il
UNIVERSITI PUTRA MALAYSIA

RELATIONSHIP BETWEEN HEAD OF DEPARTMENT LEADERSHIP STYLE
AND JOB SATISFACTION AMONG ACADEMICIANS IN NIGERIAN
PUBLIC UNIVERSITIES

OLADIPO KOLAPO SAKIRU

FPP 2013 59




UNIVERSITI PUTRA MALAYSIA
BERILMU BERBAKTI

o
.’E]I]Il‘f.l

]!
RELATIONSHIP BETWEEN HEAD OF DEPARTMENT LEADERSHIP STYLE

AND JOB SATISFACTION AMONG ACADEMICIANS IN NIGERIAN
PUBLIC UNIVERSITIES

By

OLADIPO KOLAPO SAKIRU

Thesis Submitted to the School of Graduate Studies, Universiti Putra Malaysia, in
Fulfillment of the Requirements For the Degree of Master of Science

December 2013



COPYRIGHT

All material contained within the thesis, including without limitation text, logos, icons,
photographs and all other artwork, is copyright material of Universiti Putra Malaysia
unless otherwise stated. Use may be made of any material contained within the thesis for
non-commercial purposes from the copyright holder. Commercial use of material may
only be made with the express, prior, written permission of Universiti Putra Malaysia.

Copyright © Universiti Putra Malaysia



DEDICATION

This thesis is dedicated to my parents, my wife and my children.

i
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By
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December 2013

Chairman: Associate Prof. Jamilah Othman, PhD
Faculty:  Educational Studies

The relationship between head of departments’ leadership styles and job satisfaction
among academicians in Nigerian public universities is an issue of growing importance to
the higher learning institution in their preparation to accomplish their mission to become
a world class university.

An effective leadership style, together with a competent workforce seemed to be a
decisive importance for a university to be able to compete in quality and to go along with
changes. At present, the empirical linkages between the head of department leadership
styles and job satisfaction among acedemicians in Nigerian public universities are not
fully established by past researchers.

Therefore, it is the aim of this study to investigates the relationship between the selected
independent variables, leadership styles (transformational,transactional, lasseir-faire) and
job satisfaction as the dependent variables, determine the common leadership style that is
commonly used by the head of department, determine the significance differences in job
satisfaction and each demographic variables, (age, gender and academic qualifications)
and finally determined the predictor variable (leadership styles) on job satisfaction. The
research design was descriptive correlational study and data were collected employing
questionnaires. The study utilized simple random sampling methods to select 217 lecturers
with the response rate of 91.7% from the population of Nigerian lecturers studying at three
research universities in Malaysia.

The findings showed that lecturers job satisfaction is high and also the descriptive
statistics revealed that the most commonly used leadership styles among the head of
department of Nigeria public university is transformational leadership styles, with the
highest mean of 3.9032. One Way Anova revealed that there was no significance
difference between lecturers job satisfaction and the demographic variables tested in this
study (gender, age and educational qualifications). The result obtained from the
correlational analyses revealed that there is a significant relationship between leadership
styles of the head of department and lecturers job satisfaction in public universities in
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Nigeria. The result of the multiple regression analysis at 0.05 levels of significant showed
that transactional leadership style is the most predictors of job satisfaction. It explains
15.7% of the variance in job satisfaction of the lecturers. The present study contributes
useful information for educational leaders and researchers in the field of human resource
development.
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Abstrak tesis ini dikemukakan kepada Senat Universiti Putra Malaysia sebagai
memenuhi keperluan untuk ijazah Master Sains

HUBUNGAN ANTARA KETUA GAYA KEPIMPINAN JABATAN DAN
KEPUASAN KERJA DIKALANGAN AHLI-AHLI AKADEMIK DI
UNIVERSITI AWAM NIGERIA

Oleh
OLADIPO KOLAPO SAKIRU
Disember 2013

Pengerusi :  Prof Madya Jamilah Othman, Ph.D
Fakulti : Pengajian Pendidikan

Kajian berkaitan hubungan antara gaya kepimpinan ketua jabatan dan kerja di kalangan
penayarah di universiti awam Nigeria merupakan satu isu yang penting kepada sesebuah
institusi pembelajaran dalam persediaan mereka mencapai misi untuk menjadi universiti
bertaraf dunia.

Gaya kepimpinan yang efektif beserta tenaga kerja yang kompeten dilihat sangat penting
kepada sesebuah universiti bagi membolehkan ia mampu bersaing mencapai kualiti dan
menerajui perubahan. Pada masa kini, hubungan empirik antara gaya kepimpinan ketua
jabatan dan kepuasan kerja di kalangan pensyarah universiti awam Nigeria tidak dikaji
sepenuhnya oleh penyelidik terdahulu.

Oleh yang demikian, matlamat kajian ini ialah untuk mengkaji perhubungan antara gaya
kepimpinan (transformational,transactional, lasseir-faire) sebagai pembolehubah bebas
yang dipilih dan kepuasan kerja sebagai pembolehubah bersandar, mengenalpasti gaya
kepimpinan yang menjadi kebiasaan yang dipraktikkan oleh ketua jabatan, mengenalpasti
perbezaan yang signifikan dalam kepuasan kerja dengan setiap satu pembolehubah
demografi (umur, jantina dan kelayakan akademik) dan yang terakhir ialah untuk
mengenalpasti pembolehubah ramalan (gaya kepimpinan) terhadap kepuasan kerja.

Kajian ini merupakan satu kajian kolerasi deskriptif dan data diperolehi melalui soal
selidik. Kajian ini menggunakan kaedah bersusun lapis dan persampelan rawak mudah
terhadap 217 orang pensyarah dengan peratusan maklumbalas sebanyak 91.7% daripada
populasi pensyarah dari Nigeria yang sedang menyambung pengajian di tiga universiti
penyelidikan di Malaysia.

Hasil kajian menunjukkan bahawa tahap kepuasan kerja di kalangan pensyarah adalah
tinggi dan statistik deskriptif mendedahkan bahawa gaya kepimpinan yang menjadi
kebiasaan yang dipraktikkan oleh ketua jabatan di universiti awam di Nigeria ialah gaya
kepimpinan transformational, dengan min tertinggi ialah 3.9032. Anova sechala
menunjukkan bahawa tiada perbezaan yang signifikan antara kepuasan kerja di kalangan



pensyarah dengan pembolehubah demografi yang diuji dalam kajian ini ( jantina, umur
dan kelayakan akademik). Hasil kajian yang diperolehi melalui analisis kolerasi
menunjukkan ada hubungan yang signifikan antara gaya kepimpinan ketua jabatan dan
kepuasan kerja pensyarah di universiti awam di Nigeria. Keputusan daripada analisis
regresi pelbagai pada tahap signifikan 0.05 menunjukkan bahawa gaya kepimpinan
transactional merupakan kepimpinan ramalan terhadap kepuasan kerja di kalangan
pensyarah. la menjelaskan 15.7% daripada varian dalam kepuasan kerja di kalangan
pensyarah.

Kajian ini dapat menyumbang informasi berguna kepada pemimpin dalam bidang
pendidikan dan penyelidik di dalam bidang pembangunan sumber manusia.
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CHAPTER 1

INTRODUCTION

1.1 Background of the study

The impact of leadership was initially investigated in the 1920's with studies using surveys
confirming that favorable attitudes toward supervision assisted to attain worker job
satisfaction (Bass, 1990). Several studies were carried out throughout the 1950s and 1960s
to research how managers can use their leadership actions to improve the employees’
degree of job satisfaction (Northouse, 2004). These studies confirmed the value of
leadership for making variations in employees’ job satisfaction (Bass, 1990). In addition,
Yousef, (2000) demonstrated that leadership behavior was positively associated with job
satisfaction and for that reason managers required to adopt appropriate leadership
behavior to be able to improve it. Leadership style affects a variety of factors for example
job satisfaction, performance, turnover intention, and stress (Chen and Silverthorne, 2005)
and thus lead to organizational success (Rad and Yarmohammadian, 2006). Y ousef (2000)
contended that ideas developed and examined in Western organizations continue to be
valid for non-Western nations. Hence, the functional impact of leadership style on job
satisfaction doesn't differ between west and east and could be considered a key point
within the failure or success associated with an organization (Lok and Crawford, 2004).

Organizations that have goals to achieve would require satisfied and happy staff in her
workforce (Oshagbemi and Gill, 2000). Importantly is the fact that for any university to
take off and achieve its strategic goals would strongly depend on her capacity to attract,
retain and maintain competent and satisfied staff in its employment. The university being
an institution of higher learning that provides manpower needs to advance national
development through both the public and private sector must itself be capable of ensuring
adequate manpower planning and development she could therefore not afford to neglect
need and the essentials of workforce satisfaction.

The relevance of university education to the economic, industrial and technological
development of Nigeria and other countries of the world cannot be overemphasized.
Higher education institutions in recent times are viewed as agents of social change and
development. They are role models of innovation and change and they are expected to
play a critical role in promoting sustainable economic, social and cultural development.
They are the major drivers of economic knowledge-driven global economy. Thus, the
universities as higher institutions are established to accomplish specified objectives. The
Federal Republic of Nigeria (FRN, 2004) articulates the objectives of higher education to
include the contribution to national development through relevant manpower training, the
acquisition, development and inculcation of proper values for the development of
intellectual capability of individuals to understand and appreciate the local and external
environments.



Against this background, University lecturers are currently facing many challenges in the
form of inadequate infrastructure, lack of enabling research environment, disparity in
salary and allowances, inconsistent policy implementation between Federal and State
governments may well affect their levels of job satisfaction. In fact some of these
academics again are of the opinion that communication and decision-making problems
exist in their institutions because the leaders take certain decisions without involving them
which in turn creates additional negative work environment. In addition to the above, the
researcher also observed that unhappiness results from academics® job structure and
compensation ranging from lack of feedback regarding personnel evaluation reports,
management emphasis on particular leadership style, workload, lack of support from
superior in terms of mentoring to salary package which further increased job
dissatisfaction among employees. The above raises concern regarding the attitudes of
educators towards their work and their levels of job satisfaction (Oshagbemi, 2004).

Despite of the stipulations above, research by (Aluede, 2000) shows that many Nigerian
universities are finding it increasingly difficult to achieve the highlighted goals and
objectives basically because of the many attendant issues that they are made to face. These
issues are largely due to the problems of leadership, many of the tertiary institution in
Nigeria are being faced with this problem of leadership, that there are no effective leaders,
to see to proper govern of the school (Sari and Judge, 2004). Presently in Nigeria, higher
learning institutions are demanding a restructuring of the educational system in order to
meet new world developments. To attain such development and to be able to face the
challenges, educational settings are now calling for high quality leadership with the
administration and management skills. In the light of this, universities are required to be
ruled effectively and efficiently by the vice chancellors, while faculties need to be
administered competently by deans and heads of departments in order to adapt to the
changes and effect continuous improvement. The universities and faculties would find it
imperative to stimulate their staff to employ and capitalize on their skills and capacities
effectively. It is also the duty to investigate and encourage their staff to be more productive
for the sake of the university's development (Aluede, 2000).

One might begin by asking if there are any institutional factors which more or less cause
certain categories of lecturers to demonstrate a poor attitude to work and others a positive
one. One such factor may not be too far from the type of leadership that exists in the school
(Oshagbemi,2004). Leadership is one of the basic and most important needs of each
organization. It is often considered as the solution to most organizational problems (Daft
and Marcic, 2006). It can direct human resources toward the strategic objectives of the
organization and ensure that organizational functions are aligned with the external
environment (Zaccaro, 2001). Moreover, effective leaders are able to predict the future
probabilities and design choice strategies to satisfy uncertainties (Raiz and Haider, 2000).
They can lead organizations to success by paying more attention to environmental
changes, which in turn helps them set proper goals and objectives. One of the essential
factors contributing to leadership effectiveness is the style of a leader. It is among the
important components of a leader’s leadership situation (Hersey, Blanchard and Johnson,
2001), which can cause success in organizations.



Many studies have been done to account for factors that affect job satisfaction. Among
the factors is job autonomy, working environment and leadership styles. (Karim,2008)
broadly categorized the factors into work and work related variables. Due to its
importance, many research have been done pertaining to job satisfaction in various
professions such as the library (Karim, 2008), construction (Jaafar, 2006) and education
(Chimanikire, Gadzirayi, Muzondo and Mutandwa, 2007). Worthy of note is that none of
these researches have focused on leadership styles of head of department and job
satisfaction among the university lecturers in Nigeria. In fact, from 1996 till date, the work
of Oshagbemi focused on UK and Malaysia University lecturer (Oshagbemi and Gill,
2004). Despite this scattered effort on leadership styles and job satisfaction among
academic staff in the UK and Malaysia, there is a dearth of research on the subject interest
in Nigeria, importantly in relation to their head of department leadership styles and their
lecturers job satisfaction, hence, why this study is considered necessary at this time.

It is based on this above scenario that this research seeks to study the leadership styles of
the head of department and job satisfactions among Nigeria universities lecturers, in order
to keep the lecturers on their job and also contribute to the vision of the country in
achieving a vibrant university education system. One of the factors that influence job
satisfaction that researchers have worked extensively worked on in the literature is
leadership styles (Lussier, 2009).

1.1.1 The role of lecturers in universities

Lecturers are the heart of educational institutions in which all instructional process
concentrates on. They are key players in the education system. They also play critical roles
in advancing economic and technological development through educating human
resources (Awang, Z.A, Asghar and Subari, 2010).To achieve educational goals, lecturers
can design and formulate curriculum, perform teaching -learning activities and also have
interaction in acedemics studies, be a part of academic and community service activities,
preserve a high level of institutional standards and be active in teaching —learning
strategies in the classroom with students.

Lecturers not only have to give lecturer, they are also expected to provide professional
consultations, conduct academic research, publish their findings so that the community
could benefit and be committed to the goals,values,vision and mission of the tertiary
institutions in Nigeria. To do this, they also need to keep up with new knowledge, new
technologies and new techniques in order deliver the best to their students (Awang, 2010).
In addition studies have shown that employees who are highly satisfied will stay longer
and perform their job better.

However, School leaders need to provide in-school working conditions in which lectures
could grow professionally, and create a work environment that could sustain lecturer's job
satisfaction (Chen, 2005). Smith et al., (2002) argued that working conditions affect the
degree to which lecturers are actively committed to and engaged in lecturing. Thus, to
guarantee that the lecturers are able and willing to carry out their tasks successfully,
administrators well as the management needs to know and understand the factor that



affects lecturers job satisfaction and subsequently shed some light on the job satisfaction
level.

1.1.2 Importance of job satisfaction in higher learning institutions

As the public university in Nigeria are moving towards a refined university there is a need
to improve the lecturers job satisfaction for the objectives to be met. In order to be
successful in a global environment, public universities have to continually upgrade the
skills and knowledge of their employees and use the latest ideas, an organization has to
stay ahead of the latest development in human resource development (Awang,et al, 2010).
University's employee are human beings and they are not factors of production, leading
them and /or inspiring them requires “people —skills’’ as well as to connect emotionally
and intellectually at the same time. It became increasing clear that people are our greatest
assets and economic future rate more and more on the quality of the workforce.

The challenges of Nigerian public universities are to train, develop and empower a new
generation of employees as well as re-equip existing employee with the mindset, skills
and tools that will help them to facilitate the emergence of employee who can continually
perform at a standard university. This is in line with the government objectives to enable
the nation education to achieve a standard university., meeting this expectation is longtime
objectives. Therefore Nigerian public universities need to emphasize the significance of
their staff satisfaction first, to ensure that the objectives are met.

1.1.3 Limitation of past studies on leadership styles and job satisfaction

A thorough literature search was conducted to examine the existing research on leadership
styles and job satisfaction before the research framework of this study was outlined. The
research reviewed that studies on leadership styles and job satisfaction have been
extensively conducted by previous researchers in non-higher learning institution settings
and only a few of the higher learning institutions in Nigeria, but none has been done on
regarding the head of department leadership styles and lecturers job satisfaction in
universities in Nigeria. The extensive exploration of the leadership styles and job
satisfaction issues on a worldwide scale provided clear evidence that leadership styles and
job satisfaction was a topic that has increased public and professional service. However,
an in-depth examination of past studies on leadership styles and job satisfaction reviewed
many research limitations in these studies.

These researchers gave recognition of their own limitation to assist future researchers and
practitioners when conducting new research in the field. In fact, it was this research
limitation that provided the impetus to investigate further in the leadership styles and job
satisfaction issues. It is the aim of this study to contribute significantly to address this
knowledge gap as well as to contribute to the established knowledge in this field.

Moreover, previous researches in leadership styles and job satisfaction have not yet
incorporated it into the head of department leadership styles and job satisfaction among
lecturers in Nigerian universities. Therefore there is a need for further research in this area.



1.2 Statement of the problem

In this changing and challenging world, where knowledge based economy is craving more
intellectual property, higher education plays a paramount role. The significance of higher
education for the development of any nation, developed and developing, was clearly spelt
out in the large body of literature. More than ever before, universities, as they attempt to
meet the human resource demands from various sectors (industries, education etc), are
currently facing multiple challenges from different perspectives as well as continual
environmental change. At the same time, universities have been asked to reexamine their
roles in nation building. In this context, effective leadership is a key issue.

In today’s world of knowledge based economy, universities are recognized as major actors
in economic development and growth. In order to play their role successfully, they need
to have an effective academic leadership. This involves the higher, middle and lower level
leaders. University leaders, especially department heads, have the potential to direct
members of a particular culture toward change. In countries like Nigeria, where higher
education institutions are expected to address the multifaceted societal problems, it is
increasingly important to study the leadership styles of the institutions, in general, and
their department heads’ in particular, as these factors are major determinants of success in
achieving goals.

The large body of literature existing on leadership is mainly the experience of Western
countries (Oshagbemi, 2004). Comparatively, fewer or no researches on leadership have
been undertaken in the context of higher education institutions in developing countries
like Nigeria. Similarly, Gmelch (2002a) indicated that even though department chairs
have a significant impact on higher education’s current and future state, they may be the
least studied and most misunderstood management position anywhere in the world.
Hence, there is lack of knowledge on the leadership styles of academic leaders in the
university, in general, and department heads, in particular (Platsidou & Diamantopoulou,
2009). Despite the universal acceptance of the fact that the success of university rested
partly on academic leadership of the university at different levels, there is to the best of
the researchers’ knowledge-no empirically designed systematic study on leadership styles
of department heads of universities in Nigeria, in particular.

Therefore, based on this background that the researcher was motivated to find out the
level of job satisfaction of lecturers’ based on the styles of leadership of their various
heads of department in the universities and to also determines the relationship between
the two variables.

1.3 Objectives of the study

This study thus aims to explore the relationship between the leadership styles of head of
department and job satisfaction of lecturers in Nigeria public universities.
While the specific objectives are to-

1) Determine the level of job satisfaction among lecturers in Nigeria public
universities based on their head of department leadership styles.
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2) Determine the leadership styles commonly practiced by the head of department of
Nigeria public universities.

3) Examine the relationship between the head of department leadership styles and
lecturers job satisfaction in Nigeria public universities.

4) Examine the significant different between the demographic variables and job
satisfaction among the lecturers in Nigeria public universities

5) Examine the significant difference predictor of transformation, transaction, lassier
faire, and job satisfaction.

1.4 Research hypothesis

To answer the following research objectives the following hypotheses were formulated;

1) HA: There is a relationship between the head of department leadership styles and
lecturers job satisfaction in Nigeria public universities.

2) HA: There is a difference between job satisfaction of lecturers based on age.

3) HA: There is a difference between job satisfaction of lecturers based on
educational qualification.

4) HA: There is a difference between job satisfaction of lecturers based on gender.

5) HA: Transformational, transactional and lesser-their leadership style will predict
the variance in lecturers job satisfaction.

1.5 Significance of the study

Human resource utilization is the core and most vital task in every organization, it is
necessary for the head of department to understand the lecturer’s job satisfaction in the
universities. Thus, helping them to perform effectively, efficiently and economically. The
findings in this study will no doubt address this problem.

The findings of the research would, first of all, enlighten the university's management on
the level of job satisfaction among lecturers of Nigerian public universities. On top of that,
it would provide valuable information to the management in understanding the factors that
affect job satisfaction. As job Satisfaction has often been perceived as an important
contributor to job performance and work commitment level, it is of utmost important that
the management knows and understands these factors. This would assist the management
in creating a conducive working environment so as to increase job Satisfaction, among the
Nigerian lecturers.

This study was thus; motivated by the fact that though many empirical studies had
unearthed the positive association of leadership styles with job satisfaction. This field has
received more empirical scrutiny than other leadership theories and therefore matured to
yield sufficient evidence for analysis.

From a theoretical standpoint, this study will bridge the gap in the lack of leadership
studies at the higher education level in Nigeria and add on to the limited study in the
developing world particularly Africa as well as providing insights for researchers in the
field of educational leadership. Although the study may not be a solution for faculty job
satisfaction, it is presumed that the recommendations might help to reinvigorate lecturers
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‘satisfaction with their work in the universities. This will also enhance leadership
behaviors towards staff in promoting a congenial school environment leading to
maximized input, which might be expressed in commitment to duty and enhanced student
achievement. It might also provide specific rudiments to foster developmental growth of
teachers.

Currently, there is insufficient information or literature relating to the leadership styles of
head of department and job satisfactions of lecturers in public universities in Nigeria.
Oshagbemi, (2004) report that extensive research on leadership styles has focused on
leaders in upper organizational levels alone, Therefore, this study hopes to shed some
valuable insights on the leadership styles practiced by the head of the department of public
university in Nigeria.

This study is expected to contribute to the body of knowledge of the leadership style of
the head of department and job satisfaction among the lecturers in Nigeria public
universities, this study have been based on prior assumptions of people’s expectation.
However, this research could be used as existing scientific evidence for future and
continuing studies. In this manner the study could be an integral part of the organizations
settings.

Practically, the study will be useful for the Nigerian university commission (NUC) as it
will help in a very good way, in knowing important of leadership styles in job satisfaction
in an academic environment. It will also assist the government in making adequate policies
that will make the academic environment suitable for lecturers and students.

In addition to this, this study will spell out many of the complexities differences, and
difficulties associated with leadership styles of head of department and lecturers job
satisfactions in public universities in Nigeria.Also these findings will shed more light on
psychological factors that predict job satisfaction and to provide guidelines for the head
of department on leadership styles that brings best job satisfaction for the lecturers.

The suggestions emerging from the findings of this study will help education managers,
planners, policy makers and administrators in solving related problems. This will provide
managerial inputs necessary for decision making on issues related to staff performance,
which will in turn enhance teaching and learning. The findings will be useful to those
whose formulate policy and strategies for the universities setting in Nigeria (NUC). It will
also serve as the foundation for further studies in this field of study.

Finally, based on the findings, the study can contribute to the body of literature due to the
unique of the following aspect of the study, which is to examine the relationship between
the leadership styles of head of department and job satisfaction among the lecturers of
public universities in Nigeria.

1.6 Scope and limitations of the study

The study mainly focuses on Leadership styles and job’s satisfactions among the head of
department and lecturers of Nigeria public universities. The study covered the leadership

7



styles and job satisfactions. The need for the study was motivated due to the fact that
organizations are operating in increasing complex environments, the attempt by them to
align mission and vision, goals and strategies with the external environment compel them
to seek for competent leaders who can create an environment for effective learning within
the organization.

The total number of the population, which is the lecturers from Nigeria public universities,
cannot be sufficient for a comprehensive study, for example, there are also many lecturers
also in the private universities in Nigeria. This may limit the generalization of the findings.
The availability of man working hour, time, and finance may also limit the scope of the
study being extended to cover a larger number of populations and respondents.

1.7 Definitions of terms

Transformational leadership: This means the ability of leaders to transform or change
followers towards achieving the organizational aims and objectives. It is also the ability
to influence employee’s attitudes, beliefs, values and behavior by working with them and
through them to accomplish the organizational aims and objectives.

Job satisfaction: A pleasure able or positive emotional state resulting from the appraisal
of one job or experiences.

Transactional leadership: This means a way of a leader in defining the performance of
employees and gathering on what is expected from him/her. It really involves and
exchange between the leaders and the followers.

Leadership styles:it refers to the skills and behavior’s leaders’ use as they interact with
the followers with the aim of achieving organizational aim and objectives.

Laissez-faire: laissez-faire leadership is extremely passive as compared to the
transformation and transactional leadership. It leaders avoid decision making and
supervisory responsibility.

Leadership: leadership is the process whereby one individual influences other group
members towards the attainment of defined group or organizational aims and objectives.

Head of department: The officially designated leader of an academic department in a
college or university. According to Leaming (1998), department chairpersons serve as
chief administrators for the department and represent the interests of the department to
upper administration, to the dean, and to their faculty and students.

Lecturers: It generally denotes academic experts in the university, who teach full- or part-
time but who have few or no research responsibilities within the institution where they
teach.



1.8 Summary

This chapter presented a general overview of job satisfaction in the universities in Nigeria,
study context, research problem, objectives and hypothesis. The issue of job satisfaction
has fascinated human resource developers as a key factor of continuous and sustainable
development in the institutions. The study of the relationship between leadership styles of
head of department and job satisfaction among lecturer of Nigeria universities as the
context of the study through four general objectives associated with four research
hypothesis. Some significances, limitations and definition of terms were also discussed
and defined.
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APPENDICES

RELATIONSHIP BETWEEN HEAD OF DEPARTMENT LEADERSHIP
STYLES AND LECTURERS JOB SATISFACTIONS IN NIGERIAN PUBLIC
UNIVERSITIES

Dear Lecturers;

I am a Master of science candidate studying Human Resource Development at the
Universiti Putra Malaysia. You are invited to participate in a research study relationship
between head of department leadership styles and lecturers job satisfactions in nigerian
public universities. This questionnaire consists of three parts, namely:

Section 1: Demographic Information
Section 2: Leadership styles

Section 3: Job satisfaction

Section 1: Demographic Information

1) Gender: MaleE Female D

2) Marital status : SingIeD Married E Divorced E
3) Religion 4 Islam : Christianity :

4) ABE : e

5) Educational qualification : Bachelor Master PhD

6) Name of your university in Nigeria ..o s v et
7) Academic / Administration position held at your university in Nigeria
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Section 2: Head of department leadership styles.

The following questions are designed to examine the leadership styles of the head of your
department at your university in Nigeria

Please answer the following questions by ticking in the space provided the following rating:

1) Strongly Disagree
2) Disagree

3) No option

4) Agree

5) Strongly Agree

Item Description Strongly | Disagree | No Agree | Strongl
disagree option y agree

7 | The head of department (HOD)
makes me feel good to be
around him/her.

8 | I have a complete faith in my
head of department because of
the good ways he/she manages
the department.

9 | The head of department makes

me feel proud to be associated
with him/her.

10 | The head of department
inspires and encourages
lecturers to aim high in our
teaching job and in life.

11 | The head of department gives
me a sense of overall meaning
and satisfaction in my teaching
job.

12 | The head of department sets a

vision and future direction that
we may be able to accomplish

and achieve if we work hard.

13 | The head of department has
provided me with new ways of
looking at things which I did
not understand before my
teaching job.

14 | The head of department has
challenged my ideas and have
made me change some ideas
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which I had never questioned
before.

15

The head of department helps
me to think and solve old
problems in new and
alternatives ways.

16

The head of department gives
personal attention to lecturers
who look neglected, lonely and
keeps away from the company
of other lecturers

17

The head of department shows
his/her satisfaction with me
when I met required standard of
good work.

18

I get credit and praise from the
head of department for a job
well done.

19

My head of department tells me
what to do to be rewarded in
my job.

20

I get rewarded by my head of
department, whenever [
performed a specific task.

21

My head of department
expressed satisfaction when
expectation is met.

22

My head of department called
the attention of lecturers about
the reward for a job well done.

23

My head of department pays
attention only on mistakes,
complains and failures.

24

My head of department is
contented with my old ways of
working in the same manner
always.

25

My head of department is
always ok, with whatever I
want to do.

26

My head of department tells me
the standards to follow in
carrying out my job.

27

My head of department does
not ask me any things, other
than what is absolutely
essential to my job.
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1) To what extent do you agree or disagree with the following statements that
reflect the extent of your satisfaction with your job as a lecturer. (1. Strongly
Disagree, 2. Disagree, 3. No option, 4. Agree, 5. Strongly Disagree).

28 | There is really too little chance for
promotion on my job.

29 | The job I am doing provides me the chance
to work independently

30 | The job provides me with the chance to do
different school activities from time to
time, apart from teaching job

31 | The teaching job provides me with a
chance to get recognition from the
community

32 | I like the job because of the way the head
of department treats me with respect.

33 | I like the job because of the ability of the
head of department in making good
decisions

34 | The teaching job I am doing puts me in a
situation where I have to do things that are
against my will and wish.

35 | Many of the rules and procedures make it
difficult to do a good job.

36 | My head of department is quite competent
in doing his/her job

37 | I like the job because of the way my head
of department relates with the staff.

38 | I like the teaching job because of the way
in which school rules and regulations are
followed and obeyed in our department.

39 | The teaching job gives me the chance to
teach subjects that demand me to use my
abilities

40 | When I do a good job, I receive the
recognition from my HOD.

41 | The teaching job provides a chance for
professional growth on the job.

42 | The teaching job gives me the freedom to
make my own judgment and decisions in
my work.
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43

The teaching job provides with a chance to
try my own style of teaching in the
classroom

44

The teaching job gives me a chance to try
my own methods of teaching in the
classroom.

45

The general physical, social and teaching
conditions in the department are good.
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