as it is in relation to our abilities and is the
stage where we ar@e to observe and rate our performances against other work
.

colleagues.(S%a reness is enhanced through a good therapeutic alliance, brain

educatio d participation in familiar occupations, with process-focused feedback
a\dgmpensatory strategy training.

Self-awareness involves a deep understanding of one’s emotions, as well as one’s
strengths and limitations and one’s values and motives to work together and perform
well in the organization. Individuals with high self-awareness are skilled at their self-
monitoring and adapting in their behaviors that relate effectively with others®:.

Emotional self-awareness can be defined as the “innate potential to feel, use,
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communicate, recognize, remember, describe, identify, learn from, manage,
understand and explain emotions. To be emotionally self-aware, there is need to
recognize our emotions and the effects. It can therefore be stated that emotional self-
awareness is “concerned with the identification and response to the feelings that the
presenting issues give rise to. The responsibility to reclaim the role of emotions in
social work cannot rest solely at an individual level. It has been noted employe&ay
not feel that there are explicit ,,permissions® to explore the emotional con f their
practice or exercise the degree of autonomy that is implicit With%igynstruct of

emotional intelligence. The role of emotions is a two-way p@l
r

need to engage with the emotional context of the service@ ilst also recognizing

that employees

the impact this may have on themselves and, in tum@r practice®?. The process of
analyzing what you are doing, why and how i@% process for knowing self. The
threats we receive from associating\c% others, unsettlement over others
inappropriate behavior, rating ou{sg;&against colleagues are all to aid our opinion

about our emotional awareness: t‘)

Since employees do noj@& alone but with others and probably even in teams on
certain projects 'tgrefore, entails managing relationships between different
individuals@?&%f e organizations and in an appropriate manner by ensuring
knowl bout how employees feel among themselves and making them feel happy.
ﬁwv%er, social awareness simply relates to how persons handle relationships and

others feelings, needs and wants after they have gained full knowledge of them

Just like empathy is about understanding how others feel, organizational awareness on
the other hand involves recognizing the influence on an individual as well as others by
those that work and live with and especially the culture within which our emotions
operate. the culture of the organization is very vital for employees to know so that the
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visions, missions and goals are not imposing in their own way of doing things, the
core values of the organization is also rich in information for the empowerment of the
employees; thus once they join an organization there is need to understand the ethics
within which they will have to operate. The knowledge of organizational structure is
very paramount for employee knowledge so as to serve as a guide on how to deal with
the organization and other colleagues. The absence of such knowledge Kakes
employees only approach issues from the wrong directions, mak much
unnecessary mistakes, fail to fit in the very organizations they work b‘ld feel so

demoralized each and every day and makes them increase @SS levels which
e t83

basically is a result of feeling alien in their very own enV1

Furthermore, self-management as one of the Varial&) mot1ona1 intelligence refers
to the continuous process of managing, evalu@‘and reinforcing actions, thoughts
and emotions to have appropriate W’Q or performance in relation to our
surroundings and environment thrm@fonstantly reminding ourselves of our norms
and values. Accordingly, e%q(gagement is the ability to control the worrying
effects such as nervous@; d annoyance, and to inhibit emotional impulsivity. On
the other hand, nagement or self-control highlights the qualities of self-
regulations su %s trustworthiness, integrity, conscientiousness, self-control,
adapta}bé innovativeness and taking responsibility for one’s own actions. Studies
h %own that self-management consists of “a set of behavioral and cognitive
strategies that assist individuals in structuring their environment (at work or
elsewhere), establishing self-motivation, and facilitating behaviors appropriate for

obtaining performance standards®*. However, employees improve self- management

through the influence they exert over themselves to help them achieve self-motivation
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and self-direction needed to behave in desirable ways. And this desirable ways are

discussed as follows:

First and foremost, Self-Control: which is constantly needed to review fears and
desires for strong reactions. Employees all have desires such as promotions, love,
wealth, safety, health, families and fears such as salary cuts, insecurity; losing our
jobs etc. knowledge of theses desires and fears empowers the understanding of ‘their
strong reactions and thus be in better positions to analyze situations and c@ with
more appropriate solutions to them. Second on the list is %1 ency, for
transparence to prevail, there is need for employees need to fir @ themselves then
their response to emotions will be the best option poss@%wven others around
them will start believing in them and their actions. Fo@the relationships employees
build at work, home or societies they l%&n to work, trust, respect and
acknowledgement must prevail or else @onship is bound to last for only a short
period and as effective managers-w\K intention is for work environment to prevail
with these three aspects so t%cgoyee are able to rely on each other, help others in
need, have selfless relat'. s, be able to delegate work, feel motivated through the
acknowledgement Qrgiveness and build functional teamwork. Thirdly,
Conscienti@ relation to emotional intelligence and self-management, this
refers %@aining alert to the process of practicing self-management and taking full
rénggibilities for own behaviors and emotions instead of taking it out on others
regardless of whether they were indeed the cause or not but rather the employee need
to have options for actions and stay much in control. In this case, an employee need to
remain dependable to others though getting tasks done, being loyal and committed to
colleagues they socialize with and organizations they work for while maintaining their

integrity through honesty and being ethical in their actions®.
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Next is Adaptability; The environment within which we live is ever evolving both
internally and externally such as budget cuts, position revision, different roles and
externally market segments are constantly changing, political environment, society
and so on and this changes require as to be in position to welcome them and find the
best solutions to enables employees to adapt. Nevertheless, to develop this ability,
there is need to identify the cause of employee strong negative response to cha@nd
deal with them. To be in better position to adapt to changes, emp need

preparation in advance by understanding the why, how, when of ¢ n&sy that they

can approach it with an objective mind whether in or ons, groups or
individually for purposes of coping?®. 0%

Furthermore on the list is Initiative; employeeb@ to constantly reevaluate
themselves and measure their capabilities aga@%e ever evolving environment and
people around them and then find solu@rgtheir weaknesses and also turn threats
into opportunities and weaknesses\?(’(&{eaming opportunities so as to improve their
knowledge and match the siuations through affirmative action such as trainings,
studies, reading and s@\*urthermore, there is no need to blame others or the
universe for perso hboblems but rather take responsibility for the issues occurring
and then @i g life quality and not allow disagreements to fester or
misun ding to linger. Lastly, on the list is achievement; in this case When
e\\&ee are self-managed then that means they are in the position to select the most
appropriate options in dealing with their behaviors in a manner that is acceptable and
desirable to those around and on a lager scope the society they belong in. The strong
achievement ability involves determining and prioritizing activities without pride and
using the most appropriate way that will drive them towards set objectives and goals.

Conclusively, an employee with emotional intelligence (EI) is expected to be able to
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keep troublesome emotions and impulses (self-control) while maintaining the
standards of honesty and integrity (trustworthiness), take responsibility for one’s
performance (conscientiousness), and handle change (adaptability). They will be
comfortable with novel ideas and approaches (innovation) to develop their creativity
because emotional intelligence (EI) is the ability for individuals to generate new ideas

to perform well in the organization. *

As much as it is difficult to take a moment and put oneself in people’s @ n to
identify the reasons or see from their point of view why they belfave“and react to
things the way they do especially when in the middle of a d disagreement,
employees have to from time to time to see things from c@ view so that when they
are taking actions or making decisions, they do so & derstanding their view and
those of others thus objective decisions ar@e without any bias but rather
consideration and empathy. It takes tirience and ability to be in touch with
one’s very own emotions in ot@ perfect empathy. Employees are only to
understand other if they have ’&Qc?m the same situations ourselves and this can only
be possible if they have @Veral experiences that are bound to enable them to have
empathy for other gthermore, it requires a lot of techniques to recognize others
.
emotions b@ it’is never a direct thing so employees are sometimes forced to
either @between the lines, ask questions or read body languages like facial
e\&r%ion and other non-verbal expressions. Once they have recognized how others
are feeling, they have to be careful not to destroy the rapport that have been created so
far by disagreeing with why they are feeling the way they are but rather make a
responsibility to investigate further to understand why they are feeling the way they
do hence employees have to be sensitive to others feelings and emotions. As

employees they are bound to feel frustrated from time to time but then what keeps
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them going is the ability of their supervisors and colleagues recognizing and
understanding their frustration and guiding them on how to reach the end of this
frustration instead of ignoring it¥’. Therefore, managers, supervisor or leaders ought to
be very sensitive to the needs and feelings of their subordinates by recognizing their
issues and values and offering to lend them a shoulder to air their grievances
whenever they need it and even when they are not willing to talk about their &es,

they know they can always come whenever they want to talk about somet}'@ d this

improves your reliability and credibility among followers. ’\Q/

For employees to be perfect and effective in everything the plan to do, they
need to be aware by learning through communication t@ommunication is a very
vital skill in daily life interactions regardless of the fo f communication because it
is what enables them to gather information a@’bnd from others by understanding
their reactions to issues which in tu them take the most appropriate and
effective actions but then have \?\ask of being effective listeners. However,
employees often make the mi%:e?o think that other people see the exact picture they
are seeing which is a @th because unless they make it very clear to others of
what they really *aghem to do, they will only work on assumptions of what is

needed the@%;\{t

clear § that simple but expensive mistakes can be avoided. Accordingly,

s important to clarify tasks and to seek clarity whenever it is not

cbq%nication is not complete without feedback therefore if information is relayed to
employees owe the relaying person a feedback regardless of the communication form
used and this feedback has to be a constructive feedback because they do not want to
hurt the feelings of the receiving part so care must be taken on how the feedback is
done such as the tone, manner, channel, timing are all to be considered when

delivering the feedback. The relationship is either improved or broken through
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communication therefore there is need to give feedback at the right time, regularly,
ask for feedback whenever it seems fit, know how to deal with negative response to
constructive feedback because the ultimate goal of feedback in work environment is

to improve communication thus resulting in better performance result®.

Research which underpins the positioning of emotional intelligence and the associated
claims for the efficacy of, emotional intelligence are limited. However, ra&ch
evidence from within the educational sphere based one central contention@%e fact
that a persons who have a good mix of IQ and emotional intelliy% d to more
successful in their chosen fields of endeavor than those who h. standing 1Q and
under-developed emotional intelligence. Furthermore, E ecs with higher EI can
effectively recognize frustration and stress-related e&ﬁs and hence control them in
order to reduce stress. These potential st@& include: unfair and arbitrary
performance reviews, pay inequalitia\ xible rules, rotating working shifts,
ambiguous procedures, frequent re&%n, unrealistic job descriptions, centralization,
lack of participation in decis&king, line-staff conflicts, lack of privacy, excess
noise, and poor/inadeq@s%edback about performance. Such employees can also
realize their profﬁ needs and control them, so their job satisfaction increases.

These em@

relatio@ with others which largely depends on an emotional balance between a

ave the ability to control their emotions and have better

px&ll stress condition and the reaction to it. It is imperative that an individual puts
in concerted effort if he sincerely desires to build his emotional intelligence.
improving one‘s EI may take months rather than days because the emotional centers
of the brain, not just the neocortex are involved. The neocortex, the thinking brain,
that learns technical skills and purely cognitive abilities, gains knowledge very

quickly, but the emotional brain does not. To master a new behaviour, the emotional
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centers need repetition and practice. Improving one‘s EI, then, is akin to changing
one‘s habits. Brain circuits that carry habits have to unlearn the old ones and replace
them with the new®. The more often a behavioural sequence is repeated, the stronger

the underlying brain circuits become.

Accordingly, a workplace full of employees with highly developed EI results in: (1)
Every employees® ideas get valued and their potential continually developg%2)
Gossip and other negative behaviors avoided; (3) Everyone encourages a rates
each other*s success; (4) Easier conflict resolution and negotiation @&(that come
from distinguishing people‘s emotions and desires and e zing with their
perspective; (5) Effective leadership that recognizes wh@ needs of his people, so
as to meet the need in a way that boosts hi ergrformance and workplace
satisfaction; (6) Organization equipped with s@@cally utilized emotional diversity
of their team members that benefit ths a whole; (7) Valued decisions and
teams work at the optimum. Em\\' | intelligence brings to the workplace not
necessarily more expression @Q(t?nse emotion, but rather the calming, soothing, yet
deeper awareness of th . *nts of the decision-making process itselfl. As indicated,
the emotional ope @in the workplace enables individuals to release their feelings
S

about, and @\d\'

produgl'b with others and also provides the authentic support of others as they

f-confidence in one's ability to complete a task or to work
shq{%?oductive ideas to be considered in the process of brainstorming. If any intense

negative emotions do arise, they are acknowledged honestly but are not typically

expressed aggressively.
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2.2. Theoretical Framework

2.2.1. Blanded Model of Research Productivity

The Bland Model of Research Productivity developed by scholars, is a framework for
understanding the factors that affect research productivity among academics,
particularly in higher education settings. The model focuses on individual,

institutional, and leadership influences that contribute to faculty members' ability to

produce high-quality research. Individual factors include componer@ch as

research experience, research interests, research training, personal (such as,
conscientiousness, openness to experience), and work-life . Institutional
Characteristics encompasses aspects of the academic en ment, which include the

research culture, funding opportunities, research @or‘[ services, departmental
resources, and institutional policies while fo%«%e%hip characteristics, the role of
leadership is crucial in shaping rese\@ductivity. Leaders can influence the
research expectations, resource a.lls&)n, mentoring and support and collaboration

opportunities among the lectureié')

However, in Bland y the individual characteristics highlights that personal
attributes such a§ motivation, discipline, and resilience play crucial roles in
.
determinin@éarch productivity. Researchers with high levels of intrinsic
motivatignsand self-discipline tend to engage more effectively in scholarly activities,
pMcing higher volumes of research output. Furthermore, self-efficacy and the
ability to manage time efficiently also positively correlate with individual research
productivity. In addition, the institutional support structure is critical in fostering a
productive research environment. Bland's model suggests that factors such as access

to funding, availability of research assistants, and the presence of a supportive

leadership structure are crucial. Likewise, clear policies on research expectations,
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promotion, and tenure, as well as the availability of professional development

opportunities, help create an environment conducive to research productivity®:.

Bland's model also emphasizes the importance of balancing personal life with
professional responsibilities. Academic staff who maintain a healthy work-life
balance are often better positioned to focus on research activities. This can include
institutional provisions for flexible working hours or support systems that %ce
personal stress, allowing researchers to dedicate more time to scholarl %ities.
Furthermore, collaborative networks and mentorship play an integ r(%l research
productivity, as outlined in the Bland model. Early-career rgs rs, in particular,
benefit significantly from mentorship programs that ﬁ@ guidance and support.

Collaboration with peers both within and acro§ iplines leads to increased

opportunities for co-authorship, funding, and i@ciplinary projects®2.

(&

In Bland view, resources and infrast @particularly, access to resources such as
advanced technology, researché—d;éﬁb es, and laboratory facilities is a critical
component of the Bland m Snstitutions that provide robust infrastructure tend to
have faculty mer@\ith higher research output. The model suggests that
underfunded d@ents or universities without adequate research infrastructure may

see dimhaf's&daproductivity levels among their academic staff*.

@ tudies in recent years have applied the Bland model to explore research
productivity in various academic contexts. A more recent study explored the
application of the Bland model in medical schools, finding that institutions with
structured research support systems, including mentoring and access to research

resources, saw significantly higher research output from faculty members®. This
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reinforces the model's argument that both individual and environmental factors must

be aligned for maximum productivity.

In overall, the Bland model of research productivity provides a comprehensive
framework for understanding the multifaceted nature of research output in academic
settings. By integrating individual attributes with institutional support and
collaboration, the model offers insights into how universities can create environ%nts

2.2.2. Mills J. S Utilitarianism Theory 6\

that foster high levels of scholarly productivity.

Utilitarianism by John Stuart Mill remains a landma @)ral philosophy. It
provided a more humanistic and refined approach to@tarian ethics, balancing the
pursuit of happiness with respect for human di v@loral development, and justice.
While not without its flaws, the work co%ﬁé shape contemporary ethical thought
and policy-making frameworks®. Jo n\Stuart Mill’s Utilitarianism Theory helps
explain integrity, responsibilitKC@\ality, self-discipline, and teamwork, since each
promotes overall happinés@g/well-being. For Mill, actions are right if they produce
the greatest happinb@?the greatest number. Integrity builds trust in relationships
and instituti h@esty and moral consistency reduce harm, prevent conflict, and
inspire a@ ence, thereby maximizing collective good®. A sense of responsibility

s@%uties are carried out conscientiously, avoiding negligence and inefficiency
that cause suffering. Emphasis on quality reflects Mill’s distinction between higher
and lower pleasures, as quality work provides lasting satisfaction aligned with higher
intellectual and moral pursuits, while poor quality undermines welfare. Self-discipline
requires sacrificing short-term pleasures for enduring benefits, enabling individuals to

regulate desires and promote long-term happiness. Finally, teamwork reflects

62



utilitarian impartiality, where everyone’s happiness counts equally. Cooperation and
shared responsibility strengthen outcomes, advancing the greatest good for the

greatest number"®>.

Putting lecturers in context, the theory explains integrity, responsibility, quality, self-
discipline, and teamwork among lecturers, as these values enhance well-being in
academic settings. For Mill, actions are right when they promote the test

happiness for the greatest number. Integrity in teaching and researct<1 trust

among students, colleagues, and institutions, while fairness red&is nflict and
builds confidence. Responsibility ensures lecturers prepar Qquately, deliver
effectively, and fulfill duties, preventing inefficiency and@atisfaction. Emphasis on
quality aligns with Mill’s idea of higher pleasures&&en‘[ teaching, research, and
mentorship yield lasting intellectual benef@%hereas poor delivery weakens
outcomes. Self-discipline enables lects@’gbalance workload, regulate personal
interests, and remain productives F@V, teamwork reflects utilitarian impartiality;
collaboration promotes inno@oc?, shared responsibility, and collective academic

excellence, thereby %(@ institutional and societal good®®.

2.2.3. Emotio telligence Theory
Based o t@/iew of the literature, we found that the framework developed by

Golerr% the most comprehensiveness. In addition, it had been used by numerous
r&%lers. It is because of these reasons, this study decided to adopt the framework
as the basis for investigating lecturers’ emotional intelligence®’. The Goleman’s
framework consists of four dimensions which are self-awareness, self-management,
social awareness and relationship management. The self-awareness dimension

consists of three sub-dimensions while the self-management dimensions comprise of
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six sub-dimensions®®. The social awareness dimension contains three sub-dimensions

and the last dimension which is relationship®.

Goleman's Emotional Intelligence (EI) theory is highly relevant to employees service
delivery as it emphasizes the importance of empathy, social skills, self-awareness,
self-regulation, and motivation in building strong relationships with patrons,
understanding their needs, and delivering high-quality services. In this answerg.&vill
provide some references and examples of how Goleman's emotiona @ ence
theory can be applied in a lecturers setting. One key aspect of Gol@gﬂ theory is
empathy, which involves understanding and respondin Qe feelings and
perspectives of others. In a lecturers context, empathy (@elp lecturers to connect
with patrons, build trust, and provide personalized@ges”. For example, lecturers
can use active listening skills to underst@%atrons‘ information needs and
preferences, and show empathy by resp@g with kindness and understanding. This

can lead to a more positive patm@erience and foster a sense of loyalty to the

lecturers. i Aé

Another aspect of @h intelligence is social skills, which involve the ability to
interact effec;igé\with others, communicate clearly, and build relationships. In a
lecturer c&t.;t, social skills are important for lecturers to collaborate with
coll@s, work with diverse communities, and develop partnerships with other
c@ﬂizations. For example, lecturers can use their social skills to build relationships
with local schools, community groups, and businesses, and develop programming and
outreach initiatives that meet the needs of these groups. Self-awareness is another
important aspect of emotional intelligence, as it involves understanding one's own

emotions, strengths, and weaknesses”.
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In lecturers context, self-awareness can help lecturers to identify areas for
professional development, manage their own emotions, and build resilience in the
face of challenges. For example, lecturers can use self-reflection and self-assessment
tools to identify areas where they can improve their skills or knowledge, and seek out

training or mentorship opportunities to support their growth.

Self-regulation is another key aspect of emotional intelligence, as it inyalves
managing one's own emotions and behaviour in response to different s. In
academic context, self-regulation can help lecturers to remain ca}ﬁ\an ocused in
stressful situations, and respond to patrons with empathy ssionalism. For
example, lecturers can use mindfulness techniques or oelf-regulation strategies
to manage their own stress levels, and respond 6pgrons' needs in a calm and
respectful manner. Finally, motivation is an im@t aspect of emotional intelligence,
as it involves the drive and passion t(\ e goals and overcome obstacles. In a
lecturers context, motivation can h turers to stay engaged and committed to their
work, and provide high-qual@mc!zrices to patrons®. For example, lecturers can use
their motivation to : Ainnovative programs and services, engage with new
technologies, and uﬁstrong partnerships with other organizations. Conclusively,
X
Goleman's @oﬁ intelligence theory has many applications to employees service
deliveprd can help lecturers to develop the skills and competencies they need to
p>w% high-quality services to patrons. By cultivating empathy, social skills, self-
awareness, self-regulation, and motivation, lecturers can build strong relationships

with patrons, collaborate effectively with colleagues, and make a positive impact on

their communities.
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Fig. 2.1. Goleman's EI theory*®. Q:
2.3. Review of Empirical Studés')
An empirical revie s 0 the section of a research paper or study that critically
examines and s theSizes previous empirical studies and researches based on
observed &)‘wasured phenomena, often involving data collection through
experiua , surveys, interviews, or other forms of quantitative or qualitative methods.
"Pﬁ's/type of review focuses on findings from studies that rely on empirical evidence.
Empirical review summarizes the methodologies used in prior research (such as,
sample size, data collection techniques), Presents the results of these studies,
highlighting key findings, Evaluates the strengths and weaknesses of the studies,

considering factors like sample diversity, research design, and data analysis

techniques, Identifies gaps in the literature—areas where additional research or more
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robust methodologies are needed, Draws connections to the current research,
explaining how the findings of previous studies inform or differ from the present

study.

This section is crucial in helping to situate the current study within the broader

research landscape, demonstrating the relevance of the new research and its potential

contribution to the field. é

2.3.1. Work Ethics and Research Productivity ( O

The objective of a research is to assess the impact of ethics on h productivity
within laboratories of public universities. To achieve this @e, neural networks’
method is used to highlight impacting and impacte@na le modalities. Findings
show ethical variables having the greatest im aqt&Qesearch productivity are ethics
supporting document and transparency, w ¢ variables most impacted by ethics
are publications and scientific proj@
The purpose of this study Waé%?\edict employee productivity based on work ethics
and organizational lea i §he method of the study was descriptive-correlation. The
statistical populati &uded the employees of the Social Security Organization (404
people) whéeiém%

sampl@éthod (n=205). The research instruments were Hersey and Blanchard’s

le size was selected based on Cochran's formula and random

e%gfee productivity questionnaire, Gregory’s work ethic and Nife’s organizational
learning questionnaire, the reliability of which was obtained by Cronbach's alpha test
(0.84). Descriptive statistics were analyzed with SPSS26 software and inferential
statistics were analyzed with Amos24. Results showed that the variables of work ethic
and organizational learning can predict 0.45 variance of the criterion variable

(employee productivity). Also, work ethic and organizational learning had an impact
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factor of 0.51 and 0.43, respectively, on employee productivity (p <0.05)2
According to the results, it can be said that work ethic and organizational learning are
effective on employee productivity. Therefore, to increase organizational productivity,

more attention should be paid to work ethic and organizational learning.

Responding to the Commission on Higher Education's development plan of enhancing
research culture among higher education institutions, a study was conduat&to
analyze the research productivity of selected higher education institutio @gvered
five state universities in the Philippines where a total of 377 rando sel&Cted faculty
members served as research participants. Path analysis sh hat educational
attainment, research benefits and incentive system are @rtant predictors of both
research self-efficacy and research productivity. Sﬁgacy has also been found to
be a significant determinant of productivityb’éndings of such study suggest a
number of policy implications for insti@ of higher learning including the need to
have a strong faculty develo rogram, enhanced research collaboration,
improved research productiv@%(?d good incentive system in order to promote and

enhance the researc%@& in higher education institutions.

An inevitable, @nent of work ethics is research ethics. Ethical considerations are
one of t 1gqs>important factors in Research processes. The purpose of the study is
to i@gate the components of Research Ethics of faculty members of the
H}{anities of Urmia University. This descriptive survey study was conducted on 73
faculty members of Humanities of Urmia University. Sampling was performed by the
Simple random. The data collection tool was a Research er-made questionnaire whose
content validity was confirmed by experts and structural validity was confirmed by
factor analysis. SPSS 21 statistical analysis software was used to analyze the data and

Research information. The results showed that the Research Ethics of faculty

68



members of the Humanities of Urmia University has a favorable situation (P< 0. 05,
M= 3/07). The results also showed that the components of observer rights and
intellectual property rights are in good condition (P< 0. 05). However, the
components of Research avoidance manipulation and avoidance of relationalism in
Research have an unfavorable situation (P< 0. 05)!%. This means that institution of

higher learning that have viable *
i

In the academic world, performance is measured by research producti @Queans
the research capabilities and publication of an academicians is irggal part of
performance. In a study titled “The Effect of Work Ethics of Qes on Individual
Work Performance” The study applies the descriptive sment and correlational
research design. It used research questionnaire@@gather the data from the
respondents. The population of the study Was@%e employees of the Divine Word
College of Laoag in Philippine. The s@nd that the work ethics of employees
along three components (the attitu@ard the work itself, moral attitude toward the
work and intrinsic motivatio%c?considered high and also their work performance
along with task an c@xtual performance is high, while the counterproductive
behaviour is low. In té€rfns of the correlation between work ethics and individual work

performanc@ résults conclude that overall, there is a significant correlation

betweebﬁk ethics and individual work performance'®.

Q

A $tudy examined the influence of creative personality and creative working
environment on the research productivity of business faculty. It was hypothesized that
creative personality, family support, colleague support, research resources, and
workload pressures would all have a positive association with research productivity.
Management faculty people (N = 247) employed in business schools with a doctoral

program participated in an online survey. Research productivity was assessed using
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both objective counts of journal publications across a 5-year period and self-report.
Support from colleagues and workload pressures were positively associated with total
self-reported publications. Research resources and workload pressures were positively

associated with publications in top management journals'®.

Aside the organizational work ethics or general work ethics, research itself has it
ethics ranging from citations, referencing, and understanding of intellectual erty
rights and so on. Ethical considerations are one of the most import rs in
Research processes. The purpose of this study is to investigate d%o onents of
Research Ethics of faculty members of the Humanities o University. The
results showed that the Research Ethics of faculty me@s of the Humanities of
Urmia University has a favorable situation (P< (& VM= 3/07). The results also
showed that the components of observer righl@imellecmal property rights are in
good condition (P< 0. 05). Howevo{@rﬁb components of Research avoidance
manipulation and avoidance of )@?nalism in Research have an unfavorable

situation (P< 0. 05). This mea@&(h?[ as an academician there is the need to understand

the nitty gritty of re%@ e an effective and productive researcher’.

Considering ¢ \f%t that today, employee productivity is an important issue for

organiza&rg.add the role of work ethics and learning in productivity is considered

o
o

on work ethics and organizational learning. Data analysis showed that the

herefore, the purpose of a study was to predict employee productivity

variables of work ethic and organizational learning can predict 0.45 variance of the
criterion variable (employee productivity). Also, work ethic and organizational
learning had an impact factor of 0.51 and 0.43, respectively, on employee productivity
(p< 0.05). According to the results, it can be said that work ethic and organizational

learning are effective on employee productivity. Therefore, to increase organizational
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productivity, more attention should be paid to work ethic and organizational

learning?°®.

A group of scholar asserts that the decline in lecturer publications and issues like
predatory journals and plagiarism highlight the urgent need to improve lecturer
productivity to enhance university quality at Universitas Muhammadiyah Tangerang.
Thus, they carried out a research which aimed to identify ways to increas&he
productivity of lecturers at Universitas Muhammadiyah Tanger, \@Qﬂough
strengthening achievement needs, organizational culture, work ethief W(g{notivation,
and compensation by using path analysis and SITOREM_a s methods. The
research sample consisted of 215 lecturers from a popul of 464 lecturers, which
were selected through proportional random samplingVFindings indicated a direct
positive significant influence of achievement B= 0.189), organizational culture
(B=0.322), and work motivation (B= 0.®%ecturer productivity, while work ethic
(B= 0.170) and compensation (f= @ had no significant influence. There is also a
significant direct influence %ﬁ;?evement needs, organizational culture, and work
ethic on work motiy ; Aand compensation. In addition, a significant indirect
N

influence of achix

]
work moti@ and compensation was identified, while work ethic had no

nt needs and organizational culture on productivity through

signifi direct influence!®. This means that in their own findings, aside work
e}fgc; other factors that influences lecturers research output includes need for

achievement, and organizational culture.

A Nigerian study examined the relationship between work ethics and senior non-
teaching staff productivity in universities in South-South, Nigeria. Three research
questions were raised and one was hypothesized to guide the study. The descriptive

survey correlational research design was adopted for the study. The target population
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of the study comprised 9,508 out of which Nine hundred and twenty-three (923)
senior non-teaching staff were selected across south-south universities in Nigeria. The
multistage and proportional-to-size sampling techniques were used in obtaining the
sample size. The research instruments were questionnaires, titled, Work Ethics
Questionnaire and Productivity Rating Scale. The reliability of the Work Ethics
Questionnaire was 0.695 using Pearson (r). The Cronbach alpha, reliability &he
Productivity Rating Scale was 0.734 at 0.05 level of coefficient. Mea g and
standard deviation were applied to answer research questions w&y Pearson
Product Moment Correlation Coefficient was used to test the esis formulated.
Findings from the study revealed that the level of comp]@e senior non-teaching
staff with work ethics in South-South Universities ir@eria was low. There was a
significant relationship between work et '@d senior non-teaching staff
productivity in south-south Univers&%’bl Nigeria®®. The study therefore
recommended that senior non-tegg}&staff in South-South, Nigeria, improve their
compliance with work ethics @crease their productivity within the University
system. The implicatioﬁ@%lt low compliance to work ethics results in low

productivity amo@teaching staff of universities in South-South Nigeria.

The study aimedto examine the impact of commitment and work engagement on the
researqb%formance of lecturers in private universities. An explanatory survey
n}b@% was employed, and data were analyzed using Structural Equation Modeling
(SEM). The respondents consisted of 388 randomly selected lecturers from private
universities in West Java and Banten Province, Indonesia. The findings reveal that the
Human Resources (HR) function aimed at enhancing the research performance of
lecturers is grounded in the Job Demand-Resources (JDR) model. Strong performance

in research, community service, and teaching is shaped by this work paradigm.
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However, the HR strategies of private universities, focused on optimizing
performance, have not fully addressed the role of commitment in fostering work
engagement and enhancing lecturer performance. Lecturers’ performance is
influenced by work engagement, which, in turn, is based on a commitment rooted in
ethical awareness of their role in higher education. Efforts to meet job demands and
provide necessary resources whether physical, psychological, or ethical sh(&be

managed as part of an ongoing, sustainable system to improve performanc@

This study focused on the influence of institutional factors on rese gﬁlctwlty of
academic staff in Nigerian universities. The survey researc Qwas adopted for
the study while the Expectancy and Institutional theor@rovided the framework.
The multi-stage sampling procedure was used to se@®4 as the sample size for the
study. Findings from the study revealed an 6%6 level of research productivity
among academic staff in Nigerian \\\@fgﬁes The study further established
conducive organisational culture X{’ nvironmental factors as well as adequate
motivational factors for r@f? productivity of academic staff in Nigerian
universities. On the .0 and funding for research activities was found to be
inadequate. Instit g factors were established to be positively correlated with
research pr@vny of academic staff in Nigerian universities. organisational culture
and fi are the most important factors were found to be dominant institutional
f}&@%that contributed significantly to the level of research productivity of academic
staff in the selected Nigerian universities. The study recommended provision of
conducive environmental and motivational factors for academic staff research

activities by university management in Nigerian universities'*2.

Research productivity is a measure of achievement of a scholar. The number of

research publication in peer-reviewed journals and scholastic presentations in
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conferences and other gatherings of peers are important criteria for assessing
productivity and prestige in the academia. A cross-sectional design study was
conducted among 51 academics at the College of Medical Sciences, University of
Maiduguri, Nigeria. The participants completed a 31-item questionnaire that explored
information on their research publication and conferences presentations in the past 3
years. The questionnaire also elicited information on their teaching load, and theytime
devoted to research per week. The questionnaire also elicited information rnals,
in which the academics published their research, and on any {sc{ujonal and
departmental support for research that is available to them. De e and inferential
statistics were used to analyze the data. Overall, the@a number of research
publication in 3 years for this cohort of academics 6.6 £ 6.8 (median = 4.0)
papers, while that of conference presentation @ 4.0 (median = 4.0) papers in 3
years. Academics in the clinical science@up tend to have more research papers
published and conference papers, E}&ted than their counterparts in the Basic and
Allied Health Sciences subg&ﬁg\ The overall subgroups combined number of
research papers publishé@creases absolutely but not significantly with age and
rank!3. Based on t@u ings, using a productivity threshold set at six papers in 3

years, many(@}&wn s in this cohort may not be considered to be highly productive.

The sw@‘imed to investigate the impact of work ethics on performance, with job
s)i;%tion and affective commitment acting as mediating variables. The variables
examined include the dimensions of the Multidimensional Work Ethic Profile
(independent variable), job satisfaction and affective commitment (mediating
variables), and performance (dependent variable). A survey research design was
utilized, distributing 400 questionnaires to lecturers in Central Java. To test the

hypotheses, Structural Equation Modeling (SEM) was employed. With a response
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rate of 76% (304 out of 400 questionnaires successfully returned and analyzed), the
findings indicate that not all dimensions of the Multidimensional Work Ethic Profile
directly affect task performance. Among these dimensions, only the "hard work"
dimension directly and significantly influences task performance. Additionally, job
satisfaction mediates the relationship between some dimensions of the work ethic
profile and task performance, whereas affective commitment does not media&he

influence of any dimension on task performance***. OQ
3

This study focuses on the performance of lecturers at religious univoﬁi\ng/addressing
the research gap concerning the impact of Islamic Work Ethi E) on lecturers
performance. The study aims to explore how IWE inﬂu@ lecturers performance,
with person-organization fit and innovation in lea 'Qtivities acting as mediating
factors. It is anticipated that IWE, character@y behaviors such as hard work,
responsibility, altruism, and viewing @fg an act of worship and a means of
receiving blessings, serves as a ke&)& 1 in enhancing lecturer performance.

A stratified random sar.n@chnique, combined with disproportionate random
sampling, was use%@c\t the study participants, involving 104 respondents from
IAIN Surakaﬁq& UIN Antasari Banjarmasin. Data were analyzed using path
analysis \with.adBM SPSS 23 software. The results confirmed all the proposed
hyp@s, with person-organization fit having the strongest impact on fostering
iwation in learning activities. Both person-organization fit and innovation in
learning activities partially mediate the relationship between IWE and lecturer
performance. The study underscores the importance of IWE, emphasizing its role at
the individual level of lecturers. IWE is highlighted as a crucial factor in driving

performance improvement. The best strategy suggested by the study is to leverage
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IWE to promote innovation in learning activities, which, in turn, enhances lecturer

performance, with a path coefficient of 0.127215,

A research aimed to analyse and explain the direct and indirect influences of
organisational culture and work ethic on lecturer competency and performance. The
research sampled 72 respondents at the Universitas Islam Raden Rahmat. The
sampling technique was saturated samples and the analytical method use%th
analysis with SPSS 21 software. The results show that the respondents’ es to
the organisational culture, work ethic and competency agreed wiﬁ%gd)ther. The
results of hypothesis testing prove that the organisational cultur Qapplied properly.
Work ethic could improve competency and indirectly im}@ lecturer performance??’e,
Competency becomes a top priority in completin%'&sponsibilities. Competency
has an intervening role for organisation cu@nd for work ethics for lecturer

(o)

performance, both having very high sig\ Ce values.

An Indonesian study aims to deséi\&m del for improving the performance of higher
education lecturers so tlga%@d performance is formed. The sample used was 402
people. The sampli@}que used is proportional random sampling technique; and
the data analy.si&ﬁ'%nique uses Structural Equation Modeling (SEM). The emergence
of this t oughwrnakes it clear that the Islamic work ethic has a positive impact on
orga@onal citizenship behavior; communication includes a positive impact on
c@izational citizenship behavior; Islamic moral work includes a positive impact on
the administration of higher education; communication has a positive impact on the
implementation of speaker higher education; organizational citizenship behavior
includes a positive impact on the implementation of college lecturer duties; The
Islamic work ethic has a positive impact on the implementation of higher education

through Organizational Citizenship Behavior as an intermediary variable;
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Communication has a positive influence on the implementation of college lecturer

duties through Organizational Citizenship Behavior as an intervening variable!’.
2.3.2. Emotional Intelligence and Research Productivity

In a project presenting a four-dimension metric to identify scholars' emotional
intelligence (EI), which is assumed yet to receive much attention. The study proposes
a data-driven metric rather than a subjective survey to reflect El's first di *on,
self-awareness. By employing paired-T-tests on the DBLP dataset, tQ@archers
found that highly self-aware scholars are more likely to strive to 6&% with higher

stability, leading to higher productivity and impact. Mean they have a more
significant number of higher diverse collaborators®: research highlights the

importance of one's self-awareness to his/her scient@;performance.

A meta-analysis builds upon a previou%%analysis by (1) including 65 per cent
more studies that have over twice Xample size to estimate the relationships
between emotional intelligenc&@ and job performance; (2) using more current
meta-analytical studies fo %ates of relationships among personality variables and
for cognitive abilit&@job performance; (3) using the three-stream approach for
classifying I@ch; (4) performing tests for differences among streams of EI
research @nd their relationships with personality and cognitive intelligence; (5) using

te&sﬁcal procedures such as dominance analysis; and (6) testing for publication
bias. The researcher classified EI studies into three streams: (1) ability-based models
that use objective test items; (2) self-report or peer-report measures based on the four-
branch model of EI; and (3) “mixed models” of emotional competencies. The three
streams have corrected correlations ranging from 0.24 to 0.30 with job performance.

The three streams correlated differently with cognitive ability and with neuroticism,
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extraversion, openness, agreeableness, and conscientiousness. Streams 2 and 3 have
the largest incremental validity beyond cognitive ability and the Five Factor Model
(FFM). Dominance analysis demonstrated that all three streams of EI exhibited
substantial relative importance in the presence of FFM and intelligence when

predicting job performance®?.

Emotional intelligence is a way to enhance workforce capability in the 21st ce&ry.
Psychological well-being is vital for shaping faculty and student relati in the
educational sector. This article aims to provide an updated method&gi review of
emotional intelligence studies in academia. The study invest two decades of
emotional intelligence concepts and theories they have uor analysis in numerous
studies in higher educational academia. A detaileb&uination of the method and
result of the study was found and critical 6’& overall state of knowledge on
emotional intelligence. The document%’gracted from the Scopus database, and
after inclusion and exclusion, 43 {@ical papers were selected for analysis. From
these 43 articles, we extract (?scale and instruments used in the earlier studies.
The literature has pr V@vubstantlal linkage between variables such as e-learning,
training, and de nt. Finally, the findings suggest that the most used theories
are Daniel ole an s theory, trait emotional theory, and the bar on model. Moreover,
most qué studies are conducted in Spain, the UK, and the USA. Deep learning,
n}u&versity, and cognitive ability might motivate the educational sector and
technological advancement in future research!®. The huge gap identified in the afore

study is that there is dearth of viable literatures in Africa regarding emotional

intelligence and research productivity in the academic world.

As technology progressively pervades all aspects of our lives, academic community

are engaging with increasingly sensitive contexts in their research - for example, end
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of life, genocide, computer-mediated communication under oppressive regimes. The
considerations generated by research in such contexts can go well beyond those
addressed by generic ethical approval processes and institutional practice. Whilst it is
standard to ensure that the wellbeing of participants is taken into account in research
design and the ethical approval process, it is much less common for the researcher's
own emotional wellbeing to be considered explicitly. Therefore, a paper descri@he
role that a researcher's emotions may play in research, and the impact whi earch
in sensitive contexts can have on researchers' emotional wellbein&r&o} research
validity. A qualitative survey is described which investigated t ort mechanisms

which researchers have in place in case they are distresse@ as a result of their

research®??, Q

A research study aimed to examine the role@notional intelligence in research
anxiety among research students. Findim& ender differences indicated that female
participants scored higher on emo@’ intelligence measure than males. Differences
in means upon family syster@oc&ed that individuals from joint family system had
more emotional intelli : than those from nuclear; similarly students from joint
families had less r §h anxiety. Findings on marital status indicated that unmarried
individuals %%&ﬁgwr in emotional intelligence than married participants. Research
stage w&ﬁund to be significantly positively correlated with emotional intelligence
(EQV self-emotional appraisal (SEA), other's emotional appraisal (OEA), and
understanding of emotions (ROE), showing that students become more emotionally
intelligent as they gradually advance in their research phase. Supervisor’s contribution
was significantly positively correlated with EI, OEA, UOE and ROE while was
significantly negatively correlated with research anxiety. Candidate’s satisfaction was

significantly positively correlated with EI, OEA, UOE and ROE, it was found to be
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significantly negatively correlated with research anxiety. The satisfaction of
supervisor was significantly positively correlated with EI, SEA, OEA and ROE while
significantly negatively correlated with research anxiety. Supervisor’s satisfaction
upon candidate’s performance was significantly positive correlated with emotional
intelligence and was significantly negatively correlated with research anxiety. Results
further suggested that candidate’s satisfaction upon supervisor’s contributiwvas
significantly positively correlated with the emotional intelligence of res r and
was found to be significantly negatively correlated with research, anxiety'??. This

shows that a study that is emotionally balance will not expesearch anxiety
a

and this emotional balance could result from sever@c rs like supervisor’s

satisfaction with the research. Q

The relationship between emotional intellig@EI) and research productivity of
lecturers has been a topic of growing@g in academia. Emotional intelligence,
often defined as the ability to rem@s understand, and manage one's emotions and

those of others, is though®1 fluence various aspects of work performance,

including research §® I is typically broken down into four components:
's

Understanding on otions and their impact on decision-making. The ability to
. \
control or @Mt isruptive emotions and impulses. The capacity to understand

others) ions, needs, and concerns. The ability to build and maintain healthy
r??&ships.

Research productivity refers to the quantity and quality of academic outputs, such as
publications, conference presentations, patents, and other forms of scholarly work.
For lecturers, research productivity is often measured by: The number of publications
(articles, books, chapters). The quality and impact of those publications (such as,

citations, journal impact factors). Grants and funding secured for research. Lecturers
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often face the pressures of balancing teaching, research, and administrative duties.
High emotional intelligence can help lecturers manage stress effectively, leading to
better focus and increased productivity in their research endeavors. Research often
involves collaboration, whether with students, colleagues, or external partners.
Lecturers with high EI are better able to manage relationships, leading to more
effective teamwork and increased opportunities for collaborative research. Emotional
intelligence contributes to intrinsic motivation and the ability to set long goals.
Lecturers with high EI may be more disciplined and better at maintaining focus on
research goals, which can lead to higher research output. Lect @& higher EI are
often more adaptable and open to new ideas. This trait@%nce their ability to
think creatively and contribute innovative ideas to t@ﬁeld, potentially increasing

their research productivity. @Q

Research shows that lecturers with high¢r,embdtional intelligence tend to have higher

research output. This is often }%uted to better stress management, time

management, and interpersogﬂfzmmunication skills. Emotional intelligence has
been linked to job §®10n, which, in turn, is associated with higher research

productivity. Satis&

High EI en‘an&s lecturers' ability to collaborate on research projects, increasing the

cturers are more likely to be motivated to engage in research.

numb@z!}b‘quality of research outputs through partnerships.

Q

Embtional intelligence can be a significant factor in boosting the research productivity
of lecturers. By improving their ability to manage stress, relationships, and self-
regulation, emotionally intelligent lecturers are better equipped to navigate the

challenges of academic life and maintain high levels of research output.
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2.4. Conceptual Model

Independent Variables Dependent Variable

Work Ethics

Research Productivity of

Lecturers integrity Hol Lot
ecturers

A 4

Lecturers sense of responsibility
Emphasises quality

Lecturers self-discipline o
Individual Influence

Lecturers sense of teamwork Ho3 > o
Institutional Influence
. . Leadership Influence
Emotional Intelligence
Self- awareness Ho2

\ 4

Self- management
Social-awareness

Relationship management

Figure 2.2: “Fhe Conceptual Model on Work Ethics and Emotional Intelligence

and orig\Deépendent Variable (Research Productivity of Lecturers).

Somwte: Researchers” Work, 2025

The figure 2.2. above is the conceptual framework for the study title work ethics,
emotional intelligence and research productivity of lecturers. Work ethics and
emotional intelligence here are the independent variables while research productivity
is the dependent variable. The table shows the interplays between the two independent
variables and the dependent variable as well as they measures.
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Work ethics and emotional intelligence are important factors that influence the
research productivity of lecturers. These constructs can be measured by specific
dimensions, and their interplay helps shape how lecturers perform in research
activities. Below is an explanation of how work ethics, emotional intelligence, and
research productivity interconnect, focusing on the specific measurements of each.
Work ethics is a set of moral principles and attitudes that guide an indi@l’s
behavior in a professional setting. When measured by the following dime@work

ethics significantly impacts research productivity among lecturers''®, Q/

Integrity refers to honesty, transparency, and ethical behavior 1 Qiucting research.
A lecturer with high integrity adheres to ethical research ards, avoids plagiarism,
and ensures the validity of findings. This enhanc§®:redibility of their research
output and contributes positively to their prod%%. Integrity ensures the research is
conducted with intellectual honesty, cg to long-term academic success and
institutional reputation. This refa@e commitment and accountability a lecturer
demonstrates toward their re@:?duties. Lecturers who take responsibility for their
research deadlines, q @d outputs tend to be more productive because they are
motivated to meetﬁgmic expectations and contribute meaningfully to their field. It

° \
also means @ accountable for both successes and failures in the research process,

ensuri@tinuous improvement!!’.

A stfong work ethic includes a commitment to quality over quantity. Lecturers who
focus on producing high-quality research, with robust methodologies and meaningful
contributions to knowledge, are often more respected and cited in academic circles.
This focus on excellence in research methodology, analysis, and reporting increases

the lecturer’s research productivity in terms of impact and recognition.
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Self-discipline involves the ability to maintain focus, manage time effectively, and
overcome distractions during the research process. Lecturers with high self-discipline
are able to consistently work on long-term research projects, meet deadlines, and
produce publications. This dimension directly impacts their research output by
ensuring that they can manage the various demands of academia (teaching,
>\

Research, particularly in academic settings, often requires collaborati Qgturers
(o

administration, research) efficiently'2’.

who exhibit teamwork skills are more likely to engage in joint research “pfojects, co-
author papers, and leverage the collective strengths of resga ams. Teamwork
fosters idea-sharing, broadens perspectives, and can le@ higher-quality research
output. Lecturers who collaborate effectively are &&ore productive in terms of
both quantity and quality of research. Em ’él intelligence, or the ability to
understand and manage emotions in os@’gld others, also plays a critical role in
S

Self-awareness is the qb&%o recognize and understand one's own emotions,

enhancing research productivity. e measured through these dimensions:

strengths, and weal% .\A self-aware lecturer can identify when they are stressed
or overwhelme&research responsibilities and take appropriate steps to manage
their workl This understanding helps maintain motivation and perseverance,
Whi%’b crucial for sustained research productivity. This dimension refers to the
am to regulate one's emotions and behaviors, particularly in stressful situations.
Lecturers with strong self-management skills can handle the pressures of research
deadlines, revise rejected papers, and cope with academic setbacks. Effective self-
management enhances resilience, allowing lecturers to stay focused on their research

goals, improving productivity'?2.
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Social awareness involves understanding the emotions and dynamics of others,
including colleagues, students, and collaborators. A lecturer with high social
awareness is more adept at navigating academic networks, understanding peer
feedback, and responding to the needs and expectations of the academic community.
This sensitivity to social cues enhances collaboration and increases the likelihood of
successful research partnerships and publications. Strong relationship managent
skills allow lecturers to build and maintain productive professional relatio . This
includes mentorships, collaborative research projects, and connectig«s&ﬁy academic
institutions. By fostering positive relationships, lecturers can upport, funding,
and opportunities that directly enhance their research p@ﬁy. Networking and

maintaining good academic relationships lead to gr access to resources, ideas,

and collaborations!?2, @Q

Research productivity refers to the qux d quality of research output produced
by a lecturer. It is typically measm@ough three key characteristics: These include
personal traits such as mot'@ﬁ?, expertise, academic background, and intrinsic
research interest. W§§hlcs and emotional intelligence directly influence these

characteristics. Fg
° \

discipline will likely exhibit high levels of motivation and commitment, leading to

ple, a lecturer with strong integrity, responsibility, and self-

increa search productivity. Self-awareness and self-management ensure that

tﬁ@%mrsonal traits are optimized to meet research goals.

The resources, culture, and policies of the institution where the lecturer works play a
critical role in research productivity. A lecturer with a strong sense of teamwork and
emotional intelligence can better navigate institutional dynamics, align with the

institution’s research goals, and leverage available resources. Work ethics, such as
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emphasizing quality and a sense of responsibility, allow lecturers to make the most of

institutional support systems like research grants, labs, and collaborative networks.

Leadership in academia, both at the institutional and departmental levels, influences a
lecturer’s ability to be productive in research. Lecturers who possess strong emotional
intelligence especially social awareness and relationship management can effectively
interact with academic leaders, securing mentorship, guidance, and resq&es.
Integrity and a commitment to quality in research can earn respect and s from

leaders, further fostering productivity''. /\

The interplay between work ethics and emotional intelligenz%ys a pivotal role in
determining the research productivity of lecturers. I responsibility, and self-
discipline ensure that lecturers remain focused andpteduce high-quality work. At the
same time, emotional intelligence dimepbmrbsuch as self-awareness, social
awareness, and relationship manageme low lecturers to navigate the complex
social and institutional environmé‘ﬁ@academia, leading to greater research output.
Together, these factors, m ¢d through individual, institutional, and leadership

characteristics, hel@ve research productivity in a sustainable and impactful

manner. Q:\\%

2.5. Sun@ry of the Reviewed Literature

O

Af{e/gbnducting literatures, the first gap found is that there is no study that combined
the trio of work ethics, emotional intelligence and research productivity together in
one study. Lack of specificity in measuring work ethics. While studies have examined
the general relationship between work ethics and emotional intelligence, few have
applied this specifically to research productivity in the academic sector. The

dimensions of work ethics such as integrity, responsibility, and self-discipline have
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been studied in corporate settings but are underexplored in relation to how they affect
research output in higher education institutions. Secondly. The dimension of
teamwork as part of work ethics is often discussed in relation to corporate
environments but is seldom emphasized in the academic context. In research,
collaboration is crucial; however, how a lecturer’s sense of teamwork directly
influences research productivity remains unclear. Further investigation is need{d to
understand whether collaborative ethics enhance co-authored publications s, and
interdisciplinary research. Thirdly, studies have not sufficiently, agirﬁsed how
institutional ethics policies on academic research impact 1V1dua1 lecturer
productivity. Many institutions have policies to promo &h integrity, but the
effect of these policies on actual research output i Well documented. Future
research could investigate whether stronger in 'ﬁ@%] ethical guidelines improve or
hinder the productivity of individual leck@’[ore so, there is little discussion in the
literature about the ethical trade *hat lecturers might face, such as balancing
quality and quantity in pubhsh{%}\/lth the increasing pressure to publish, research
ethics (such as avoiding ] tory journals or upholding high-quality standards) may

be compromised fo}\b uctivity. There is a need to explore how lecturers navigate

these ethlca(;@ s and the impact of these decisions on their long-term research

producn@
O

R\g&ﬂng emotional intelligence and research productivity, while emotional
intelligence has been shown to influence workplace productivity in business
environments, few studies have explored its direct impact on research productivity in
academia. The emotional demands of research such as handling rejection, maintaining
motivation, and managing collaborative relationships are critical, yet under-explored

in the literature. Another gap in the literature is the lack of research on how self-
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awareness (a key component of EI) affects the quality and depth of academic research.
For instance, self-aware lecturers may be better at recognizing their own biases or
shortcomings in research methodology, thus improving the rigor of their work.
However, this relationship is seldom examined in detail, particularly in connection to
measurable research output such as publications or grant acquisition. More so,
Relationship management, another dimension of EI, is crucial for successful academic
collaborations. Yet, there is a lack of detailed studies on how effective @nsmp
management skills contribute to collaborative research projects, which‘areybecoming

increasingly important in academic settings. Investigating %@hdps build and

maintain productive research partnerships could fill an 1rr® gap in understanding

how lecturers achieve higher levels of productivity.

Q
More so, little is known about how emotiona‘@gence interacts with work ethics
to enhance research productivity. For ’Q does a lecturer with high emotional
intelligence and strong ethlcal'®rds outperform one who lacks emotional
intelligence but adheres to e@l uidelines? The literature has yet to fully explore
how these two factor work together to influence research behavior and output.
Furthermore snstltutlonal characteristics such as research funding,
infrastructu leadershlp are acknowledged as important, few studies examine
how bfactors moderate the relationship between a lecturer’s work ethics,
e}h&lal intelligence, and research productivity. There is an opportunity to
investigate how institutional leadership (for example, deans or department heads) who

promote ethical behavior and emotional well-being among their faculty can drive

better research outcomes.

Most studies on work ethics and emotional intelligence in academia have been

conducted in Western contexts, leaving a gap in understanding how these factors
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manifest in non-Western or religious academic environments (such as Islamic
universities). How does the emphasis on Islamic work ethics (IWE) or different
cultural conceptions of emotional intelligence affect lecturer productivity? Addressing
these cultural variations would help generalize findings across different academic
settings globally. More so, methodically, there is a need for longitudinal research to
better understand how work ethics and emotional intelligence influence res&ch
productivity over time. Most existing studies are cross-sectional, which o vides
a snapshot of the relationship between these variables. Longitud'i<l tudies could

provide deeper insights into how these traits evolve and éi@cademic output

throughout a lecturer’s career. 0

Finally, Research productivity can vary signiﬁcant%&s academic disciplines, yet
most studies do not differentiate how work e@and emotional intelligence might
play different roles in fields like the sc@%rsus the humanities. More research is
needed to determine whether cer@sciplines place a higher value on particular
aspects of work ethics (for ex@gcl?, teamwork in collaborative sciences) or emotional

intelligence (for ins%@bmal awareness in fields requiring public engagement).

R
x@b
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Chapter Three

Methodology

This chapter presents details of the systematic steps involved in conducting this research
on the influence of work ethics, emotional intelligence on research productivity of office
technology and management lecturers in public polytechnics in South West, NQQ\

3.1 Research Design Q}Q

The study adopted a descriptive survey research design. This is @ﬁtaﬁve approach
which allows for the collection of data from a large populatio@ survey research was
considered appropriate for this study because of the u%w 0 empirically measure the
study variables and show the relationship betwee@-l. It is also considered relevant
due to the large and dispersed nature of the stt%%pondents.

O

The population for this study c&@ted of 102 OTM Lecturers from ten (10) public

3.2 Population of the Study

polytechnics in South We@%ia that are offering Office Technology Management as
a course, they are; F&@Qolytechnic, Ado Ekiti, Ekiti State; Federal Polytechnic, Ede,
Osun state: b’\@al Polytechnic, Ilaro, Ogun State; Yaba College of Technology,
Yaba, La%State; Adeseun Ogundoyin Polytechnic, Eruwa, Oyo State; Gateway ICT
Po @, Saapade, Ogun State; Moshood Abiola Polytechnic, Abeokuta, Ogun State
Osun State Polytechnic, Ire, Osun State; Rufus Giwa Polytechnic, Owo, Ondo; and The
Polytechnic, Ibadan, Oyo State. Copies of questionnaires will be distributed to each of the

public polytechnics lecturers.
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The breakdown of the study population is presented in Table 3.1 below:

Table 3.1 Population of the Study

S/N Universities No of OTM Lecturers
1. Federal Polytechnic, Ado Ekiti, Ekiti State 13
2. Federal Polytechnic, Ede, Osun state 11

3. Federal Polytechnic, Ilaro, Ogun State 15 Q\
4. Yaba College of Technology, Yaba, 11 < Q

Lagos State 0&

5. Adeseun Ogundoyin Polytechnic, Eruwa, %
Oyo State O
6. Gateway ICT Polytechnic, Saapade, 3 05

Ogun State &b
7. Moshood Abiola Polytechnic, A\@ , 06

Ogun State . ’&
8. Osun State Polytechnic, Ir @‘n State 09
9. Rufus Giwa Polytechfticj Owo, Ondo 11
10. The Polytechni %m, Oyo State 11
¢ @ 102

33 @Aple Size and Sampling Technique
ThMple size of this study is one hundred and two (102). The researcher adopted the

total enumeration sampling technique to investigate the study group. The entire

population of this study was adopted because the population under study is manageable.
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3.4  Description of the Research Instrument

The instrument used in this research is a structured questionnaire adapted from relevant
theories and models. The study adopted the Likert scale design which allowed the
researcher in listing options where respondents choose from. The instrument is made up

of four sections.

Section A contains the demographic information of respondents which is s eloped.
The bio-data of respondents was measured through metrics such as: &b Institution,

Years of work Experience, Gender and Age. O

Section B: this is the Research Productivity Scale. It is ded in line with the Bland
Model of Research Productivity. It has three .(3)Vsections namely individual
characterisitics, institutional characteristics an%‘%ership characteristics. Example of
statements are: “I find research activit@(gﬂaﬁng, My institution ensures [ have
enough time for research, I have a(xé\&{' mentoring that encourages me to do research”.
The options provided in this sl@@ questionnaire followed the 4-point Likert type scale

of VH = Very High, Hx l@» = Low, and VL = Very Low

D

Section C is on, o%Ethics scale. The items in this section are adapted a related work.
The secti iggkanized under: integrity, Sense of responsibility, Emphasizes quality,
Self-d@me, Sense of team work. Each item is measured on a 4-point Likert scales
optiotts; VH = Very High, H= High, L= Low, and VL = Very Low. Examples of question
include: “I know that integrity is a continuous golden keys to success in one’s work life, I
feel a moral obligation to give a full day’s work for a full day’s pay, I collaborate well

with colleagues to achieve a common goal”.
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Section D: Emotional Intelligence scale. This section measures the emotional intelligence
of the respondents. The items are adapted from Daniel Goleman emotional intelligence
scale!? and Masrek and Sani emotional intelligence scale'3. Each statement is rated
Likert type, 4-points scales ranging from VH = Very High, H= High, L= Low, and VL =
Very Low. Examples of statements include: “I am aware of my strengths and Wegsses;
I can sense the emotional tone of meetings and discussions, I am effective a@ing and
maintaining professional relationships” etc. Q}
N

3.5  Validity of Research Instrument O

The validity of research instrument focus on its ability to p ﬁeasure the constructs
and variables in the study. To ensure the face and@ent validity of the research
instrument, the questionnaire was submitted to t @Visor other experts in the field of

Office and Information Management for @ The corrections and suggestions made

contribute to the validity of the instp.@

3.6  Reliability of the Rese@fglstrument

Reliability means the abi'@ a research instrument to remain consistent in measuring

variables across 10% nd time. The reliability of the instrument was tested through a

pilot study us<ng§en

part of t dy. For the Dependent variable, that is, research productivity, the result

(20) lecturers from Kwara Polytechnic, Kwara State, who are not

shO(c/gd Cronbach alpha of 0.7; the result of the first independent variable, that is, work
ethics showed a Cronbach alpha of 0.83 while the result of the second independent

variable, that is, emotional intelligence showed a Cronbach alpha of 0.85.
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3.7 Method of Data Collection

A letter of introduction and project attestation were obtained from the Department of
Information Management, Lead City University which were used to gain permission to
conduct the survey and administer the questionnaire on the respondents. The research

instrument was administered physically with the aid of five (5) research assistants who

3.8  Methods of Data Analysis Q/

The data collected from questionnaires was coded and analyse@ the IBM SPSS

were trained by the researcher for the purpose.

Statistics Software. The research questions were analysed with‘descriptive statistic such

as simple frequencies and percentages while the re ypotheses 1 and 2 were

analysed using simple linear regression analy:iy@hypotheses 3 was tested using

multiple regression analysis. All hypothes@

sted at 0.05 level of significance.
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Chapter Four
Results and Discussion of Findings

This chapter contains data presentation, analysis and the interpretation of the results.
The analysis is guided by the specific objectives and hypotheses that were formulated
in the study. The first section shows the presentation of the descriptive analysi%ng
tables showing percentages and interpretations below the tables. Section @sents
inferential statistics and discussion of findings comes at the later gﬁogiﬂle chapter.

The results presented were based on the research questions ar% heses, which the

study set out to answer and understudy. 0

Questionnaire Return Rate Q :

A total of one hundred and two (102) copie estionnaire were administered, and
seventy-nine copies responses were r e all duly filled. The usable questionnaire

represented 77% response rate. {Qg\kp nse results are presented in Table 4.1. below.

Table 4.1: Response Rat$

OO

Questionnaire Percentage
Frequency/Used

Administered 102 100

Returned 95 93

Usable 79 77

S(Me: Field Survey Data, 2025

4.2. Demographic Data Analysis
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Table 4.2: Demographic Distribution of Respondents by Qualification, Age,
Work Experience ( N=79)

Academic Frequency Percentage
Qualification

HND 24 30.4
BSc. 18 22.8
Msc. 25 31.6
Mphil 3 3.8
PhD 9 11.4
Total 79 100.0
Age

20-29 28 354
30-39 20 25.3
40-49 13 16.5
50-59 14 17.7
60 and above 4 5.1
Total 79 100.0
Gender

Male 36 45.6
Female 43 54.4
Total 79 100.0
Year of Work

Experience

Below Syears 30 38.0
6-10 23 29.1
11-15 13 16.5
16-20 9 11.4
Above 20 years 4 5.1
Total 79 100.0

Source: Field Survey Data, 2025

Table 4.2 show that in terms of academic qualification, the largest number of
respondents held a Master's degree (MSc.), with 25 individuals representing 31.6% of
the total sample. This was closely followed by those with a Higher National Diploma

(HND), numbering 24 respondents or 30.4%. Eighteen respondents (22.8%) had a
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Bachelor of Science degree (BSc.), while only 3 respondents (3.8%) held a Master of
Philosophy (MPhil) degree. A total of 9 respondents (11.4%) had attained a Doctor of
Philosophy (PhD). These figures suggest that a majority of the respondents
(approximately 47%) possessed postgraduate qualifications (MSc., MPhil, or PhD),

indicating a relatively well-educated population.

Regarding age distribution, the majority of the respondents (28 individuals 0p354%)
were within the 20-29 years age range, reflecting a youthful workft @\is was
followed by the 30-39 years age group with 20 respondent .3%). Thirteen
respondents (16.5%) fell within the 40—49 age bracket, whil@ pondents (17.7%)
were between 50—59 years of age. Only 4 respondents & % were aged 60 and above.
The data clearly shows that over 60% of the respgfidents were under the age of 40,
suggesting that the profession or sector suw%&lominated by young professionals.
In terms of gender, there was a slightly\\i‘@r number of female respondents, with 43
individuals (54.4%), compared&;\‘%ﬁ ales (45.6%). This indicates a relatively
balanced gender distribgti&@%ugh with a female majority. Concerning years of
work experience, a s ﬂ@n‘[ number of respondents, 30 individuals or 38.0%, had
less than five y&of professional experience, pointing to a predominantly early-
career p ug,giyn. Twenty-three respondents (29.1%) had between 6 and 10 years of
expeééé while 13 respondents (16.5%) had worked for 11 to 15 years. Nine
eren‘[s (11.4%) reported having 16 to 20 years of experience, and only 4
respondents (5.1%) had been in the profession for over 20 years. This distribution
further reinforces the observation that the respondent group is largely made up of

relatively new entrants to the profession.
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Overall, the demographic profile suggests a youthful, moderately experienced, and

academically qualified group of professionals, with a slight predominance of females.

This pattern could have implications for workforce development, training needs, and

succession planning within the field.

4.2. Presentation of Data

4.2.1 Analysis of Research Questions

Research Question One: What is the level of research productivity among/Office
Technology and Management lecturers in public polytechnics in South West, Nigeria?

Table 4.3. Research Productivity of Office Technology Management Ivecturers.

Research Productivity Very High Low Very Mean
High Low

Individual Influence

I find research activities 44(55.7%) 33(41.8%) 2(2.5%) 3.53

stimulating.

I am always ready to participate 49(62.0%) 24(30.4%) 3(3.8%) 3(3.8%) 3.51

in research groups.

Reviewer’s comments does not  32(40.5%) 38(48.1%) 5(6.3%) 4(5.1%) 3.24

discourage me.

I rarely miss deadline for paper  34(43.0%) 29(36.7%) 12(15.2%) 4(5.1%) 3.18

submission.

Weighted Mean 34

Institutional Influence

My institution facilitate access ~ 44(55.7%) 30(38.0%) 2(2.5%) 3(3.8%) 3.46

to grant for research activities.

My institution ensures I have 36(45.6%) 32(40.5%) 8(10.1%) 3(3.8%) 3.28

enough time for research.

My institution promotes a 27(34.2%) 42(53.2%) 9(11.4%) 1(1.3%) 3.20

culture of research and

innovation.

There are research groups inmy 31(39.2%) 33(41.8%) 12(15.2%) 3(3.8%) 3.16

institutions that I can join.

Weighted Mean 3.3
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Leadership Influence Very High Low Very Mean
High Low

I have access to mentoring that ~ 30(38.0%) 40(50.6%) 3(3.8%) 6(7.6%) 3.19
encourages me to do research.

My HOD encourages me to do  38(48.1%) 29(36.7%) 9(11.4%) 3(3.8%) 3.29
research.

There are many proficient 28(35.4%) 38(48.1%) 9(11.4%) 4(5.1%) 3.14
researchers around me.

I attend seminar and workshops  36(45.6%) 30(38.0%) 9(11.4%) 4(5.1%) 3.24
organized by my university.

Weighted Mean 3.2

Grand Mean 3.3

Source: Field Work, 2025 Q\

Decision rule: 1.0.-1.49 = very low, 1.50-2.49 — low, 2.5&-3. = High, 3.50-4.00

= Very high Q
Table 4.2 shows the respondents responses regardi@s rch productivity.

)

The responses indicate a generally positi sposition toward research at the
individual level. A significant majorit ?(Qespondents (55.7%) agreed that they find
research activities stimulating, ué};k&.a respondents (41.8%) rated this statement as
"high," and only 2 respon%&j%) considered it of "low" influence. This resulted
in a high mean 8%9\3.53, the highest among all individual-level indicators.
Regarding pmﬁ@on in research groups, 49 respondents (62.0%) indicated "very
high" re%&a}and 24 (30.4%) rated it "high." Only 3 respondents each (3.8%)
sele@%‘low" and "very low," respectively, yielding a mean of 3.51, again reflecting
SM individual motivation. When asked whether reviewers’ comments discourage
them, 32 respondents (40.5%) selected "very high," and 38 (48.1%) chose "high,"
although a small number 5 respondents (6.3%) indicated "low" and 4 (5.1%) indicated

"very low." The mean here was slightly lower at 3.24, suggesting some sensitivity to

criticism. In terms of meeting deadlines for paper submissions, 34 respondents (43.0%)
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rated themselves "very high," 29 (36.7%) "high," while 12 (15.2%) chose "low," and
4 (5.1%) "very low." This statement had the lowest mean score (3.18) in this category,
indicating that while most respondents are punctual, a noticeable minority struggles
with submission deadlines. The weighted mean for the entire Individual Influence
category stood at 3.4, showing a generally high level of individual commitment and

enthusiasm toward research activities.

Under this category, the responses were also largely positive, thoug less
enthusiastic compared to individual factors. A majority of respondefits Lor 55.7%)
felt that their institutions facilitate access to research grant g'ery high" level,
while 30 (38.0%) indicated a "high" level of support. @ a few 2 (2.5%) and 3
(3.8%) reported "low" and "very low" support, resp, @y. This produced a mean of
3.46, suggesting that institutional grant suppo@’bstrong influence. Regarding time
availability for research, 36 respondent@) believed they had ample time ("very
high"), and 32 (40.5%) selected @‘ However, 8 respondents (10.1%) felt the
support was "low," and 3 (3.@?0&: "very low," bringing the mean down to 3.28.
When asked whether. tl@'mstitution promotes a culture of research and innovation,
27 (34.2%) selected "very high" and 42 (53.2%) "high." Nine respondents (11.4%)
and one (1. %%e ted "low" and "very low," respectively. The mean score for this
item 20. Lastly, the presence of research groups within institutions received
p}@& responses from 31 respondents (39.2%) who marked "very high" and 33
(41.8%) who marked "high." However, 12 (15.2%) and 3 (3.8%) selected "low" and
"very low," respectively, leading to a mean of 3.16. The weighted mean for

Institutional Influence was 3.3, indicating a moderate to high institutional support for

research productivity.
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Leadership-related factors showed relatively lower mean scores compared to
individual and institutional influences. Thirty respondents (38.0%) indicated they had
access to mentoring that encourages research at a "very high" level, while 40 (50.6%)
selected "high." However, 3 (3.8%) and 6 (7.6%) marked "low" and "very low,"
respectively. The resulting mean was 3.19. When asked if their Head of Department
(HOD) encourages research, 38 respondents (48.1%) rated it “very high” and 29
(36.7%) “high.” Nine (11.4%) and three (3.8%) rated it "low" and low,"
respectively, giving a mean of 3.29. In terms of being surrounded proficient
&08.1

researchers, 28 respondents (35.4%) answered "very high" a @
%

However, 9 (11.4%) and 4 (5.1%) selected "low" and "Ve@

%) "high."
respectively, with a
mean of 3.14. Participation in seminars and worksh rganized by the university
was "very high" for 36 respondents (45.6%) a\& igh" for 30 (38.0%). Nine (11.4%)
and 4 (5.1%) selected "low" and "very 1%%pectively, with a mean score of 3.24.
The weighted mean for Leaders?i@uence was 3.2, the lowest among the three
dimensions, suggesting that &%ip support for research, though present, may

require strengthening. $

The grand mean ﬁ% the three categories Individual Influence (3.4), Institutional
an

Influence (Q;\\'

favoraa@t\vironment for research productivity among the respondents. While

Leadership Influence (3.2) was 3.3, indicating a generally

iﬁ&ml motivation stands out as the strongest factor, there is moderate institutional
support, and leadership influence appears slightly weaker, pointing to potential areas
for improvement in mentorship, encouragement, and leadership-driven research

initiatives.
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Research Question Two: What is the level of work ethics among Office Technology
and Management lecturers in public polytechnics in South West, Nigeria?

Table 4.4. Level of work ethics of Office Technology and Management Lecturers.

Work Ethics

Very
High

High

Low

Very
Low

Mean

Integrity

I know that integrity is a
continuous golden keys to
success in one’s work life..

I believe that one’s work
provides the best source of
achieving uprightness in life.

I speak the truth even when
it will lead to my colleague
being fired.

I do not engage in shady
work practices.

Weighted Mean

64(81.0%)

47(59.5%)

32(40.5%)

49(62.0%)

14(17.7%)

29(36.7%)

33(41.8%)

19(24.1%)

1(1.3%)

3(3.8%)

12(15.2%)

6(7.6%)

2(2.5%)

5(6.3%)

3.80

3.56

3.20

3.42

3.5

Sense of responsibility

I feel a moral obligation to
give a full day’s work for a
full day’s pay.

I welcome jobs that involve
greater responsibility and
challenge as they contribute
to my learning and growth.

I pay close attention to every
detail guiding my work
responsibility.

I am able to handle
unexpected changes related
to my work.

Weighted Mean

49(62.0%)

52(65.8%)

61(77.2%)

39(49.4%)

29(36.7%)

22(27.8%)

15(19.0%)

32(40.5%)

1(1.3%)

4(5.1%)

2(2.5%)

2(2.5%)

1(1.3%)

1(1.3%)

6(7.6%)

3.59

3.58

3.72

3.32

3.5
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Emphasizes quality

I believe that a job well done
is a reward in itself.

I believe that a person is
known in society by the
work he does.

I am client focused in my
work activities.

I discharge my day to day
workplace engagement with
emphasis on giving my best.

Weighted Mean

54(68.4%)

44(55.7%)

52(65.8%)

48(60.8%)

23(29.1%)

26(32.9%)

23(29.1%)

25(31.6%)

1(1.3%)

7(8.9%)

3(3.8%)

2(2.5%)

1(1.3%)

2(2.5%)

1(1.3%)

4(5.1%)

3.65

3.42

3.59

3.48

3.5

Self-discipline

I consider my occupational
career to be one of the most
important activities in my
life.

Even if I don’t have to work
to earn a living, [ would still
prefer to continue working.

I get my job done without
having to be reminded.

I work hard to achieve my
goals per time.

Weighted Mean

51(64.6%)

30(38.0%)

54(68.4%)

56(70.9%)

25(31.6%)

39(49.4%)

20(25.3%)

20(25.3%)

1(1.3%)

8(10.1%)

3(3.8%)

1(1.3%)

2(2.5%)

2(2.5%)

2(2.5%)

2(2.5%)

3.58

3.23

3.59

3.65

3.5

Sense of teamwork

I am clear on my roles and
responsibilities and  this
helps me work together
seamlessly with others.

I believe that work provides
a powerful channel to
express one’s knowledge,
ability and creativity
especially in working as a
team.

well  with
achieve a

I collaborate
colleagues to
common goal.

I compromise my opinion

46(58.2%)

40(50.6%)

48(60.8%)

32(40.5%)

30(38.0%)

35(44.3%)

29(36.7%)

38(48.1%)
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1(1.3%)

1(1.3%)

2(2.5%)

8(10.1%)

2(2.5%)

3(3.8%)

1(1.3%)

3.52

3.42

3.56

3.28



sometimes for the benefit of

the team.
Weighted Mean 34
Grand Mean 3.5

Decision rule: 1.0.-1.49 = Very low, 1.50-2.49 — Low, 2.50 -3.49 = High, 3.50-
4.00 = Very high

Source: Field Work, 2025

Table 4.4 shows the respondents responses regarding their work ethics.

The data reveals a strong internalization of integrity among respondQ%n
overwhelming 64 respondents (81.0%) rated the belief that integrity iQ/Qtinuous
key to success in one's work life as “very high,” with another @7%) selecting
“high.” Only 1 respondent (1.3%) chose “low,” and non ected “very low,”
resulting in an impressive mean of 3.80, the highest 4@1 items. Similarly, when
asked if one’s work provides the best source ieving uprightness in life, 47
respondents (59.5%) rated it “very high” 9 (36.7%) ‘“high,” while only 3
respondents (3.8%) chose “low,” yie d}\& strong mean of 3.56. Regarding truth-
telling even when it could resué_i(&a olleague being fired, responses were more
modest: 32 (40.5%) chose{x% high,” 33 (41.8%) chose “high,” while 12 (15.2%)
selected “low” and %Qo\)“very low.” The mean for this statement dropped to 3.20,
indicating soms\\' ical tension or hesitancy. On the issue of refraining from shady
work pr tigs/49 respondents (62.0%) strongly agreed (“very high”), and 19 (24.1%)
sele@%‘high.” Meanwhile, 6 (7.6%) and 5 (6.3%) selected “low” and “very low,”
r%gctively. The resulting mean was 3.42. The weighted mean for Integrity stood at

3.5, showing high overall ethical standards among respondents.

Respondents showed a deeply rooted sense of accountability in their professional
roles. A large number, 49 (62.0%), indicated a “very high” moral obligation to give a

full day’s work for a full day’s pay, with 29 (36.7%) selecting “high” and only 1
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respondent (1.3%) choosing “low,” resulting in a mean of 3.59. On embracing jobs
that involve greater responsibility and challenge, 52 respondents (65.8%) marked
“very high,” and 22 (27.8%) chose “high.” Only 4 (5.1%) and 1 (1.3%) selected
“low” and “very low,” respectively, giving a mean of 3.58. In terms of attentiveness
to detail, 61 respondents (77.2%) rated themselves “very high,” 15 (19.0%) “high,”
and only 3 (3.8%) rated it “low” or “very low,” leading to a strong mean of 3.72 the
highest in this category. When asked about handling unexpected work-rel Qanges,

39 respondents (49.4%) chose “very high,” and 32 (40.5%) “high.” However, 2 (2.5%)

and 6 (7.6%) selected “low” and “very low,” respectively, whi @ ered the mean to
3.32. The weighted mean for Sense of Responsibility v@ indicating that most

respondents are dependable and open to growth. Q

Q

The responses suggest that quality-driven w ’ba priority for the respondents. A
strong 54 respondents (68.4%) believo@rpa job well done is a reward in itself
(“very high”), while 23 (29.1%) r@“high.” Just 1 (1.3%) each chose “low” and
“very low,” giving a mean of@ﬁ. hen asked if a person is known by the work they
do, 44 respondents ( 5@0% “very high,” 26 (32.9%) “high,” and a combined 9
(11.4%) selected '&‘low” or “very low.” This gave a mean of 3.42. Client focus
also scored thig ,ih 52 respondents (65.8%) indicating “very high” and 23 (29.1%)
“high.? 4 respondents (5.1%) gave low ratings, producing a mean of 3.59. Lastly,
4&&ondents (60.8%) stated they give their best in daily work (“very high”), 25
(31.6%) chose “high,” and 6 respondents (7.6%) selected lower responses, yielding a
mean of 3.48. The weighted mean for this dimension was 3.5, highlighting strong

commitment to service excellence.

Responses in this category reflected a firm dedication to personal work standards. A

majority of 51 respondents (64.6%) considered their career highly important (“very
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high”), and 25 (31.6%) chose “high.” Only 3 respondents (3.8%) provided low scores,
leading to a mean of 3.58. When asked if they would continue working even without
the need to earn a living, 30 respondents (38.0%) chose “very high,” 39 (49.4%)
chose “high,” and a combined 10 (12.6%) marked lower options, resulting in a
relatively lower mean of 3.23. For completing tasks without being reminded, 54
respondents (68.4%) chose “very high,” and 20 (25.3%) “high.” Only 5 (6.3%)gave
lower ratings, giving a strong mean of 3.59. On working hard to achiey, Is, 56
respondents (70.9%) marked “very high,” 20 (25.3%) “high,” a lyy 3 (3.8%)
marked lower responses. This item had a high mean of 3.65. (

the weighted

mean for Self-Discipline was 3.5, showing strong intema@ti%on and consistency.

Teamwork was also valued among respondents, & slightly lower than other
dimensions. For clarity on roles and respons@%s, 46 respondents (58.2%) chose
“very high,” and 30 (38.0%) “high,” w@ 3 respondents (3.8%) choosing “low”
or “very low.” The mean was 3.52. he idea that work is a channel for expressing
creativity within a team, 40 r@éents (50.6%) rated it “very high” and 35 (44.3%)
“high,” while only 4 (i@) chose lower ratings. The mean here was 3.42. A strong
48 respondents (60,8%6) agreed “very high” that they collaborate well with colleagues,
while 29 (36.7%) selected “high.” Only 2 (2.5%) respondents chose “low,” leading to
a mea@%. Finally, when asked if they are willing to compromise their opinion
f&%m benefit, 32 respondents (40.5%) selected “very high,” 38 (48.1%) “high,”
and 9 respondents (11.4%) chose lower values, resulting in a slightly lower mean of
3.28. The weighted mean for Teamwork was 3.4, indicating solid collaboration skills

but slightly more variability than other areas.

With all five dimensions (Integrity, Responsibility, Quality, Self-Discipline, and

Teamwork) recording weighted means between 3.4 and 3.5, the grand mean for Work
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Ethics is 3.5. This indicates that the respondents demonstrate a consistently strong

ethical orientation in their professional conduct. The highest-rated values, integrity,

attention to detail, and quality of work emphasize a committed and responsible

workforce.

Research Questions Three: What is the level of emotional intelligence among Office
Technology and Management lecturers in public polytechnics in South West, Nigeria?

Table 4.5. Emotion Intelligence among Office Technology and Management

Lecturers.

Self-awareness

Very
High

High

Low

Very Mean

Low

I am aware of my
strengths and weaknesses.

I understand how my
emotions  affect my
thoughts and behaviors.

I am aware of how others
perceive me.

I am able to accurately
describe my emotions
when asked.

Weighted Mean

47(59.5%)

34(43.0%)

30(38.0%)

32(40.5%)

27(34.2%)

37(46.8%)

39(49.4%)

39(49.4%)

4(5.1%)

7(8.9%)

10(12.7%)

8(10.1%)

1(1.3%) 3.52

1(1.3%) 3.32

3.25

3.30

3.4

Self-Management

I am able to adapt to
changing circumstances at
work.

time
meet

I  manage my
effectively to
deadlines.

I am self-motivated and
stay focused on my goals.

to handle
changes
getting

I am able
unexpected
without
overwhelmed.

Weighted Mean

41(51.9%)

48(60.8%)

48(60.8%)

36(45.6%)

36(45.6%)

28(35.4%)

23(29.1%)

36(45.6%)

2(2.5%)

1(1.3%)

7(8.9%)

6(7.6%)

3.49

2(2.5%) 3.54

1(1.3%) 3.49

1(1.3%) 3.35

3.5
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Social awareness

I understand and 37(46.8%) 35(44.3%) 5(6.3%) 2(2.5%) 3.35
empathize with others'

emotions.

I can sense the emotional 37(46.8%) 38(48.1%) 4(5.1%) 3.42
tone of meetings and

discussions.

I am aware of 40(50.6%) 33(41.8%) 4(5.1%) 2(2.5%) 3.41
organizational dynamics

and politics.

I respect and consider 46(58.2%) 29(36.7%) 3(3.8%)  1(1.3%) 3.52
diverse perspectives and

viewpoints.

Weighted Mean - 34
Relationship

management

I am effective at building 48(60.8%) 28(35.4%) 3(3.8%) 3.57
and maintaining

professional relationships.

I handle conflicts and 39(49.4%)  34(43.0%) 4(5.1%)  2(2.5%) 3.39
disagreements

constructively.

I collaborate well with 46(58.2%) 26(32.9%) 5(6.3%)  2(2.5%) 3.47
others on team projects.

I am able to influence and 43(54.4%) 32(40.5%) 3(3.8%) 1(1.3%) 3.48
persuade others positively.

Weighted Mean 3.5
Grand Mean 3.5

=Very high

ec ule: 1.0.-1.49 = very low, 1.50-2.49 —low, 2.50 -3.49 = High, 3.50-4.
D\{%erl 1.0.-1.49 y 1l 1.50-2.49 -1 2.50 -3.49 = High, 3.50-4.00

Source: Ficld Work, 2025

Table 4.5 shows the respondents responses regarding their emotional intelligence. A

significant number of respondents (47 individuals, representing 59.5%) indicated a

very high awareness of their strengths and weaknesses, while 27 respondents (34.2%)

rated this awareness as high. Only 4 respondents (5.1%) selected low and 1 (1.3%)
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indicated very low. This suggests that most individuals have a clear understanding of
their personal capabilities and limitations. In terms of understanding how emotions

influence thoughts and behavior, 34 respondents (43.0%) rated themselves very high,

and 37 (46.8%) rated high. A few, 7 (8.9%) and 1 (1.3%), chose low and very low,

respectively. When asked about their awareness of how others perceive them, 30

respondents (38.0%) indicated very high and 39 (49.4%) chose high, while 10 (1&.7%)
selected low. Lastly, 32 respondents (40.5%) reported a very high ability@Qscribe

their emotions accurately when asked, while 39 (49.4%) rated this hi h(gyg (10.1%)

rated it low. The weighted mean for the self-awareness dimen '@s 3.4, indicating

a high level of self-awareness among the respondents. 0%

The ability to adapt to changing work circumstam@/as rated very high by 41

respondents (51.9%) and high by 36 (45.6%); %ﬂy 2 (2.5%) choosing low. On

effective time management, 48 (60.8%)@6d very high and 28 (35.4%) rated it

high, while 1 (1.3%) and 2 (2.5%‘) k low and very low, respectively. A total of
48 respondents (60.8%) rated tkﬁﬁ&lves very high on being self-motivated and goal-

focused, 23 (29.1%) rate‘d@h, 7 (8.9%) low, and 1 (1.3%) very low. Regarding the

ability to handle u@cted changes without becoming overwhelmed, 36 (45.6%)

rated very kél/\ 5.6%) high, 6 (7.6%) low, and 1 (1.3%) very low. The weighted

mean fo@f—management was 3.5, indicating a very high level of self-regulation and

rs@fgn.

Empathy and emotional understanding were rated very high by 37 respondents

(46.8%) and high by 35 (44.3%). Five respondents (6.3%) selected low, and 2 (2.5%)

indicated very low. The ability to sense emotional tone during meetings and

discussions was rated very high by 37 (46.8%) and high by 38 (48.1%), with only 4

(5.1%) selecting low. Awareness of organizational politics and dynamics was noted
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by 40 respondents (50.6%) as very high and by 33 (41.8%) as high, while 4 (5.1%)
and 2 (2.5%) chose low and very low, respectively. Lastly, respect for diverse
perspectives was rated very high by 46 (58.2%) and high by 29 (36.7%), with 3 (3.8%)
indicating low and 1 (1.3%) very low. This section had a weighted mean of 3.4,
suggesting a high level of social awareness.

A total of 48 respondents (60.8%) reported being very effective at building and
maintaining professional relationships, and 28 (35.4%) chose high. On 3.8%)
indicated low. In handling conflicts constructively, 39 respondents (4%4%) selected
very high, 34 (43.0%) high, 4 (5.1%) low, and 2 (2.5%) very lo % collaboration in
team projects, 46 (58.2%) chose very high, 26 (32.9%@& 5 (6.3%) low, and 2
(2.5%) very low. The ability to positively inﬂuence@ persuade others was rated
very high by 43 respondents (54.4%) and hig%@@O.S%), while 3 (3.8%) and 1
(1.3%) rated it low and very low, respeg@%t The weighted mean for relationship
management was 3.5, signifying a igh level of interpersonal competence.

The grand mean across all c@ents of emotional intelligence was 3.5, which
corresponds to a very h'ig’\ﬂ&%el of emotional intelligence. This indicates that the
respondents are ger@y strong in understanding and managing their own emotions,
showing er(/a%w d awareness in social contexts, and maintaining productive and

positive é{essional relationships.

\/Q/
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4.2.2 Analysis of Hypothesis

Hol There will be no significant influence of work ethics on research
productivity among Office Technology and Management lecturers in
public polytechnics in South West, Nigeria

Table 4.6a-c: Influence of Work Ethics on Research Productivity

a. Model Summary
Model R R Square Adjusted R Std. Error of the
Square Estimate
1 5282 279 269 .38366

a. Predictors: (Constant), Work Ethics
&V

b. ANOVA?
Model Sum of df Mean F Sig.
Squares Square
1 Regression 4.382 1 4.382 29.773 .000°
Residual 11.334 77 147
Total 15.717 78

a. Dependent Variable: Research Productivity
b. Predictors: (Constant), Work Ethics

NV

C. Coefficients®
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) .604 493 1.224 225
Work .
Ethics 764 .140 528 5.456 .000

a. Dependent Variable: Research Productivity

The%&fel summary indicates a correlation coefficient (R) of 0.528, suggesting a
nhgrate positive relationship between work ethics and research productivity. The R
Square (R?) value of 0.279 implies that approximately 27.9% of the variance in
research productivity can be explained by variations in work ethics. The adjusted R?
value of 0.269 adjusts for the number of predictors in the model and reaffirms the

explanatory power of the independent variable. The standard error of the estimate is
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0.384, representing the average distance between the observed and predicted values of
the dependent variable.
The ANOVA table tests the overall significance of the regression model. The F-
statistic is 29.773 with a p-value (Sig.) of 0.000, which is less than the conventional
alpha level of 0.05. This indicates that the regression model is statistically significant,
and the predictor (work ethics) reliably forecasts research productivity.
The unstandardized coefficient (B) for the constant is 0.604, which impli when
work ethics is held at zero, the baseline value of research pro%(t[y 1s 0.604,
though this value is not statistically significant (p = 0.225). 0
More importantly, the unstandardized coefficient (B) for@ﬁics is 0.764, with a
standard error of 0.140. This indicates that for eac@it increase in work ethics,
research productivity is expected to increase b%@mits, assuming all other factors
are constant. The t-value of 5.456 and a -, ’lb of 0.000 confirm that this predictor is
highly statistically significant. Th.essl&ardized coefficient (Beta) of 0.528 shows the
relative importance of work eth?ﬂg‘)}predicting research productivity.
The results demonstrate‘@work ethics is a significant and positive predictor of
research productivi@mng the participants. With 27.9% of the variance explained
and a statis{/a%ul nificant regression coefficient, it can be concluded that stronger
work e(tkbéare associated with higher levels of research productivity.

:QThere will be no significant influence of emotional intelligence on research

productivity among Office Technology and Management lecturers in
public polytechnics in South West, Nigeria

Table 4.7 a-c: Influence of Emotional Intelligence on Research Productivity

a. Model Summary
Model R R Square Adjusted R Std. Error of the
Square Estimate
1 4532 206 195 40267

a. Predictors: (Constant), Emotional Intelligence
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b. ANOVA?

Model Sum of Df Mean F Sig.
Squares Square
1 Regressio 3.232 1 3.232 19.931 .000P
n
Residual 12.485 77 162
Total 15.717 78

a. Dependent Variable: Research Productivity
b. Predictors: (Constant), Emotional Intelligence

c. Coefficients?
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 1.171 476 2.461 016
Emotional
Intelligence .616 138 453 4.464 .000

a. Dependent Variable: Research Progugtivity

The results presented in. th&@}iel summary show a correlation coefficient (R) of
0.453, indicating a m positive relationship between emotional intelligence and
research prod.ug&. The R Square (R?) value is 0.206, which means that emotional
intellige cegg)unts for approximately 20.6% of the variance in research productivity.
The d@%d R? value of 0.195 adjusts for the degrees of freedom and suggests that
tédodel has a fair predictive capability. The standard error of the estimate is 0.403,
representing the typical deviation of the observed values from the predicted values.
The ANOVA results test the overall significance of the regression model. The F-
statistic is 19.931, with an associated p-value (Sig.) of 0.000. Since the p-value is less
than 0.05, the regression model is statistically significant. This confirms that
emotional intelligence significantly predicts research productivity.
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The unstandardized coefficient (B) for the constant is 1.171, suggesting that when
emotional intelligence is zero, the baseline value of research productivity is 1.171.
This value is statistically significant (p = 0.016), indicating a meaningful intercept.
The coefficient for emotional intelligence is 0.616, with a standard error of 0.138.
This implies that for every one-unit increase in emotional intelligence, there is a 0.616
unit increase in research productivity, holding other factors constant. The t-value of
4.464 and p-value of 0.000 indicate that this relationship is highly ically
significant. The standardized Beta coefficient of 0.453 further conﬁ&ﬁg}trength of
emotional intelligence as a significant contributor to research pro ivity.

The analysis shows that emotional intelligence is a signi ﬁi positive predictor
of research productivity. With an R? of 20.6%, the m(@lemonstrates that emotional
intelligence plays a meaningful role in enha '@earch output among the study
participants. These findings highlight\@’bnportance of developing emotional

competencies as part of profes.sg(&development efforts to improve academic

performance and productivity. \(‘)\

Q

Ho3  There will he \s1gniﬁcant combined influence of work ethics and
emotional imte %nce on research productivity among Office Technology
and Manage t lecturers in public polytechnics in South West, Nigeria

]
Table 4.7a~§: g(&b ed Influence of Work Ethics and Emotional Intelligence on

Researcg tivity

a. Model Summary
Model R R Square Adjusted R Std. Error of the
Square Estimate
1 5482 301 282 .38027

a. Predictors: (Constant), Work Ethics, Emotional Intelligence

b. ANOVA?

Model Sum of df Mean F Sig.
Squares Square
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1 Regression 4.727 2 2.363 16.343 .000°

Residual 10.990 76 .145
Total 15.717 78

a. Dependent Variable: Research Productivity
b. Predictors: (Constant), Work Ethics, Emotional Intelligence

Coefficients?
Model Unstandardized Standardi t Sig.
Coefficients zed
Coefficient
S
B Std. Error Beta
1 (Constant) 335 519 .645 521
Emotional 263 171 .194 1.543 127
Intelligence
Work Ethics 584 182 403 3.215 .002

a. Dependent Variable: Research Productivity

\J
Table 4.7a-c above is a multiple linear rn analysis conducted to investigate the
combined effect of work ethics a\ otional intelligence on research productivity
among the respondents. Q’&(—)
The model summary s@at the correlation coefficient (R) is 0.548, indicating a
moderate positive, relationship between the combined predictors (work ethics and
emotional iQte®

sugge@hat approximately 30.1% of the variance in research productivity is

e) and research productivity. The R Square (R?) value is 0.301,

e\;&%ed by the joint influence of work ethics and emotional intelligence. The
adjusted R* of 0.282 adjusts for the number of predictors and the sample size,
providing a more accurate estimate of the model’s explanatory power. The standard
error of the estimate is 0.380, representing the average deviation of the observed

research productivity scores from the predicted scores.
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The ANOVA table assesses the overall significance of the model. The F-statistic is
16.343, with a corresponding p-value of 0.000, indicating that the model is
statistically significant. This confirms that the combination of work ethics and
emotional intelligence significantly predicts research productivity. The intercept
(constant) has an unstandardized coefficient (B) of 0.335, but with a p-value of 0.521,
it is not statistically significant, implying that the baseline value of re&ch

productivity (when both predictors are zero) is not meaningful in this mode

The unstandardized coefficient for emotional intelligence is 0. ith a standard

error of 0.171 and a t-value of 1.543. However, the p-value 1 , which is greater

than 0.05, indicating that emotional intelligence doe nificantly contribute to

research productivity when considered alongside WQ\G'[ ics.

On the other hand, work ethics has a @nt of 0.584, with a standard error of
0.182 and a t-value of 3.215, }V@&Ns statistically significant (p = 0.002). The
standardized Beta coefficient is&@& showing that work ethics makes a substantial

and significant unique’ @tribution to explaining research productivity when

controlling for emo@ intelligence.

This anaiisweals that while the combined model of work ethics and emotional

inte@c
e}rdg

emerged as a significant independent predictor. Emotional intelligence,

significantly predicts research productivity (R*> = 30.1%), only work

although moderately correlated with research productivity in previous models, does
not contribute significantly when work ethics is included in the model. This finding
underscores the stronger predictive power of work ethics in enhancing research output

among the participants.
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4.3. Discussion of Findings

The first research question “What is the level of research productivity among by
Office Technology and Management lecturers in public polytechnics in South West,
Nigeria?” The study found a high level of research productivity among Office
Technology and Management lecturers in public polytechnics in South West, Nigeria.
Research productivity is often linked to factors such as motivation, organiz&ml
support, and emotional well-being. A study by some scholars investigated the
emotional intelligence and personality traits of 7,463 Spanish researche ding that
positive affect and personality traits like conscientiousness o ional stability
positively influence emotional intelligence, which in y enhance research
productivity. The study suggests that emotionally inte@ﬂ researchers, who manage
their emotions effectively, are better equipped&@ﬂe the demanding and complex
nature of research environments, pote@eading to higher productivity!. This
aligns with findings from a study q&ware professionals in India, which noted that
emotional intelligence contribu&&}) organizational productivity by fostering better
management of relationsh@nd roles. However, a study on work-from-home (WFH)
IT professionals du}bt e COVID-19 pandemic found that productivity fell by 8—
19% due to@’\éﬁse communication costs and reduced collaboration, indicating that
envirom@al factors can hinder productivity despite individual traits. These findings
N{g}@)t at high research productivity is not solely dependent on individual attributes

but also on workplace conditions and support systems?.

The second research question “What is the level of work ethics among Office
Technology and Management lecturers in public polytechnics in South West,
Nigeria?” The study found a high level of adherence to work ethics among Office

Technology and Management lecturers in public polytechnics in South West, Nigeria.
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Adherence to work ethics reflects a commitment to professional responsibilities, often
influenced by organizational culture and individual traits. A study on workplace ethics
highlighted that organizations with strong ethical cultures foster employee adherence
to ethical codes, which can enhance productivity by reducing distractions from
unethical behaviors. The study by scholar emphasized that a culture prioritizing ethics
encourages employees to act responsibly, aligning their behaviors with organiz&lal
goals®. Similarly, scholars found that ethical leadership promotes or tional
citizenship behavior, mediated by trust and psychological well-bein (ggl sting that
ethical environments reinforce work ethics*. However, no study from the
references explicitly measures "high adherence to w % as a standalone

outcome. Instead, the literature implies that ethical a(f%'\ce is often a by product of

supportive leadership and emotional mtelhg%g& well as other factors, which

enable employees to navigate workplace@ges responsibly.

The third research question “WHh ?‘{&e level of emotional intelligence among by
Office Technology and Man@nent lecturers in public polytechnics in South West,
Nigeria?” The study: @ a high level of emotional intelligence among Office
Technology and nagement lecturers in public polytechnics in South West, Nigeria.
This 1nd1c&s/\hat the respondents are generally strong in understanding and
managt eir own emotions, showing empathy and awareness in social contexts,
a}&’naintaining productive and positive professional relationships. Emotional
intelligence (EI) is well-documented as a critical factor in workplace success,
particularly in leadership and team dynamics. A study found significant positive
relationships between the Big Five personality traits (such as, conscientiousness,
extraversion, emotional stability) and emotional intelligence among researchers, with

positive affect mediating these relationships®. This suggests that researchers with high

120



EI are better at managing emotions, leading to improved well-being and potentially
higher productivity. Another study on university students in China confirmed that
emotional intelligence is positively related to psychological well-being and academic
achievement, with stronger effects among postgraduate students®. In a workplace
context, a 2019 study on senior managers demonstrated that EI can be improved
through targeted training, leading to better conflict resolution and job perforwe.

Furthermore, a 2024 study noted that El-supportive HR practices reduc loyee

exhaustion and increase engagement, reinforcing the role of &\(ﬁstering a

productive work environment. These findings collectively
a

associated with better interpersonal interactions, stres@n gement, and overall

that high EI is

performance, which likely support research producti\@nd ethical behavior among

future teachers’. 6’§
(o)

The null hypothesis one “There will b@s1gniﬁcant influence of work ethics on
research productivity among Ofﬂv\ nology and Management lecturers in public
polytechnics in South West, T@ua” The results of linear regression demonstrate that
work ethics is a signi 1®nd positive predictor of research productivity among the
participants. With\27:9% of the variance explained and a statistically significant
.
regression @ient, it can be concluded that stronger work ethics are associated
with hi levels of research productivity. The null hypothesis is hereby rejected.
"lm&lding that work ethics is a significant and positive predictor of research
productivity aligns with extant literature emphasizing the role of diligence, discipline,
and professional responsibility in academic success. Work ethics encompass
behaviors such as commitment to goals, time management, persistence, and
accountability qualities that are essential for sustained research output®. Academics

who demonstrate strong work ethics are more likely to initiate, follow through, and
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complete research projects, even in the face of institutional or personal challenges.
This result supports previous findings by scholars who observed that high-performing
researchers tend to exhibit traits like perseverance, intrinsic motivation, and structured

work habits®.

The second null hypothesis “There will be no significant influence of emotional
intelligence on research productivity among Office Technology and Management

lecturers in public polytechnics in South West, Nigeria” The linear regre s lysis
0;‘5

shows that emotional intelligence is a significant and positive pre@ictor~of research
productivity. With an R? of 20.6%, the model demonstrates that onal intelligence
plays a meaningful role in enhancing research output a the study participants.
The null hypothesis is hereby rejected. the result 5@1 that emotional intelligence
(EI) is a significant and positive predictor of %"Qh productivity adds an important
psychosocial dimension to academic @rmance. Emotional intelligence, which
includes self-awareness, self-reg , motivation, empathy, and social skills,
enables academics to mana Q@s, sustain interpersonal collaboration, and remain
focused during res a;Q rocesses'®. As research productivity often involves
teamwork, peer r g@ mentorship, and communication with diverse stakeholders,
.
individuals \witly high EI are better positioned to navigate the emotional and
interp challenges that may arise in research contexts'. In particular,
r&%@cchers with high emotional intelligence are more likely to demonstrate resilience
during research setbacks, adapt to feedback constructively, and maintain motivation in
the face of rejection or delay, all of which are common in scholarly work. As noted,

emotionally intelligent employees are generally more innovative and productive due

to their ability to manage both intrapersonal and interpersonal challenges effectively!2.
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The third null hypothesis “There will be no significant combined influence of work
ethics and emotional intelligence on research productivity among Office Technology
and Management lecturers in public polytechnics in South West, Nigeria” The
multiple regression analysis reveals that while the combined model of work ethics and
emotional intelligence significantly predicts research productivity (R? = 30.1%), only
work ethics emerged as a significant independent predictor. Therefore, tmull

hypothesis is hereby rejected. The combined findings suggest a gistic

relationship among emotional intelligence, work ethics, and rese&l‘(gr)ductivity.
b

High EI appears to be a foundational trait that enhances resea%@

emotions, build relationships, and navigate complex WO@H ironments, which can

ility to manage

lead to greater productivity and ethical adherenQFor instance, emotionally
intelligent researchers are likely to exhibit %@w and self-efficacy, traits that
mediate the relationship between EI an %nic or professional outcomes. Ethical
work environments, supported pxﬁiership and organizational policies, further
reinforce adherence to work eﬁgg\, creating a culture where productivity thrives®:.
Together, these findings .S@St that both disciplinary commitment (work ethics) and
psychosocial com }ée (emotional intelligence) are vital to fostering research
productivit@&k& ic institutions should therefore support not only technical skill
develop\@t but also value-driven behavior and emotional intelligence training
a%%researchers. Such holistic development is likely to yield long-term benefits in

terms of both quantity and quality of research output.

Endnotes
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Chapter Five
Summary, Conclusion and Recommendations
This chapter contains an overview of the outcome of the research based on the
objectives stated in chapter one. It presents the summary of the findings, conclusion

and recommendations, contribution to knowledge as well as the suggestions for

further research *

5.1 Summary of Findings

The study titled “Work Ethics, Emotional Intelligence and Res (ﬂoductlwty
among Office and Technology Management Lecturers in P ytechnics, South
West, Nigeria”. Based on the objectives of the stud earch questions raised,

hypotheses formulated as well as the data collect@n analyzed descriptively and

inferentially, the following are the findings of @dy:

The study revealed a high level of rese product1v1ty among Office Technology
and Management (OTM) lecture \’h&ﬁ lic polytechnics across South West, Nigeria.
It also established that th%%bturers exhibited a high level of adherence to work

ethics as well as @evel of emotional intelligence in the discharge of their

academic rescj\@xities.

Further @ysis indicated that work ethics significantly and positively predicted
r%@l productivity among the lecturers, suggesting that commitment to professional
standards and ethical conduct directly enhances their scholarly output. Similarly,
emotional intelligence was found to be a significant and positive predictor of research
productivity, highlighting the importance of self-awareness, empathy, and effective

interpersonal relationships in fostering academic productivity.
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Moreover, when considered jointly, emotional intelligence and work ethics were both
significant and positive predictors of research productivity. This implies that the
combination of strong ethical standards and emotional competence plays a crucial role
in enhancing the research performance of Office Technology and Management

lecturers in public polytechnics within the region.

5.2. Conclusion

This study examined the influence of work ethics and emotional intellj 'bn the

research productivity of Office Technology and Management ( ecturers in
public polytechnics across South West Nigeria. The ﬁnding d a high level of
research productivity, indicating that OTM lecturers are ly engaged in scholarly

work, contributing meaningfully to academic disco &d institutional development.
Furthermore, the study found a high level of a@ce to work ethics and a high level
of emotional intelligence among the@ers. These attributes are essential for
sustained professional growth, !@‘ne and interpersonal effectiveness within
academic environments. Im@cz?ly, both work ethics and emotional intelligence
were identified as si n@nt and positive predictors of research productivity. This
suggests that lec refS who uphold strong ethical standards and possess high
emotional ar ess and regulation are more likely to engage effectively in research
activi%ﬁdditionally, the study confirmed that the combined effect of emotional
ngence and work ethics significantly influences research productivity. This
integrated finding highlights the need for a balanced development of both affective
and moral competencies to enhance scholarly output in the polytechnic education
sector. In light of these findings, institutions should recognize the strategic value of
fostering both ethical conduct and emotional intelligence among academic staff. Such

efforts will not only strengthen research culture but also improve overall institutional
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performance and reputation. This study contributes to a deeper understanding of the
non-cognitive and ethical dimensions of academic productivity and provides a
foundation for policy interventions aimed at enhancing research output in the

Nigerian polytechnic system.

5.3. Recommendations
As a result of the findings of this study, it is hereby recommended that: *

1. Management of public polytechnics should sustain and build up, Qc‘rrent
research productivity levels by providing continuous a&s 0 research
funding, databases, institutional repositories, and e sponsorships.
Recognizing and rewarding outstanding researc@orts through incentives
and promotions can further motivate lecturegoaaintain high productivity.

2. Institutions should institutionalize etl@:onduct training and orientation
programs for new and existing@COdes of ethics should be regularly
reviewed and reinforc€d™\ thtough monitoring, mentoring, and peer
accountability syster% ensure continued adherence and cultivate a
professional r culture

3. Polytech management and academic boards should organize periodic
wor@s and seminars on emotional intelligence, focusing on self-awareness,

ional regulation, empathy, and interpersonal skills. This will help
\/ lecturers manage academic stress, collaborate effectively, and sustain positive
attitudes toward research.

4. Efforts should be made to integrate work ethics into professional development
and performance evaluation systems. This includes establishing clear
expectations regarding research responsibilities and promoting integrity, time

management, and accountability in research conduct.
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5. Emotional intelligence should be considered a key component in recruitment,
promotion, and leadership development processes. Psychological support
services, coaching, and reflective practices should be made available to help
lecturers manage emotions and improve professional relationships that
contribute to research collaboration and success.

6. Institutions should adopt a holistic capacity-building approach*that
simultaneously addresses both ethical and emotional co ncies.
Leadership development programs should be designed to ugxye ethical,

emotionally intelligent academic leaders who can in model research

excellence within their departments. 0

5.4. Contribution to Knowledge QQ

Conceptually, this study expands the c@ual understanding of research
productivity by integrating affective ( nal intelligence) and behavioral (work
ethics) constructs as critical deten@f of scholarly output. It presents a dual-factor
model in which personal d%:?ne and emotional competence jointly influence
academic productivi .Q@tudy broadens the conceptual framework of academic
performance begﬁaditional metrics (like access to resources or institutional
support) to@:?}x:le psychosocial and ethical dimensions. It also strengthens the idea
that nwb nitive skills are equally essential for fostering academic excellence and
réﬁg;c engagement in polytechnic education. This new conceptual framework is
particularly relevant in highlighting the unique context of vocational and technology-

based disciplines, where both technical expertise and emotional/social regulation are

crucial for academic productivity.

Empirically, the study offers valuable, context-specific data by focusing on Office

Technology and Management lecturers in Nigerian public polytechnics—a group that
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has been underrepresented in prior research. The study provides quantitative evidence
that both work ethics and emotional intelligence are statistically significant and
positive predictors of research productivity. It confirms a combined influence of these
two variables, suggesting a more holistic approach to enhancing academic output.
This empirical validation in a Nigerian polytechnic context adds new data to the
literature, which is often skewed toward university-based or Western-centric st&es.
Therefore, the study contributes localized insights that can inform both @fional

policy and regional academic development strategies. Q/

The study contributes theoretically by supporting an mg established
psychological and behavioral theories in the acaden@er ormance domain: It
reinforces Trait Theory and Personality-Performance meworks which posit that
individual characteristics like ethical disposit%fad emotional regulation influence
work-related outcomes. The findings s@he Self-Determination Theory (SDT)

by showing how intrinsic motivat@oted in ethics and emotional self-awareness)

drives productive scholarly b%g?

It also builds u%@hotlonal Intelligence Theory, providing evidence that
emotionally i .g&ent behaviors correlate with professional effectiveness in
academi sg%s. By confirming that internal factors such as ethics and emotional
inte‘@ce significantly predict research productivity, the study advances theoretical
u}lfstandings of academic motivation and performance in vocational higher

education contexts.
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5.5. Suggested Area of Further Research

1. Further research could investigate whether the influence of work ethics and
emotional intelligence on research productivity holds true for: Lecturers in
other disciplines (such as, Business Administration, Engineering, Education).
Universities and private polytechnics.

2. Future studies could adopt a longitudinal design to track the developm%of
work ethics and emotional intelligence over time and how theables
influence long-term research productivity. &

3. In-depth qualitative research (such as, interviews o groups) could
explore how lecturers perceive and apply ethics and emotional
intelligence in their academic roles. Q

N\
4. Examine how demographic factors (su%%gender, age, years of experience,

academic qualifications) mode@a relationship between work ethics,

emotional intelligence, and ch productivity.

N

%%
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Appendices
Questionnaire
Dear Respondents,

I am a postgraduate student in the above-named Institution researching the title:
“Work Ethics, Emotional Intelligence and Research Productivity among Office
and Technology Management Lecturers in Public Polytechnics, South West,
Nigeria”. Kindly contribute by filling out this questionnaire with your knowledge and
experiences. Please be assured that the information you provide will be treated with
the utmost confidentiality and will be strictly used for research. *

Thanks.

Researcher ’\< D
Instruction: In all the sections, please fill or tick (V) as aEfr$e for each item.

Section A: Demographic profile Q
Name of INSHIULION: . ..oveeeteeeee et AN

Highest educational qualification: HND [ Lbéc.[ ], MSc[ ], Mphil [ ], PhD

[ ]

Age: 20-29[ 1,30-39[ 1, 40-49 [ ] %[ ], 60 and above [ |
Gender: Male [ ], Female [ ] .’\\o

Year of Work experience: bel@@years [ 1,6-10[ ],11-15[ ],16-20[ ],

above 20 years [ ] Q\

Section B: Re@ Productivity

Instructiens: ase indicate the extent to which you agree or disagree with the
follow?g&tements by selecting any of the following options; VH = Very High, H=

Hig ow, and VL = Very Low
S/N | Research Productivity VH | H L VL

Individual Influence

[a—

I find research activities stimulating.

\9)

I am always ready to participate in research
groups.

3| Reviewer’s comments does not discourage me.
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I rarely miss deadline for paper submission.

Institutional Influence

My institution facilitate access to grant for
research activities.

My institution ensures I have enough time for
research.

My institution promotes a culture of research
and innovation.

There are research groups in my institutions
that I can join.

Leadership Influence

I have access to mentoring that encourages me
to do research.

My HOD encourages me to do research.

There are many proficient researchers around ¢
me. D

L 4

I attend seminar and workshops organized bﬁ\‘
my university.

N

\QU'

Section C: Work Ethics

Tick appropriately, your level

Q@ement with statement regarding your emotional

intelligence. Q
AN
S/No | Work Ethics . ’Q\ VH|/H |L |VL
Integrity .\

1 I know that irtegrity is a continuous golden keys to
succ;s’s&f\q ’s work life..

2 I believeMthat one’s work provides the best source of
aghieving uprightness in life.

3 ak the truth even when it will lead to my colleague

' being fired
4 I do not engage in shady work practices

Sense of responsibility

5 I feel a moral obligation to give a full day’s work for a
full day’s pay.

6 I welcome jobs that involve greater responsibility and
challenge as they contribute to my learning and growth.

7 I pay close attention to every detail guiding my work
responsibility.

8 I am able to handle unexpected changes related to my

work

Emphasizes quality
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9 I believe that a job well done is a reward in itself.
10 I believe that a person is known in society by the work
he does.
11 I am client focused in my work activities
12 I discharge my day to day workplace engagement with
emphasis on giving my best.
Self-discipline
13 I consider my occupational career to be one of the most
important activities in my life.
14 Even if I don’t have to work to earn a living, I would
still prefer to continue working. N\
15 I get my job done without having to be reminded. (\‘\
16 I work hard to achieve my goals per time. N\
Sense of teamwork ( N
17 I am clear on my roles and responsibilities and this & -
helps me work together seamlessly with others. SN\
18 I believe that work provides a powerful channel to \)
express one’s knowledge, ability and creativi §
especially in working as a team. (\ i
19 | I collaborate well with colleagues to achieve n
goal.
20

I compromise my opinion sometimes for fg\‘ﬁeneﬁt of
the team

Section D: Emotional intelligence @

Tick appropriately, your level of a

intelligence.

nt with statement regarding your emotional

S/No

N
Self-awareness °© ‘\\%

VH

H

L

VL

21 I am aware of my's{rengths and weaknesses.

22 I understand@\ﬁy emotions affect my thoughts and
behaviors. \

23 I am,aWwdre Of how others perceive me.

24 I an@ to accurately describe my emotions when
asked.

anagement
25 am able to adapt to changing circumstances at work.

26\

I manage my time effectively to meet deadlines.

27

I am self-motivated and stay focused on my goals.

28 I am able to handle unexpected changes without getting
overwhelmed.
Social awareness

29 I understand and empathize with others’ emotions.

30 I can sense the emotional tone of meetings and
discussions.

31 I am aware of organizational dynamics and politics.

32 I respect and consider diverse perspectives and

viewpoints.
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Relationship management

33 I am effective at building and maintaining professional
relationships.

34 I handle conflicts and disagreements constructively.

35 I collaborate well with others on team projects.

36 I am able to influence and persuade others positively.
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Bio-data

A. Personal Data

1. Full Name: Oluwamuyiwa Oluwatobi OLUWAIJI

2. Address: No. 10, Obaruwa Street, Off Ita Opa.

3. Date of Birth: 1% May, 1996, Ode-Remo, Ogun State.

4. Nationality: Nigerian \
5.

Name and Address of Next of Kin: Oluwaji Elizabeth Mo ateway
(ICT) Polytechnic, Saapade, Ogun State

6. Phone: 08139584133,08113476840 0&

7. Email:  pastyl203@gmail.com %
B. Educational Background Q

Educational Institutions Attended with s‘and Qualifications
1. Lead City University, Ibadan. (Masters i

(In view) %Q
n

2. Tai Solarin University of E(lu@, jebu Ode. (Bachelor of Secretarial

ice and Information Management)

Administration)

2014 - 2017 é

3. Ode Remo Hi ol, Ode Remo, Ogun State.
2007 -
C. Work E “%nce with Date

Lecturer
62 1-Till date)

\%%Department of Office Technology and Management, Gateway (ICT)
Polytechnic

Job Descriptions with Dates

¢ Providing academic support to students
e Marking assignments, tests and examinations

e Assisting senior lecturers with data collection and analysis
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e Assisting in curriculum development and course planning

e Supervising undergraduate research project
D. Awards and Fellowships Nill
E. Membership of Fellowship Nill
F. Publications

1. A. O. Lawal, O. A. Oguntuga, O.0. Oluwaji & E.O. Idris "the impact of
treasury single account on public service in Nigeria” Harvard &%:lrch
and Publications International Journal of Innovation ReQrc &
Advanced Studies. 2023. Vol. 20 (No.2). ISSN: 0199-4818. O

G. Major Conferences Attended with Dates &

1. Certificate of participation and paper presenta (@ st International
Conference of the Department of Information agement, Lead City
University, Ibadan, on 17"-20" Februa @ Theme: Navigating the
Future; Innovations in the Field of Inf@n Management.

2. Certificate of participation an ﬁ@ presentation at 1% Combined
Conference of Schools of Man. nt and Business, Financial & Liberal

Studies, Gateway (ICT) P hnic, Saapade, held on 4%-6" June, 2024.

Theme: Digital-Drive nomy; A Panacea for Sustainable Development
in Nigeria. \cj\
3. Certificate of parti€ipation at 1% International Conference of the Faculty of

Comm@ and Information Science, Lead City University, Ibadan,
n™2"-15" February, 2024. Theme: Synergizing Information &

held
@ﬁnicaﬁon Science; As Pathways for Sustainable Development Goals.

é. rtificate of participation at TWO-DAY International Conference on
’b Public Administration & Sustainable Development in Nigeria, Lagos State
\9 University, Ojo, held on 23-24" November, 2022.

H. References

1. MRS. O.A. AKAH

Lecturer: Department of Office Technology and Management,
Gateway ICT Polytechnic, Saapade P.M.B. 540.
Saapade, Ogun State.
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The University Compliance Certification
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