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The problem with which this study is concerned is to 

determine the relationship between the motivations to work 

for Nigerian lecturers and their perceptions of their aca-

demic organizational climate. The related purposes of the 

study are to determine the motivations to work for Nigerian 

lecturers, their perceptions of the academic organizational 

climate in which they work, and the relationships that exist 

between motivations and type of organizational climate. 

The respondents to this study are 252 lecturers at three 

Nigerian universities. Two survey instruments were used, 

which are the Organizational Climate Description Question-

naire and the Educational Work Components Study questionnaire. 

The data were analyzed using frequency, means, one-way 

analysis of variance, and the t test for two independent 

groups. 

From the analyses of data, the following conclusions 

appear to be warranted. 

1. Based upon responses from this study, it is diffi-

cult to determine a discernible pattern in the academic 

organizational climate of Nigerian universities. 



2. The way in which respondents view their academic 

organizational climate (open or closed) appears to be un-

affected by intrinsic work motivation factors (opportunities 

for creativity, responsibility, competition, and accomplish-

ment; excessive or temporary work loads). 

3. The way in which respondents view their academic 

organizational climate (open or closed) appears to be af-

fected by extrinsic work motivation factors (physical 

surroundings and working cono.itions; . 

4. It appears that the organizational climate of 

Nigerian universities is not conducive to rewarding the 

individual meritorious accomplishments of their lecturers. 
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CHAPTER I 

INTRODUCTION 

Motivation to work depends partly upon what job char-

acteristics the individual considers desirable. Addi-

tionally, some human behaviorists believe that differences 

in the level of job performance in organizations may be 

contingent upon the types of organizational climates char-

acterizing the working environment. Hellriegel and Slocum 

view organizational climate as a set of attitudes about a 

particular organization and its subsystems. This set of 

attitudes may be induced from the way that organization 

and its subsystems deal with their members and environ-

ment (8, p. 256). It is proper to assume that the highest 

motivation to work is present when the job characteristics 

one desires and the perceived organizational climate match 

each other. 

Halpin and Croft, in their 1962 study "The Organiza-

tional Climate of Schools," established six categories of 

organizational climates along a continuum ranging from 

"open" to "closed" (6, p. 63). Halpin, the principal 

investigator, describes open schools as those in which 

teachers work well together, are not burdened by busy-

work, and experience considerable job satisfaction. 



He asserts that administrators in open schools serve as 

facilitators, models, and leaders. Their behavior is an 

appropriate integration of personality characteristics and 

professional role requirements (5, p. 458). At the other 

extreme, Halpin reports that teachers in closed schools ob-

tain little satisfaction from task achievement. Their so-

cial needs go unmet. Teachers in such schools tend to be 

disengaged; they have difficulty working together. The ad-

ministrator, according to Halpin, is aloof and impersonal, 

not inclined to seek the welfare of teachers (5, pp. 180-181). 

These important findings of Halpin and Croft about 

working environments are analogous to McGregor's work 

motivation theories. McGregor classifies as Theory X the 

traditional concept that people are passive, that they dis-

like work, avoid responsibility, and are dependent upon the 

whims of management. Theory Y, on the other hand, asserts 

that this traditional assumption of man is not necessarily 

true. Under favorable working conditions the average human 

being is likely to be active and independent, love to work, 

and learn not only to accept but also to seek responsi-

bility (9, pp. 225-228). 

In essence, the application of Theory Y specifies the 

creation of a working environment that provides guidance 

and arranges organizational conditions. Under these con-

ditions, people can achieve their own goals by directing 



their efforts toward attainment of the organization's ob-

jectives. Workers in a given organization will naturally 

tend to view their organizational climate as different from 

that of other contemporary organizations. Carlisle's 

thinking seems to agree with this assertion by indicating 

that, to be successful in today's environment, organizations 

need to become as skillful in managing their external rela-

tionships as they are in their internal ones (2). 

According to most experts, the primary responsibili-

ties of colleges and universities to society are teaching, 

research, and service. The tasks related to these three 

prominent institutional goals cannot be properly executed in 

an undesirable atmosphere. Similarly, the attainment of 

these objectives is hindered if academic organizations do 

not adopt systems of having faculty with appropriate levels 

of talents and skills in the right job at the right time, 

performing the right activities in the right environment. 

Unlike most industrial organizations, universities, 

particularly in the developing societies today, are be-

coming more performance-oriented than employee satisfaction-

oriented. William Glueck attempts to represent employee 

performance by the following formula: "Human performance = 

ability x motivation" (4, p. 50). Most management ex-

perts have found that managers overemphasize the ability 

side of the equation. That is, managers too quickly at-

tribute failure to lack of ability. This notion is not 



limited to industrial organizations; it is common, too, in 

institutions of higher learning. Contrary to this view, 

Glueck believes that failure is often the result of lack 

of motivation (4, p. 50). A person who is somewhat de-

ficient in ability can compensate for his deficiency through 

higher motivation leading to hard work. Maslow has ex-

tended his theory of motivation to emphasize the importance 

of providing an organizational environment in which an in-

dividual can achieve maximum "self-actualization" (11, p. 8). 

The fact that there are significant differences in 

the levels of employees' job performance in their respec-

tive organizations cannot be disputed. This assertion, 

however, in argumentive terms, raises a question. To 

what can be attributed the differences among academic 

staffs in job performance and their overall contributions 

to the educational organizations in which they are employed? 

Differences in performance among people doing the same kind 

of work, according to Vroom and Acci, are reflections of 

differences in ability and motivation (16, p. 56). These 

two factors, skills and levels of motivation, are critical 

to organizational efficiency, effectiveness, and improved 

job performance. 

Lytle asserts that a traumatic personnel shake-up in 

the Philadelphia schools provides evidence indicating 

that teachers prefer to work in schools which provide an 

organizational framework allowing them autonomy and the 



opportunity to obtain psychic rewards even though such 

conditions require more effort (10, p. 700). Concerning 

Nigerian universities today, Olaniyan asserts that com-

plexities embodied in the administration and management 

of these universities make the experience of students and 

lecturers painstaking ones. He indicates that the "ivory 

tower" concept in the Nigerian academic situation has 

undergone some great changes in recent years (12, p. 9). 

Further observations of Nigerian academic organizations 

reveal the working environment on today's university cam-

puses as having changed dramatically from what it was in 

the past. In order to provide creative, constructive, 

satisfying, and productive work situations among univer-

sity lecturers, it is necessary that their working environ-

ment improve so as to satisfy their social and emotional 

needs. 

This study, therefore, seeks to identify the current 

perceptions of lecturers regarding the types of academic 

organizational climate in which they work. In addition, 

this study seeks to relate these perceptions to differences 

in motivation to work. Such evidence may provide more 

understanding of the impact of organizational climate 

upon work motivation. 



Statement of the Problem 

The problem of this study is to determine the rela-

tionship between Nigerian lecturers' work motivation and 

their perceptions of their organizational climates. 

Purposes of the Study 

The purposes of this study are as follows; 

1. To determine Nigerian university lecturers' 

work motivation; 

2. To determine Nigerian university lecturers' 

perceptions of the academic organizational climate in 

which they worked; 

3. To determine the relationship between work moti-

vation and perceived organizational climate; 

4. To discuss the results of the foregoing in terms 

of actual and potential significance for job performance, 

faculty morale, and academic organizational climate in 

Nigerian universities. 

Research Question 

Considering the problem and purposes of this study, 

the following research question is used. 

What is the relationship existing between the follow-

ing motivational factors and lecturers' perceptions of 

academic organizational climate? 



1. The desirability of a job which provides oppor-

tunities for creativity and responsibility and which 

stresses individual ability. 

2. Whether an individual seeks job situations where 

the salary is determined by merit, the competition is 

strong, and accomplishment is emphasized. 

3. Attitudes toward job situations in which work 

loads may be extreme or excessive. 

4. The respondent's wish for security, including 

well-defined guidelines for promotion and job routines. 

5. A person's willingness to perform interesting 

work despite the fact that the job might be a temporary one. 

6. The individual's concern with the general aspects 

of the job. 

Background and Significance of the 
Study in Nigeria 

The traditional academic setting pervading organizational 

climates in universities in most advanced countries also char-

acterizes the premier universities in Nigeria in their early 

years of establishment. The first university in Nigeria, the 

University of Ibadan, strictly patterned after the British 

university, was established as a University College in Jan-

uary, 1948 (3, p. 1716). At the time of this study, seven-

teen universities were located in the major cities and 

states of Nigeria to provide educational facilities 



throughout the country (15, p. 8). The six oldest of 

the universities are the University of Ibadan (UI), in 

Ibadan in Oyo State; the University of Nigeria (UN), in 

Nsukka in Anabra State; Ahmadu Bello University (ABU), 

in Zaria in Kaduna State; the University of Ife (UNIFE), 

in Ile-Ife in Oyo State; the University of Lagos (UNILAG), 

in Lagos in Lagos State; and the University of Benin 

(UNIBIN), in Benin City in Bendel State (3, pp. 1766-

1767; see Appendix A). 

These universities were originally established as 

autonomous institutions by a state or the federal govern-

ment of Nigeria. By military government decrees in recent 

years, all these universities have now been taken over 

by the federal government for funding, management, and 

control. Along with equalizing wages, salaries, and 

other conditions of service of university personnel with 

those of their counterparts in the civil service, direc-

tives designed to make all institutions alike came from 

the federal government Cabinet Office directly to all 

university administrators. To ensure effective communi-

cation between the federal government and these univer-

sities , a body known as the National Universities Commis-

sion (NUC) has been established as a liaison. The NUC 

also established Nigerian Universities Offices in many 

parts of the world, including one in Washington, D.C. 

(15, p. 1). 



Recently, according to some observers, less desirable 

interactions between the government and academic community 

apparently have pervaded the academic atmosphere of higher 

education institutions (7, 12, 14). These interactions 

have also tended to tarnish the image of academe. 

In addition to these conditions, several other prem-

ises give impetus to this research project. The primary 

reason, however, is a study by John Oni in which he ad-

vocates studies of lecturers' satisfaction in Nigerian 

universities. Oni asserts that the outcomes of such 

studies would be useful for comparative purposes and for 

generating a common measure of what faculty seek from 

their jobs (14, p. 9). 

Oni's study examined the factors that influence the 

job satisfaction of lecturers in one of Nigeria's institu-

tions of higher learning. He also examined the importance 

that lecturers attach to the various job aspects as a mea-

sure of their work (14, p. 6). He made suggestions that 

research efforts should continue to determine the precise 

nature of job outcomes that people work for through in- depth 

interviews and more case studies (14, p. 9). According to 

Carlisle, the ideas of Fayol and Weber, which resulted in 

the classical principles of organization, are no longer 

generally applicable to all human organizational climatic 

conditions. The organizational principles are not only 
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structurally too rigid and too static but also have limited 

effects on individual creativity and commitment to aca-

demia (2, p. 34). 

Today, then, it appears that the environment of uni-

versities in Nigeria can no longer be looked upon as 

stable. The necessity for adequate compliance with the 

plethora of government regulations probably gives support 

to this position. Olowu reports that a court judge indi-

cated that the University of Lagos, and indeed any uni-

versity in Nigeria, is a creation of the federal govern-

ment. In the case of the leadership crises of the 

University of Lagos, he adds that matters relating to 

the removal of the vice-chancellor are within the visitor's 

(president's) power (13, p. 1). This incident can be in-

terpreted as one man's use of absolute power in university 

affairs. 

Change in the higher education institutional environ-

ment of Nigeria has emerged rapidly and unexpectedly with 

adverse social values imposed by economic change and 

changes of authorities in political institutions. The 

academic environment in Nigeria has witnessed sporadic, 

abrupt dismissals of professors and administrators from 

employment based upon alleged charges without adequate 

trials. Following his sudden dismissal from the Univer-

sity of Lagos, one professor wanted a court injunction 
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restraining the university or its agent from terminating 

or removing or threatening to terminate or remove him from 

office or employment as a professor without satisfying 

the conditions stipulated in the decrees (13, p. 1). 

Testifying to a similar incident that occurred earlier, 

Oni gives as an example of unnecessary government inter-

vention in university affairs the removal of two vice-

chancellors and some lecturers from their posts as a re-

sult of their role in the student unrest characterizing 

some of the Nigerian universities toward the end of the 

1977-1978 academic session (14, p. 9). 

The loyalty of university lecturers to their profes-

sion also appears to have been eroded. This may be be-

cause of the apparent undesirable climate of their work 

environment. Highly qualified lecturers are often seen 

relocating from the academic environment to industrial 

organizations because they are progressively becoming 

disillusioned with academic life. Many such lecturers 

are in professional fields such as business administration, 

engineering, environmental design, medicine, and law. 

Additionally, these lecturers appear to consider the 

internal administration of criteria for promotions intol-

erable . 

The practice of unnecessary meddling in university 

affairs by the university authorities outside the campus 

appears to have upset the climate of academic organizations, 
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It is possible that these conditions are limiting the per-

formance of lecturers in Nigerian universities. Today, 

it is becoming increasingly difficult to find new lec-

turers to commit themselves totally to academe for fear 

of poverty, insecurity of job and tenure, and uncertainty 

of promotion. 

Apparently these problems have not been studied through 

investigations into what the organizational climate looks 

like in academic settings in Nigerian universities. In 

addition, Borrevik commented in 1972 that, from the view 

of the studies by Halpin and his associates, it was ap-

parent that 

(1) little research had been completed in organiza-
tional climate of academic departments in col-
leges and universities, and 

(2) an Organizational Climate Description Question-
naire (OCDQ) applicable to the investigation 
of the nature of academic departments in col-
leges and universities needs to be developed 
(1, P- 7). 

Borrevik then designed an appropriate instrument, the 

Organizational Climate Description Questionnaire (OCDQ), 

for academic departments in colleges and universities 

based upon the research which validated the original 

instrument developed by Halpin and Croft (1, p. 44). 

The availability of this validated measuring instrument 

is of significance to this study. 

Unlike in the past, the academic environment in 

Nigeria today leaves much to be desired. Much more is 
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expected of this type of environment. It should offer 

many more incentives, more encouragement, and more dynamic 

challenge to faculty at all levels. What lecturers con-

stantly experience in their academic institutions appears 

to be causing them to accept employment elsewhere. Com-

menting on the management of Nigerian universities, John 

Kondouun, the Pro-Chancellor of the University of Maidugiri, 

Nigeria, indicated that the exodus of academic staffs and 

the general inertia in these institutions were the result 

of undue interference in university affairs and warned 

that such situations were deleterious to sound academic 

development (7, p. 1). In order to retain these threatened 

lecturers and make them more productive, it appears that 

they need to be highly motivated. 

The theoretical importance of motivation to work and 

its possible relationship to how lecturers in Nigerian 

universities perceive academic organizational climate 

make this a significant area of study. A better under-

standing of these two variables by university authorities 

can have far-reaching implications in terms of lecturer 

performance, organizational effectiveness, and, in the 

final analysis, the quality of education that college and 

university students receive. 
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Definition of Terms 

The following terms related to Nigerian higher edu-

cation are defined as they are used in this study. 

ASUU--Academic Staff Union of Nigerian Universities. 

Faculty—a school or college for instruction in a 

special field that grants a degree at the bachelor's, mas-

ter's, or doctoral level within a university. 

Faculty officer—an administrative officer of good 

academic background who is assigned by the university 

registrar to every faculty (college) to handle adminis-

trative details. 

University authorities--leadership as represented 

by visitors, the National Universities Commission (NUC), 

councils, university administrators, and academic heads. 

Visitors--heads of state at federal and state levels. 

National Universities Commission--the body serving as 

an intermediary between government and universities in Ni-

geria and thus enabling the universities to make their 

financial requests through a constituted body which in turn 

satisfies itself as to the reasonableness of these requests 

and advises the government accordingly. 

Council--a university governing board, patterned 

after the British civil universities in some respects. 

It assumes the general management of the affairs of the 

university, particularly the control of university property 

and expenditures. 
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Board of studies--the body composed of academic staffs 

within a specific faculty (college or school) and elected 

outside members entrusted with the responsibility for 

deliberation on academic matters and making recommendations 

to the senate and the vice-chancellor. 

Motivation--the complex of forces which start and 

keep a person in an organization. These forces are fac-

tors such as drive, instincts, tension states, and psycho-

logical mechanisms within the person which start and main-

tain his activity toward achieving his personal goals. 

Organizational climate--a situationally determined 

process where the climate variables are either causative 

factors or moderators for performance and attitudes. It 

has characteristics that influence the behavior of people 

in the organization and are relatively enduring over time. 

It is, in effect, what people react to--the whole context 

of stimulation, confusion, and frustration where they 

work. 

Decree--a formal and authoritative ordinance or edict 

set forth by the military government. 

Limitations 

The findings and conclusions of this study are not 

necessarily applicable to lecturers in universities in 

Nigeria not included in this study. 
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Summary 

Chapter I has introduced the study, stated the prob-

lem, the purposes of the study, the research questions to 

which answers were sought, and the background and signifi-

cance of the study in Nigeria. It has also provided 

definitions of terms and outlined the limitations of 

the study. 

A review of literature based upon pertinent informa-

tion related to work motivation of academic staff in an 

innovative organizational environment is presented in 

Chapter II. 

Chapter III describes the study, defines the popula-

tion and the survey instrument, and discusses the details 

of the procedures followed in completing the study. 

The analysis and evaluation of the data collected by 

the use of two sets of questionnaires are presented in 

Chapter IV. 

A summary of the study, findings, conclusions, and 

recommendations for future research based upon the investi-

gation are given in Chapter V. 
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CHAPTER II 

REVIEW OF LITERATURE 

Introduction 

Since 1971, a total of 2,087 studies and articles on 

motivation in industrial and non-industrial organizations 

has appeared in the literature surveyed by ABI/INFORM, a 

resource database for managers and executives in business, 

industry, and academia. One hundred thirty-three articles, 

according to further computer search, have been written 

mainly on organizational climate, and sixteen have been 

published dealing with climate and either motivation or 

perceptions (36). Yet, few studies have been made concern-

ing the academic organizational environment in Nigeria. 

As a result of this lack of research in the area of 

work motivation and perceptions of Nigerian academic or-

ganizational climate, citations from specific studies with 

Nigerian flavor are limited. However, the materials re-

viewed include books, journal articles, newspaper accounts, 

professional organization reports, narrative records of 

panel discussions, reports from constituted commissions, 

and other accounts deemed feasible for the fulfillment 

of the purpose of this study. 

19 
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This review of literature is undertaken to provide 

an understanding of faculty motivation to work in an aca-

demic organizational environment. The sequence of this 

presentation is (1) the concept of motivation to work; 

(2) organizational climate, work environment, and motiva-

tion; (3) universal applicability of management theories 

and practices; and (4) faculty development and management 

practices in Nigeria. Finally, the chapter concludes with 

a brief summary of the related literature. 

The Concept of Motivation to Work 

The concepts of organizational behavior have been 

strongly influenced by Maslow's (77, p. 8) concept of work 

motivation that includes the factors that energize, direct, 

maintain, and sustain employees in organizations. Lit-

tlefield and others (74, p. 434) seem to support this con-

cept by their claim that motivation influences a person to 

take action or accomplish a goal. In other words, accord-

ing to their view, motivation is conceptualized as an urge 

that moves human beings in certain activities. 

Believing the concept of motivation to work to be a 

byproduct of social sciences, Richards (105, p. 347) urges 

management people to utilize social sciences as an instru-

ment of management in making human organizations truly 

effective. In their concept of motivation, Littlefield 

and others (74, pp. 60, 434) view high employee motivation 
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and efficient work flow as basic keys to organizational 

success. They also stress the need to motivate people in 

organizations if efficient and effective performance is 

expected of them. 

In their review of the literature, Griffin and others 

(43, p. 655) find that motivation or demotivation is a 

concept of task design and performance. They explain task-

job design in terms of the overall set of work-related 

activities performed by an employee. These reviewers con-

tend that motivation of employees depends on the nature of 

task and job characteristics, which refers to specific 

dimensions such as variety, autonomy, feedback, identity, 

and task significance. 

Perhaps one of the most crucial reasons for a person 

not being motivated to work is inflexibility of job design. 

Gruneberg's (44, p. 90) survey reports Edward Lawler's 

study as stating that the psychological literature on 

employee motivation contains many claims that changes in 

job design can be expected to produce better employee per-

formance. The concern about job content has stimulated a 

plethora of ideas for the humanization of work. Among 

the proposed solutions are suggestions for fundamental 

revisions in the way in which work is conditioned, or-

ganized, and performed (99, p. 481). 
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Another concept of motivation identified by Richards 

(105, p. 481) stems from Herzberg's concept of job enrich-

ment. Job enrichment, according to this concept, is essen-

tially an attempt to put back into work the opportunity for 

real achievement--and thus for satisfaction and motivation. 

Realizing that skill and motivation levels are practically 

crucial to the effectiveness of an organization, Miskel 

suggests the need for further study in motivating educators 

as educational personnel in an organizational setting. He 

asserts that "research and theory building with regard to 

motivation in organizational context have great potential 

for contributing to the knowledge base of solving acute 

operational problems in public schools" (92, p. 52). 

Motivation research that is based on work motivation 

concepts, report Hersey and Blanchard (51, pp. 4-5), shows 

that employees could maintain their jobs by working at 20 

to 30 per cent of their objectivity. The study also 

shows that employees work at close to 80 to 90 per cent 

of their ability if they are highly motivated. The authors 

conclude that motivation is a key determinant in employees' 

level of performance and company profitability. 

Maslow (77, pp. 82-84) argues that wages and most jobs 

are sufficient to fulfill the basic physiological needs of 

people and that tenure ensures satisfaction of most of the 

safety needs. Under these circumstances, the first and 
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second orders of needs continue to be motivations of human 

behavior. 

In discussing concepts of motivation research accom-

plished in industrial organizations, Kast and Rosenzweig 

(64, p. 230) credit Herzberg's (55) motivation-hygiene 

concept of the attitudes of people toward their work. 

Herzberg conceptualizes and asserts that some factors are 

satisfiers when present on the job but are not dissatis-

fiers when absent; other factors are dissatisfiers, but 

positive motivation does not result when such factors are 

eliminated. 

The five work factors that stand out as strong deter-

minants of job satisfaction are achievement, recognition, 

work itself, responsibility, and advancement (111, p. 248). 

On the other hand, company policy and administration, 

supervision, salary, interpersonal relations, and working 

conditions are identified as major dissatisfiers (112, 

p. 229). Herzberg (55, p. 135) identifies the work environ-

ment variables as hygiene factors, indicating an analogy 

to the concept of preventive maintenance. He also labels 

the satisfier factors as motivators, implying their ef-

fectiveness in evoking individual behavior toward superior 

performance. 

Blum (16, pp. 317-321) also makes significant contri-

butions to the knowledge of work motivation. His research 
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findings reveal the behavior of certain individuals who 

might be willing to work in an environment where unin-

terrupted employment and monetary safeguards are job 

security factors. This assertion is relevant to Herz-

berg's (55) belief that a good hygiene environment can 

prevent job dissatisfaction, although it may not neces-

sarily create true job satisfaction or happiness. Attempt-

ing to further establish this concept of motivation, 

Herzberg (53, p. 50) states that, in a situation where 

drivel (motives) are not relieved, a person becomes dis-

contented; at a time, Herzberg further claims, when drives 

are relieved, the effect is only temporary. As an example, 

after a person has eaten, he ceases to be hungry, yet 

after a period of time he obviously becomes hungry again. 

The same reaction indiscriminately occurs to a person's 

wage or salary in a work situation. However, Herzberg 

explains that the motivator needs (satisfiers) and the hy-

giene needs are mutually exclusive. They are separate 

and distinct; thus, they are reciprocal. 

Littlefield and others (74, p. 435) recall an important 

question that managers and supervisors frequently ask: 

"How can I motivate my employees?" Although there is no 

definite answer to this question, according to the authors, 

a knowledge of some of the fundamental concepts of be-

havioral management science provides valuable information 
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to the manager. They argue that this knowledge, if prop-

erly utilized, can enable the manager to become more ef-

fective in motivating and leading personnel to achieve 

desired results. Assuming that no simple formula for 

motivation has emerged, these authors still emphasize 

motivation research, the results of which, they believe, 

can yield considerable insight into the "why's" of human 

behavior. 

Presumably the study of motivation and human behavior 

is a prudent search for answers to perplexing questions 

about human nature and behavior. Littlefield and others 

(74, p. 436) recognize that human behavior is too complex 

to be explained by one or a few concepts. They suggest 

that a clear understanding of the basic motivational con-

cepts of Herzberg (53, 54, 55, 56, 57) and Maslow (77) 

can provide useful insight for managers in organizational 

settings. 

Some researchers, such as Hersey and Blanchard (51, 

pp. 15-17) and Litwin and Stringer (75, pp. 7-27) appear 

to be unanimous in providing a conceptual framework for 

the relative understanding of the meaning of motivation 

to work. They agree that human behavior is goal-oriented. 

In other words, this means that human behavior is gener-

ally motivated by a desire to attain some goal within a 

work environment. Additionally, before the attainment of 
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such goals is reached, the value of motivators should be 

accepted as crucial to generating individual behavior to 

superior work performance. Hersey and Blanchard (51, p. 

16), realizing that motives or needs are the mainsprings 

of action, suggest that managers who wish to motivate em-

ployees should provide an environment in which appropriate 

incentives are available for need satisfaction. 

A great deal of literature on motivation to work con-

conceptually claims that satisfied needs decrease in 

strength and normally do not motivate individuals to seek 

goals to satisfy them. Similarly, blocked motives appar-

ently result in frustration, which Hersey and Blanchard 

(51, p. 19) define as thwarting of goal attainment. They 

believe that irrational behavior may occur in several forms 

when blockage to goal accomplishment continues and frus-

tration develops. 

In addition to citing Brown's postulations that frus-

trated people tend to give up constructive attempts at 

solving their problems and regress to more primitive and 

childish behavior, Hersey and Blanchard affirm that 

frustrated individuals will direct their hostility 
against the object or the person that they feel 
is the cause of frustration. The angry worker may 
try to hit her boss or may undermine his job and 
reputation through gossip and other malicious be-
havior (51, pp. 19-70). 

Consultation, an essential ingredient of motivation, 

is an effective management technique for eliminating this 
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type of frustration in organizations. The "Log of Demands" 

of the Academic Staff Union of Universities (ASUU) of 

Nigeria states, 

The Government's non-consultation with our Union 
before coming out with its white paper and, more 
importantly, the failure of the white paper to 
tackle the basic problems facing the universities 
have necessitated continuation of the industrial 
dispute and action. For a speedy resolution of 
the dispute, therefore, it is necessary that the 
Government and our Union sit down and negotiate 
over the remaining critical areas of conflict be-
fore we can feel that the basic conditions of re-
turning to work have been created. These remaining 
areas of contention are broadly university funding, 
university autonomy, and conditions of service (1, 
p. 1). 

Dominico (29, p. 50) sees participatory management as 

a systems approach to motivating workers and averting 

human problems in organizations. He views participation 

as a humanistic, motivating management technique for 

dealing with people who work in organizations. According 

to Dominico, participative management--a term that origin-

ated in industry--is concerned with the involvement of 

workers in the decisions that affect them. In agreement 

with Chaney and Teel (23) and Likert (72), Dominico states, 

By involving workers in the formulation of ac-
tivities within organizational goals, participa-
tive management has increased production, has 
developed favorable attitudes, and has improved 
union-management relations (29, p. 51). 

In a given organization, when plans are being formu-

lated and solutions to human problems considered, Sweeney 

(120, p. 77) assumes that people can be made to perform in 
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a given way. This perception of Sweeney's generates 

another conceptual assertion about motivation which 

states that getting people to do successfully the right 

things that they like to accomplish on the job is what 

motivation to work is all about. 

Herzberg (56, pp. 53-62) suggests that the answer to 

motivation is in job characteristics. This answer is to 

create the kind of jobs in which personal needs for achieve-

ment can be satisfied and recognition can be gained from 

contributions made to an organization. When jobs are 

structured to include opportunities for satisfying the 

needs for achievement, recognition, and power, employees 

should be motivated to do what should be done. If they 

are not, something has gone wrong. Herzberg suggests 

that the first concern should be to determine whether 

something has been taken away from the job that should not 

have been taken away. Presumably, what may have been 

taken away is motivation to work. 

Making his own documentation on the subject of mo-

tivation, Sweeney (120, p. 91) reviews the conceptual works 

of behavioralists. He reports Herzberg's job enrichment, 

Meyer's goal setting, Odiorne's management by objectives, 

and Maslow's hierarchy of needs as being four different 

approaches to motivation. He further stresses that a 

review of these motivational approaches shows that superior 
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employees can motivate their subordinates. This can only 

be achieved if jobs are structured in a manner to allow 

subordinates to satisfy their needs for achievement, 

recognition, power, and self-actualization. 

Viewing self-goal-setting as a concept of work moti-

vation, Myers (93, p. 42) asserts that setting personal 

goals has more motivational significance than the goals 

set by others. Observing the self-goal-setting procedures 

as a motivating technique in his company, Myers is con-

vinced to the point of generalizing that people at all 

organizational levels work harder and set higher goals 

for themselves than others dare to set for them. From 

practical experience, he contends that goals which have 

minimum motivational value are influenced by the goal 

setter. Additionally, the internal commitment that results 

from this process can create a motivational force greater 

than that created by imposed goals. 

In describing the relationship and similarity between 

motivation and morale, Stogdill (118, p. 213) defines mo-

tivation as a function of drive and confirms desirability 

estimates regarding various alternative satisfactions with 

morale as freedom of restraint in action toward a goal. 

He argues that an individual may be highly motivated but 

unable to act. With freedom to act, the degree of morale 

may be highly related to the strength of motivation. In 
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a sense, morale may be regarded as motivation demonstrated 

in overt action toward a goal. In this instance, there-

fore, motivation provides potential for morale. 

Similarly, Siegel (113, p. 282) views morale as a re-

sultant state encompassing the willingness to cooperate 

and expressing the degree by integration among conflicting 

interests. Motivation, according to him, is an active 

force, directing behavior by (1) causing individuals to 

see one of several available goals and (2) causing indi-

viduals to seek certain goals not present at the moment. 

From the point of view of McFarland (84, p. 538), motiva-

tion is similar to the morale concept in that the super-

visor or executive must estimate the extent of motivation 

of each subordinate. He contends that this cannot be done 

simply by surveys but must be accomplished by observing 

and interpreting the subordinate's behavior. He suggests 

that, if individuals or groups are poorly motivated, 

executives must try to remedy the situation. 

Hellriegel and Slocum (50, p. 474) appear to take a 

slightly different position concerning the concept of 

motivation to work. They seem to claim that motivation 

is not only an embodiment of behavior but also sustains 

behavior. These behaviorists examine this concept and 

conclude that motivation is a puzzling subject for manage-

ment because, according to them, many motives cannot be 
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seen but are inferred from behavior. Giving some ideas 

on how to motivate people, these behavioralists suggest 

that people should not be motivated to work by fear be-

cause employees are the most important assets entrusted 

to organizations. 

According to McCarthy, Minichiello, and Gurran (80, 

p. 460), the members of an organization usually must have 

a reasonable commitment to the achievement of organizational 

endeavors. To gain this commitment, the organization not 

only requires the effective leadership of its top manage-

ment and other managers but also a concurrent motivation 

on the part of organizational members to achieve the de-

sired goals. Motivation, then, in their view, is a most 

vital element in implementing strategy. Conversely, how-

ever, they suggest that motivation can, in large measure, 

be accomplished by the reward-punishment syndrome. 

Relevant to this seemingly negative view of motiva-

tion—the reward-punishment system--is what Feeney (34, 

p. 60) refers to as monetary reward, the single most power-

ful reinforcer. According to Feeney, if money is tempor-

arily denied because of inadequate productivity, with a 

promise, however, that the reward will be a consequence 

of the employee meeting his employer's expectation, the 

employee will be geared to better performance. In support 

of his argument with the myth held by some management peo-

ple that money is not a strong reinforcer, Feeney states, 
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What makes money so powerful is the multitude of 
reinforcers you can buy with it. And the reward 
does not have to be a lot either. We have found 
that small amounts of cash, given very often, 
are among the most potent incentives we have 
tried. In my own office, I used money very suc-
cessfully to get my secretary to do the billing. 
Instead of a raise requested, I offered an extra 
$25 every month if she got the billing out accur-
ately and on time. The first month she missed the 
deadline; I withheld the $25. She complained, but 
the next month and for 44 consecutive months she 
got it out on time (34, p. 61). 

Industrial actions and strikes emanating from organi-

zations, as in the institutional environment in Nigeria, 

are common occurrences in this decade (104, p. 3). It is 

possible that these events are provable evidence of inade-

quate motivation of workers who are committed to achieving 

a great deal for their organizations. The events also may 

be a result of lack of proper understanding by management 

about the complex nature of man (84, pp. 14-18). 

The view of McFarland (84, p. 559) is relevant to this 

discussion. He stresses that organizations which are not 

for profit and without tangible outputs of products or 

services have different problems of motivation than profit-

making firms. McFarland suggests that the intrinsic appeal 

of the nature of the work is a basic route to motivation. 

He believes that human beings are motivated in the work 

situation not by money alone but by many factors that in-

clude the quality of leadership and the attitudes of man-

agement toward employees (84, p. 560). It is Armstrong's 
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(13, p. 187) strong impression that the complexity of the 

motivation process arises because people have different 

needs and varied perceptions about the actions that are 

likely to help them achieve their goals. 

McFarland (84, p. 536) submits that motivation is in-

herent in numerous complex aspects of human behavior. 

This human behavior is motivated in that it is directed 

toward the satisfaction of physical, emotional, socially 

conditioned, or psychological needs. 

Shartle (114, p. 151) conceptualizes motivation as a 

reported urge or tension to move in a given direction or 

to achieve a certain goal. The presence of tension, 

energy, and drive in motivation, similarly, according to 

McFarland (84, p. 538), is important in that the motiva-

tional process begins with a tension or drive that makes 

the individual acutely conscious of unfilled needs. 

Feeney's (34, p. 60) statement concerning individual 

needs and goal setting in organizations dramatizes the im-

portance of motivational activity-related rewards. Based 

on different activities performed in different organiza-

tions, Feeney states, 

Employees will generally indicate the kind of 
reinforcers that will work for them. Listen 
to what they ask for, what they complain about. 
Whenever you have the choice, give your employees 
what they want when they exhibit the desired be-
havior (34, p. 60). 
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Anthony and Nicholson (11, p. 78) consider the terms 

"urges," "drives," "desires," "aspirations" or "needs" in 

reference to motivation to work as forms of tension occur-

ring within individuals. These forms of tension, according 

to the authors, result in behavior aimed at reducing, 

eliminating, or diverting the tension. They believe that 

an understanding of the needs, drives, and their resulting 

tensions helps to maintain and predict human behavior. It 

also ultimately provides a sound basis for managerial and 

motivational decision and action. As a supportive contri-

bution to this view, Schneider (108), Seashore and Bowers 

(112, p. 116), and Sikes and others (115) postulate that 

understanding and motivation of the individual are impor-

tant in building team membership within an organization. 

Cohn and Lindberg (36, pp. 44-45) interpret McGregor's 

Theory Y in terms of a philosophy which accepts that peo-

ple have to work to survive, and they stress that work 

provides a major source of positive self-image and satis-

faction of social needs. In addition, they feel that the 

concept or a combination of the concepts of motivation 

lies behind every compensation plan. Any motivational con-

cept, therefore, that disregards individual make-up is 

impractical and factually invalid. 

McCormick (83, p. 275) accepts the fact that human 

behavior is directed gradually toward the fulfillment of 
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the needs that people have. To the extent that this is 

true, he explains that assumptions could be made that the 

work behavior of people is influenced by their motivation 

to fulfill their needs. He contends, however, that, al-

though there are various concepts emanating from theories 

about human motivation, caution must be taken against any 

particular motivational concept or theory adopted in toto. 

This is because, from the viewpoints of Littlefield and 

others (74, p. 435) and McCormick (83, p. 275), no single 

concept or theory has been demonstrated to be universally 

suitable to explain the basis for why people behave as 

they do. 

Recognition of employees in a job situation can be 

construed as a concept of motivation to work. In connec-

tion with recognition as a reward system, Chait (22, p. 

35) refers to a study which suggests that faculty members 

value not only tenure and merit increments but also other 

forms of recognition such as teaching awards, very modest 

sums for travel, and research or teaching assistance. 

Moreover, such studies (22, 53, 55, 56, 57) indicate that 

the sense of achievement and the sense of recognition are 

very important to worker motivation. 

With the major limitations of motivational techniques, 

the difficulty posed on the approaches usually taken to 

solve human problems in organizations cannot be 
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overemphasized. These approaches, however, prove to be of 

great value, not only by creating orientations of thinking 

about managerial practice but also by influencing behav-

ioral scientists and managers alike to seek better ways 

of understanding the motivational process in organizations 

(117, p. 56). 

In recent years, a determined effort has been made by 

behaviorists (18), psychologists (28) , and various writers 

to research the concept of motivation to work. Research 

findings and articles presented in this area indicate that 

motivating people to work is one of the most difficult 

problems facing today's leaders of both industrial and 

non-industrial organizations. 

It is implied in the literature that the concept of 

motivation to work involves energetic behavior toward some 

kind of goal. With this energetic behavior in view, it is 

assumed that there is some kind of need, want, or desire. 

According to the implications of the concept of motiva-

tion, it appears that the employee is seen as having cer-

tain material needs or desires which management should 

satisfy for work well done. 

Organizational Climate, Work Environment, 
and Motivation 

This section focuses on the literature related to or-

ganizational climate, work environment, and the 
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relationships between them and motivation to work. It also 

examines the criticisms of organizational climate. 

According to Becker (15, p. 25), the concept of or-

ganizational climate was developed by Litwin and associates 

(75) in the research division of the Harvard Business 

School in the 1960s. This concept holds that organizational 

climate is not exclusive of work environment. Related to 

this assertion, McFarland's (84, pp. 70-71) review of liter-

ature indicates that studies of internal work environments 

are those that relate to organizational climate. 

In view of its vital importance in management prac-

tices and within the content of organizational environment 

and motivational theory, climate is defined in diverse ways 

that are interrelated with human motivation to work and 

the environment in which human beings work (21, p. 418). 

Litwin and Stringer (75, p. 1) view organizational climate 

as referring to a set of measurable properties of the work 

environment, which are perceived differently or indiffer-

ently by the people who live and work in this environment 

and which are assumed to influence their motivation and 

behavior. Payne and Mansfield (101, p. 517) claim that 

organizational climate is generally viewed as a property 

of the organizational system. It deals with the behavior 

of organization members and the environment in which they 

work. 
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Proposing their own definition, Campbell and others 

(20, p. 106) state that climate is a set of attributes 

specific to a particular organization. They also believe 

that the crucial elements in climate are the individual 

perceptions of the relevant stimuli, constraints, and rein-

forcement contingencies that govern the job behavior (20, 

p. 390). 

This definition of organizational climate, however, 

represents an adaptation of conceptions set forth by some 

contemporary experts in management such as Gibson and 

others (41, p. 315), Howe (60, p. 159), and McFarland (84, 

p. 331). This adaptation of conceptions claims that the 

organizational climate may be one of trust and confidence 

or one of fear and reprisal. In general terms, these 

authors believe that organizational climate may be viewed 

as a perceivable set of attributes that pervades a par-

ticular organizational environment (41, pp. 523-530). 

In general terms, Halpin (47, p. 137) refers to or-

ganizational climate as the internal quality of an organi-

zation, especially as experienced by its members. In 

specific terms relating to educational institutions, he 

views organizational climate as a set of internal charac-

teristics that distinguishes one school from another and 

influences the behavior of the people in it. Halpin em-

phasizes that 
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the climate is an end product of the institutional 
groups--students, teachers, and administrators--as 
they work to balance the organizational and individ-
ual dimensions of social systems. These products 
include shared values, social beliefs, and social 
standards. Shared values are agreements as to what 
is desirable--for example, kindness, success, mater-
ialism, and work. Social beliefs are ideas concern-
ing the nature of man and his social life--for in-
stance, mutual attitudes toward students, teachers, 
and administrators. Finally, social standards are 
agreements specifying appropriate behavior in a 
school (47, pp. 137-138). 

Since the definition of organizational climate seems 

to be an elusive and complex issue, the following defini-

tion developed by Gibson and others appears to summarize 

the factors associated with organizational climate: 

Organizational climate is a set of properties of 
work enviornment perceived directly or indirectly 
by the personnel who work as a major force influ-
encing their behavior on the job (40, p. 315). 

Studies in climate, work environment, and human moti-

vation reveal the facts that seem to influence management 

practice relative to human welfare and performance in or-

ganizations . Becker (15, p. 65) hypothesizes that effec-

tive management within an organization will depend upon 

an understanding of human motivation. This type of assump-

tion necessitates a systematic method of gathering perti-

nent information that has developed into organizational 

climate surveys. Based on these climate surveys, writers 

on organizational behavior appear to believe that unit 

performance tends to suffer when demotivational managerial 
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practices disrupt the organizational environment (107, 

p. 515). 

Becker (15, p. 25) refers to recent studies that re-

late to the emergence of organizational climte as a means 

of delineating the subjective environmental factors which 

affect organizational performance. The assumption under-

lying such studies, he claims, is that a manager can im-

prove the climate and raise the level of motivation and 

work performance in his work environment. This can be 

done, according to Becker, if the manager understands the 

positive or negative impact of his practices. As it seems 

clear that individuals in any type of organizational set-

tings interact in different ways with persons who are 

their subordinates, their colleagues, and their superiors, 

this concept may also pertain to educational institutions. 

Schneider (110, p. 447) states that the concept of 

climate is based on some infrequently specified assumptions 

about human beings. The assumptions are that (1) human 

beings attempt to apprehend order in their environment and 

to create order through thought and (2) humans apprehend 

or attempt to create order in the environment so that they 

can effectively adapt behavior to the work environment. 

Schneider claims that the "order assumption" is associated 

with the two major principles of Gestalt psychology, which 

state that the task of the receiver is (1) to apprehend the 
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order which objectively exists in the world and (2) to 

create new order by a process of integration through 

thought. The apprehension of order, then, in Schneider's 

summary, has direct implications for behavior-climate 

perceptions. 

After reviewing the experimental works of Frederik-

sen, Jensen, and Beaton, Schneider says that "employees 

working in consistent climate had higher production than 

those working in the inconsistent climate where produc-

tivity appears to be significantly different" (110, p. 

450). This finding seems to suggest the existence of a 

climate effect on level of performance and also appears 

to show that patterns of performance are attributable to 

the climate under which people work. 

It is, therefore, proper to assume that organiza-

tional climate has considerable impact upon human motiva-

tion to work effectively. This is evident in the work on 

organizational climate that occurs in several disciplines, 

primarily psychology (68, pp. 166-177), education (61, 

pp. 11, 83-94), and management (38, pp. 171-183). 

According to McFarland's (84, p. 71) finding, psychol-

ogists have taken an added interest in organizational 

climate as an environmental influence on the behavior of 

the individual. He notes that the work of most researchers 

in this area seeks to identify and measure the variables 
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in organizational climate as well as the total climate and 

the effect of the variables on such behaviors as work 

motivation. 

In terms of motivation to work, Robbinson and others 

(107, p. 430) state that the organizational climate may 

be one of trust and confidence or one of fear and reprisal 

within the context of organizational environment. Sup-

porting this belief is Forehand and Gilmer's (37, pp. 361-

382) conception of organizational climate as a character-

istic that influences the behavior of people in an organi-

zation. As a result of his research findings, McFarland 

(84, p. 717) presents a slightly different view of organi-

zational climate that is somewhat analogous to the concep-

tion of industrial workers toward the environment in which 

they work and their company as a whole. 

Meyer (87, pp. 151-166) observes that the impact of 

job characteristics cannot be overemphasized. Perceptions 

of the organizational climate in which one works, he main-

tains , also seem to be a powerful influence on one's atti-

tudes toward the factors that motivate one to work, and 

the differences in these attitudes may be related to per-

ceived organizational climate. 

Most motivation studies appear to be carried out by 

psychologists (94, pp. 1-6). These studies seem to focus 

on such elements as employees, work, jobs, occupations, 



43 

rewards, performance characteristics, and the like (66, 

pp. 127-128). Characteristics of motivation which appear 

to be psychological in nature have essential linkage with 

the reality of organizational climate, performance, and 

work environment (69, pp. 90-94). 

Advocating a desirable organizational climate that 

is conductive to high level performance, Miles develops 

ten dimensions of a healthy organization: 

1. Goal focus 
2. Communication 
3. Adequacy 
4. Optimal power 
5. Equalization 
6. Resource utilization 
7. Morale 
8. Innovativeness 
9. Autonomy 

10. Adaptation (88, p. 13). 

From the personal point of view of Hillman (58, p. 22), 

understanding the principles of receptivity to change ap-

pears to be the same postulates that underlie successful 

organizational management in matters that depress workers 

and reduce their level of performance in the work environ-

ment. These principles include an organizational climate 

that fosters participation and parallels organizational 

needs and goals to individual needs and goals (120, p. 26). 

Miller (89, p. 1), from a humanistic operational 

management standpoint, believes the beginning point in 

human governance to be the establishment and maintenance 

of a positive working environment. He argues that the 
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behavior of administrators, in attempting to deal with the 

organizational environment, positively affects each per-

son's operational performance. According to Miller, the 

humanistic manager has no other choice but to be interested 

in supporting individual success, which is to be exper-

ienced in a positive working climate. 

Herzberg (54, p. 147) feels that there is no doubt 

that an individual1s orientation and performance are 

greatly influenced by his environment. From one of his 

studies in industry, also mentioned by Adams (4), Herzberg 

and his associates are reported to have found that, when 

people feel dissatisfied with their jobs, they are con-

cerned with the environment in which they work. In Herz-

berg' s opinion, superior performance can be generated 

through concentration on satisfiers that relate to the 

needs of ego and self-fulfillment, provided that reason-

ably good environmental conditions abound (54, p. 148). 

Other researchers also have found that a particular 

type of climate is associated with high employee perform-

ance as a result of being adequately motivated. Fried-

lander and Margulies' (38, pp. 287-295) study of the hard-

core unemployed indicates that workers who perceive 

their climate as supportive have higher levels of perform-

ance than those who perceive the climate as less supportive. 

Hall and Lawler (46, pp. 339-354) found that higher 
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performing research and development laboratories are more 

likely to be described as low on emotional control and high 

on dominance than vice versa. 

Pritchard and Karasick (102, pp. 110-119) found that 

only two of their eleven climate items (performance-reward 

dependency and achievement) correlated significantly with 

managerial performance. They indicate that it does not 

seem, however, that a cause and effect relationship exists 

between organizational climate and motivation to work and 

job satisfaction. In other words, according to the authors, 

it is not easy to discern whether work motivation and job 

satisfaction cause climate or whether climate causes work 

motivation and job satisfaction. However, from their sys-

tems theory viewpoint, it is reasonable to expect consider-

able interrelationship between the two concepts. 

The relationship of organizational climate (work en-

environment) with human motivation is one that attracts 

the attention of writers. Burke (19, pp. 60-61) and 

McFarland (84, pp. 548-549) believe that Herzberg's (55) 

theory of job attitude is the basis of motivation to work. 

Herzberg indicates that, when employees feel satisfied 

with their jobs, all that they express is the description 

of factors related to their work success, professional 

advancement, or occupational growth. Their dissatisfaction, 

on the other hand, is expressed not in relation to the 
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performance of the work but concerns certain elements in 

the working environment such as physical working condi-

tions, quality of work, interpersonal relations, salary, 

organizational policies and administrative practice, 

employee benefits, and job security. 

In a similar study involving 5,000 teachers in an 

institutional setting, Redefer (103, pp. 59-62) found that 

the main factors which motivate people to work are related 

to certain phenomena present in a work environment. These 

factors are boards of education and administration, per-

sonnel practices, school equipment, and educational leader-

ship of the school system. 

The essence of this type of motivation in human man-

agement is probably to provide a kind of environment for 

employees that will move them voluntarily to action. The 

action can be made possible with management furnishing 

the setting of incentives and rewares (85, pp. 203-205). 

As pointed out in the literature, organizational 

climate can vary from a description of the managerial 

style of the administrator in charge of a division in an 

organization (52, p. 58). McGregor refers to the style 

as "managerial climate" (85, pp. 33-34), whereas Miles 

depicts it as "organizational health" (88, p. 13). 

Miles indicates that it should be the first priority for 

any administrator who is seriously concerned with innova-

tiveness in an educational environment. 
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Hayes (49, p. 2) laments over the proliferating govern-

ment regulations and the ever more intricate tax systems 

that pervade the industrial organizational environment. 

To be able to cope with numerous staffing needs and gen-

erate more progress in understanding human motivational 

relationships, he urges the industrial specialists to 

respond to the widening concerns for working environment 

and quality of life. 

Similarly, according to a report by the Academic Staff 

Union of Universities of Nigeria (2, pp. 1-2), constant 

attempts have been made by academic staff in Nigeria to 

dispel the undesirable situations that pervade the academic 

environment in that country. Attempting to motivate the 

university staffs, the head of state in Nigeria appointed 

a presidential commission to examine the conditions of 

service of university staff, charging them "to advise 

generally on other issues which might lead to a healthy 

working environment in the universities as well as a satis-

fied and committed university staff population" (33, p. 4). 

In an organization certain activities should take 

place if the organization is to survive. Waters and 

others (124, p. 465) refer to these activities that moti-

vate people to work effectively. They feel that, for 

individual members within the organization, climate takes 

a set of expectancies which describe the organization in 
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terms of motivational characteristics and behavior-outcome 

contingencies. 

A good climate promotes positive changes within an 

organization. Nelson and Purdy point to the following 

factors, which are indicative of organizational climate, 

that relatively facilitate changes in an educational 

work environment: 

First, a philosophy that permits and promotes 
change and innovation, an organization, a struc-
ture, a system that facilitates change, leadership 
by the teachers, by the principals, or by the 
superintendent, or perhaps within the community; 
it may come from many sources, but it may be dy-
namic, it may be related to the beliefs and con-
cerns of the people. Expectations for quality 
education on the part of many different people 
are inherent in this, such as the individual 
staff member, the staff of a group, the adminis-
tration, the board of education, and the com-
munity. Another factor was internal security 
itfithin each person himself. This evolves from 
the working environment, personal relationships, 
and mutual respect among staff members. They 
must have this in order for these practices to 
evolve and to develop (94, pp. 32-33). 

With these assertions, Nelson and Purdy postulate that 

there are multiple related factors which contribute to 

an organizational climate that are necessary in order for 

desirable changes to occur in educational organizational 

settings. The interplay of these climatic factors appears 

to focus on individual and organizational needs that de-

termine the selective receptivity of individuals to posi-

tive change (94, p. 30). 
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Parallel to these climatic factors in organizational 

environment is Miles' (88, pp. 17-21) equation of positive 

organizational health, which is based on an organizational 

climate study that is related to Maslow's (77, p. 13) 

self-actualization. The matching of the two premises 

suggests a feeling that individual needs must be met in a 

healthy organizational climate in order for the change 

process to occur which results from motivational effort. 

In addition, Hillman (58, p. 33) observes that, in an 

atmosphere that is free from competitive pressures and 

where there is open communication and a feeling of pulling 

together, teachers are willing to share methods and ideas. 

He postulates that, in an environment of openness and mu-

tual respect, people are more receptive to ideas and 

change. 

Drucker's connotation of an organization relates 

to the organizational climate. 

Management by objectives tells the manager what 
he ought to do. The proper organization of his 
job enables him to do so. But it is the spirit 
of the organization that determines whether he 
will do it. It is the spirit that motivates, 
calls upon a man's reserves of dedication and ef-
fort, that decides whether he will give his best 
or just do enough to get by (31, pp. 144-145). 

In their view about humanizing the organization, 

Meltzer and Wickert (86, p. 152) contend that self-

actualization as a concept fails to give sufficient 

weight to the individual as person embedded in a particular 
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work environment. This means, according to them, that 

self-actualization says more about what the person ought 

to be and how the environment might provide experience to 

promote the interest of such a person. In motivational 

terms, it does not look at what the person-environment 

ought to be. 

Additionally, Meltzer and Wickert (86, pp. 151-153) 

feel that the development of self-management systems can 

increase the pursuit of humanistic aims in organizations 

without conflicting with the materialistic goals of the 

enterprise. They further indicate that organizations that 

provide environments and develop people to foster self-

management are likely to achieve a heightened level of 

effectiveness, where effectiveness is measured in terms 

of long-term satisfaction of its sponsors, its clientele 

or customers, and its members. 

Miller (89) suggests that a positive working environ-

ment can be established and maintained by the executive 

administrative team of an organization. Based upon a 

literature review, he presents the following eleven posi-

tive components of a working climate that can be created 

within an organization: 

1. Thinking and acting reactively toward colleagues. 
2. Meeting and reinforcing psychological needs of 

individuals. 
3. Practicing acts of basic courtesy. 
4. Maintaining dignity in the position. 
5. Dealing with extreme behavior. 
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6. Safeguarding against playing favorites and 
surrounding himself with sycophants. 

7. Developing an openness in interpersonal rela-
tionships . 

8. Being continuously concerned about how things 
look to others. 

9. Paying little attention to squeaky wheels. 
10. Judiciously using the proceedings process. 

11. Emphasizing a diverse staff (89, p. 45). 

A significant finding by Adams (4, p. 149) is relevant 

to the above listing. The study reveals that a seeker of 

healthy working climate in an environment of achievement, 

growth, and recognition tends to adopt the values of the 

motivator-seeker. 

It seems that most of the studies in this area report 

significant correlations between organizational climate, 

motivation, and job satisfaction. Studies conducted in 

this area by Friedlander and Margulies (38, pp. 171-183), 

Hall and Lawler (46, pp. 339-354), Kaczka and Kirk (63, 

pp. 253-272), Schneider (110, pp. 248-256), and Schneider 

and Hall (111, pp. 447-455) report data which indicate 

that climate, performance, and motivation are related. 

Much research evidence collected from a variety of 

occupations, according to the report of Churchill and 

others (25), suggests that a worker's satisfaction in-

fluences his job behavior. Among the most consistent 

findings of this research are the following: (1) A nega-

tive relationship exists between job satisfaction and 

job turnover; dissatisfied workers are more likely to 
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quit and look for other jobs (25, p. 323). (2) A negative 

relationship exists between job satisfaction and absentee-

ism (42, p. 178). (3) A negative relationship exists be-

tween job satisfaction and accidents on the job, although 

it is unclear which factor causes the other (29, p. 99). 

(4) In a majority of studies, a positive relationship 

exists between job satisfaction and job performance, but 

there is much controversy over whether high satisfaction 

causes good performance and leads to satisfaction with the 

job or both satisfaction and performance are determined by 

other factors (101, pp. 79-80). 

Despite the fact that the stated research findings 

are inferred from other occupations, the researchers main-

tain that the findings are substantive. It is suggested 

that the low morale and discontent among salesmen can 

cause major problems for sales and marketing managers. At 

the same time, the findings may lead management to improve 

sales force morale directly by modifying company policies 

and procedures governing compensation, motivation, etc. 

(107, pp. 79-90). 

In an experimental study of organizational climate 

construct, Litwin and Stringer found job satisfaction, a 

byproduct of motivation, to be highest in a climate domin-

ated by "affiliation" (75, p. 71). In this type of climate, 

job satisfaction is relatively high in "achievement" but 
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low in the climate in which exercise of "power" is a domi-

nant feature. Based on these findings, the researchers 

conclude that motivation to work in an organization may be 

an outcome of a work environment and exists under different 

types of climate to varying degrees. 

Despite its impact upon the behavior of individual em-

ployees who work in a particular enterprise, the concept 

of organizational climate seems to be under attack on 

several fronts. Forehand and Gilmer (37, pp. 361-382) 

view the organizational climate construct as being based 

on the assumption that individuals within a given system 

in an organization and at a given hierarchical level should 

have similar perspectives about their climate. 

Forehand and Gilmer (37) point to a number of studies 

that report climate consistency, which they indicate would 

be difficult to explain as representing only a process of 

averaging extreme individual differences. Additionally, 

they observe that many of the climate studies reveal a lack 

of systematic effort to determine whether perceptions of 

climate vary significantly when evaluated on a demographic 

basis. These are subjective individual measures such as 

age, sex, educational level, years of service, and organi-

zational practices. 

In his contribution, Johannesson (62, pp. 363-382) 

is greatly concerned about perceptual measures of climate 
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in contrast to objective climate assessment. He believes 

that there are potentially as many climates as there are 

people in the organization. Based on the studies reviewed, 

this appears to represent a hypothesis that warrants fur-

ther research. 

Other observations come from Guion (45, p. 121), who 

feels that many researchers in the field appear to be con-

fused about whether climate refers to attributes of organi-

zations or people. A great deal of literature in this 

field, however, apparently considers organizational climate 

on its merit, in terms of its attributes. It is difficult 

to discern how this could be interpreted as referring 

primarily to people's attributes. 

A further area of criticism of this subject concerns 

what Guion (45, pp. 121-125) calls a possible overlap and 

redundancy between job satisfaction and climate. Stimson 

and LaBelle (116, pp. 333-349) feel that the intent of the 

organization scale is to evoke perceptual rather than atti-

tudinal or other types of responses. This means, according 

to these experts in organizational study, that the scales 

stimulate or intend to stimulate the responding participant 

to orient himself with specific facts and express his own 

opinion as to how he perceives those facts, not whether he 

likes them or not. 
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This part of the literature review reveals that 

several variables are involved that wedge organizational 

climate, work motivation, and organizational environment 

together. Becker (15, p. 26) refers to such variables as 

a range of factors that influence the climate of an organi-

zation. These factors, Becker postulates, include previous 

environments and their evolution, formal organizational 

constraints, and the needs, values, and expectations of 

workers as well as the practices of the manager, which have 

been proven to be the most important and dramatic determi-

nants . 

The individual's perception of the atmosphere or cli-

mate in which he works is no doubt related to his motiva-

tion, behavior, and attitudes, as suggested by Friedlander 

and Margulies' (38, pp. 121-183) research. Payne and Mans-

field (101, p. 210) also assert that perceptions of organi-

zational climate depend on (1) factors within the organiza-

tional environment that influence the real nature of the 

climate and (2) factors that affect the individual's 

perception of it. 

The literature reveals that organizational climate 

was conceptualized within the last two decades. Seemingly, 

there are as many definitions of the term "organizational 

climate" as there are authors who have studied the concept. 

It appears, however, that there is a common thread tying 

all such definitions together, although differences 
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apparently surface among the definitions that ordinarily 

reflect variations in the choice of words and word order. 

The research studies conducted in this area suggest that 

relationships exist among organizational climate, work 

environment, and motivation. However, the concept does not 

lack criticism. 

Lawler and others (69, p. 554) express their view con-

cerning the criticism which other writers have raised 

against organizational climate. They assert that, when 

individuals become organizational members, a generalized 

perception of the organization tends to develop as a result 

of their experiences within it. The generalized perception 

of the organization, they further indicate, obviously de-

termines the nature of its climate. According to them, al-

though organizational climate has been an appealing meta-

phor for many theorists, conceptually it has been questioned 

on many grounds. 

Hellriegel and Slocum (50, pp. 9-10) seem to take a 

remedial position in support of this particular criticism. 

They believe that organizational climate is characterized 

by conceptual difficulties. However, these authors sug-

gest that recasting organizational climate with a focus on 

communication relationships can ameliorate some of these 

conceptual difficulties. This is because, they further 

state, communication linkages describe more concretely 
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the vehicle by which perceptions are shared among organi-

zational members. 

Universal Applicability of Management 
Theories and Practices 

Management theories and practices generally are re-

garded as being universally applicable to business organi-

zations and to institutions of higher education. Anthony 

and Nicholson (11, p. 11) observe that the university, in 

view of its complex structure, is being increasingly re-

garded as an organization to be managed just as other 

organizations are managed. 

Supporting the universality of management practices, 

Anthony and Nicholson (11, pp. 11-16) assert that recog-

nition is being given to the fact that managerial processes 

are universal. This is true regardless of the organiza-

tion to which they are applied. The authors contend that 

the systems approach and other management theories and 

concepts are as applicable to a university as they are to 

any other business organization. 

Another contribution made in support of the universal 

applicability of management theories and practices is 

Hayes' assertion (48, p. 3). Assuming that it were possi-

ble to freeze all organizations in the world on a given 

day, Hayes indicates, the various management beliefs, 

theories, and practices to which managers subscribe could 
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be identified. He also believes that the present-day or-

ganizations are saddled with human problems. As a result, 

Hayes explains, many theories of management are being of-

fered as approaches to resolving organizational conflicts 

in any society. 

It is Stogdill's (117, p. 18) strong impression that 

humanistic theory has pervaded much of the management 

literature of the last two decades. In his opinion, the 

basic premise of the humanistic approach is that it is 

the function of organizational leadership to provide for 

freedom of the individual to realize his own motivational 

potential for fulfillment of his own needs and at the same 

time contribute to the accomplishment of organizational 

goals. 

To accomplish the universal organizational task of 

leadership, Patton (100, p. 56) claims that a variety of 

theories of administrative leadership has been developed 

to explain the factors involved in the emergence of the 

true leader-manager. He identifies them as "great man" 

theories, personal situational theories, interaction ex-

pectation theories, humanistic theory, and exchange 

theories. Miller (89, p. 1) recognizes the existence of 

the problems of governance structure within the organi-

zational structure. He identifies the problems that an 

administrator faces as those of direction, coordination, 
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decision-making, and communication. To be able to cope 

with these organizational problems, he advocates a con-

sistent way of perceiving human interaction in operational 

management. In his view, this significantly unified, inter-

personal, and humanistic action is supposed to pervade any 

structural governance arrangement. 

A key idea of Elkins (32, p. 241) appears to be re-

lated to other contemporary authors' work on the applica-

bility of management theories and practices. He maintains 

that motivation theories generally have one applicable 

common denominator--they look at all human beings as a 

complex bundle of needs, abilities, and motivations. 

Some organization management researchers view these 

theories as the critical elements in explaining behavioral 

actions at the managerial level. Several other theoreti-

cal and practical approaches to solving organizational 

problems have evolved. This bundle of theories is de-

scribed by Koontz and O'Donnel as the management theory 

of the jungle (67, pp. 9-12). 

Most observers in the field of management believe 

that the study of management has developed into a manage-

ment science. In spite of the apparent absence of a gen-

eral theory, the scientific terminology involved in manage-

ment lends support to this view (65, 72, 73, 84). 

The apparent practical evidence of human development 

and technological advancement in most contemporary societies 
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in the world, note Kast and Rosenzweig (64, pp. 141-144), 

suggests that management theories and practices are uni-

versally applicable. Anthony and Nicholson (11, p. 25) 

seem to recognize this assertion and indicate that adminis-

trative analysis and practices of global universities are 

not only universal in nature but have also heightened in 

recent years. 

As a challenge to authoritarian management practices 

in organizations, Dominico (29, p. 36) reports that numer-

ous authors in the area of business management worldwide 

have advanced management theories which embrace the human-

istic theory of leadership and the worth of the individual 

as a contributing partner in the decision-making process. 

These theories, according to Dominico, concentrate on 

what has been the human approach to management with an 

emphasis on basic human needs. They also focus on how 

those needs can be met in a work situation for the mutual 

benefit of both the employee and the organization. These 

theorists include Argyris (12), Herzberg (53), Leavitt 

(70), Maslow (77), and Mayo (79). 

The world of decisions to be made and actions to be 

taken in all types of human organizations makes it compel-

ling to search for rules and principles that make for 

understanding of the field of management (49, pp. 40-49). 

Douglas (30, pp. 40-49) seems to support this assertion 
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when he admits that theory is needed to better explain, 

predict, and control the phenomena occurring within the 

complex enterprise and to guide managerial actions in 

reliable directions. 

Litchfield (73, pp. 3-24) advances a series of funda-

mental propositions around which he proposes to establish 

a total theory of administration. Additionally, McFarland 

(84, p. 21) submits a set of management theories that are 

universally applicable to organizations. He refers to the 

theories of subordinate theoretical impacts coming from 

such fields as (1) organization theory (2) decision theory, 

(3) personality theory, (4) game theory, (5) communication 

theory, (6) learning theory, (7) group theory, and (8) in-

formation theory. 

McConkey (82) asserts authority on the universal ap-

plicability of management by objectives (MBO), a management 

philosophy, to non-profit organizations. He states that 

people who might question this authority would do well to 

answer "no" to the following questions: 

1. Does any type of organization have a mission to 
perform? 

2. Does management in any form of organization have 
assets (money, people, plant, and equipment) 
entrusted to it? 

3. Is management accountable to some person or au-
thority for a return on the assets? 

4. Can priority be established for accomplishing 
the mission? 

5. Is it possible to evaluate the performance of 
key personnel (82, pp. 5-21)? 
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McConkey assumes that answering "no" to any of the ques-

tions is an impossibility. This is because he feels that 

any manager who answers "no" places himself in the posi-

tion of advocating ineffective management. 

According to McConkey (82), MBO is making rapid 

strides in non-profit organizations everywhere. Although 

its progress has not been as dramatic or widespread as 

with business firms, it is becoming increasingly difficult 

to find a category of non-profit organizations in which MBO 

has not been successfully applied. McConkey further re-

ports that over twenty years of MBO experience has demon-

strated the value and applicability of MBO to all types of 

organizations. The non-profit sector is no exception to 

the need for good management. 

The literature reveals that most authors and re-

searchers believe in general terms that management proc-

esses and techniques are universally transferable within 

organizations. Terry (121, p. 133) believes in significant, 

universal application of the management process. He 

stresses that the fundamental functions of management are 

basic and are performed by managers regardless of the type 

of enterprise--business or non-business--the major activity, 

or the level at which the manager works. Terry argues that 

it is not only in a business but also in other non-profit 

enterprises that management exists. He relies on one 
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philosophy, however; this philosophy is that individual 

differences lie in such things as the types of objectives, 

the plans with their accompanying actions, the magnitude 

of the decisions made, the organizational relationships af-

fected, the amount of leadership required, and the complex-

ity of performance measurement. 

Terry (121, pp. 136-137) concludes with a simple equa-

tion that, since the management process is universal, what 

is meaningful about one manager's work applies to that of 

all managers. He contends that managers in industry can 

successfully serve in government posts not necessarily be-

cause of their intimate knowledge of government but because 

they can apply effectively the fundamental management func-

tions. The same, according to Terry, holds true for manage-

ment members in the educational field. 

Terry (121, p. 5) postulates that management means 

getting work done in organizations through people. Sup-

porting this statement, Barzun (14, p. 95) lists people 

first among a university's resources. He states that a col-

lege or university is a labor-intensive enterprise. Its 

accomplishments are dependent upon the caliber, the zeal, 

the effectiveness, and the management orientation of the 

human beings who make it up, particularly the faculty and 

also the large numbers of non-faculty personnel. 

The humanistic approach to management practices can 

probably be best ascribed to Drucker, who states, 
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Management is the development of people in any part 
of the world, and not the direction of things. It 
is the totality of the process necessary to change 
people to high purpose, to involve them significantly 
in planning and decision-making, and to help them 
develop ̂working relations among themselves that are 
satisfying and productive in accomplishing the aims 

167) ̂ nSt^tUt^°nS t h ey a r e a part (31, 

As viewed by Gibson and others (40), most executives 

or administrators universally believe that an organization-

wide sense of job satisfaction is a reliable index of good 

management practices. Similarly, the belief in the worth 

and dignity of the individual workers and the satisfaction 

of their needs and aspirations in organizations is ampli-

fied by the work of Miller (90), Oweren (98), Patton (100), 

and Stogdill (117) in the field of management and adminis-

tration. 

A number of studies have been conducted concerning 

the concept of the universality of management theories and 

practices. McFarland (84, p. 626) has made extensive 

literature reviews on the similarities and differences be-

tween managerial practices in different cultures. Report-

ing the findings of some studies on this subject, he states 

that certain researchers consider management as a science 

and it should therefore be universally applicable. 

McFarland (84) believes the assertion to be a contro-

versial idea because of the varying views of researchers 

on the subject. Argument is advanced that (1) some 
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researchers contend that it is not feasible to find prin-

ciples and laws that work under different conditions in 

the varying cultures and (2) others perceive feasibility 

in the search for basic administrative theory as evidenced 

in the transferability of administrative skills among 

firms, industries, and any other types of organizations 

within a given culture. McFarland (84, p. 627) discusses 

a study that seems to confirm the belief in the universal 

application of managerial thought, philosophy, and concep-

tualization . 

This study found that the fourteen developing coun-

tries studied were grouped into definite clusters and 

there were substantial similarities within the cultures. 

Only 25 to 30 per cent of the observed differences in the 

data was ascribed to national origins of the respondents, 

which means that the influence of culture is present and 

substantial but not overwhelming. The researchers found 

a strong tendency for managers in the various groups to 

express similar beliefs about management (84, p. 628). 

Drawing a conclusion in one of his analyses of a 

similar aspect of this discussion, Gabriel (39, p. 28) 

notes that, for purposes of industrialization and indus-

trial development, it seems clear that management skill 

is an exportable commodity. He also finds it to be one 

of the important exports of the multinational or 
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international firms. As well as in other places, evidence 

for this, in remarkable measure, seems to have been found 

in different Nigerian organizational environments (9, 

P- 44). 

In support of the situational view of the management 

theory and practice, Fiedler (35, p. 67), an organizational 

psychologist, makes a valid contribution. He demonstrates 

in his studies on leadership that a contingency approach 

to leadership, emphasizing the factors that make it effec-

tive or ineffective, is superior to the generalized manage-

ment approaches of the past. He emphasizes the fact that 

the contingency approach to administration has become a 

worldwide management philosophy. 

Making conclusive statements in his Hawthorne studies, 

Mayo (79, p. 33) indicates that people in human organiza-

tions work better if they are treated like human beings 

and that to achieve this end management must concern itself 

with human relations. Herzberg (53, pp. 90-91) makes ex-

tensive comparisons between "motivator needs" (ego status, 

self-actualization) and "hygiene factors" (creature com-

forts, safety needs). He also concludes his studies by 

explaining that the factors which motivate people to work 

may be essentially different from those factors which 

create job satisfaction but are the same in any type of 

human institution. Maslow (77, p. 98) lists self-esteem 
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and self-actualization among his hierarchy of needs as 

paramount to human satisfaction. He submits that all of 

these should be vitally important to leaders in human or-

ganizations as paramount characteristics of higher levels 

of need satisfaction that provide direction for sound 

management practices. 

The idea of the universal applicability of management 

theories and practices, in spite of the arguments in its 

support, has come under attack. All of these theories and 

practices are not without basic problems of application 

in organizational settings. It is McFarland's (84, p. 21) 

strong impression that the managerial implications of these 

theories need to be separated from their non-managerial 

ones in order to demonstrate and support conclusions ap-

plicable to management theory. Submitting his own argument, 

Carlisle (21, pp. 18-19) postulates that the contingency 

management approach holds that there are few universal 

solutions to management problems; there is often not just 

one way to solve a management problem or one best course 

of action to achieve a desired condition. 

Condemning a general approach to solving organiza-

tional problems, the president of the American Management 

Associations contends that, if all the theories of manage-

ment were comparable, individuals are so arrayed in organi-

zations that what may work for one group may send another 
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into complete disarray (48, p. 3). Observing that the 

best management organizations are flawed, even though 

they are essentially healthy, this executive notes that 

only inexperienced managers expect the application of per-

fect management theory to result in a perfect organization. 

McGregor (85, pp. 33-34) concludes his Theory X assump-

tions about human beings by observing that management ap-

proaches to organizational effectiveness which develop from 

these assumptions are not "only universally inapplicable 

owing to their inaccuracy but will also often fail to 

motivate individuals to work effectively toward organiza-

tional goals. He therefore feels that management needs 

practices which are based on a more accurate understanding 

of the nature of man and human motivation. 

Closely related, Carlisle (21, p. 37) reports, is 

the charge that traditional theory overemphasizes the 

universalism concept. The universalism postulates of tra-

ditional theory, according to him, are based upon two as-

sumptions. One is that the management process remains the 

same in all organizations and is composed of planning, 

organizing, staffing, directing, and controlling functions. 

The same view is held by Terry (121, pp. 129-132). The 

second assumption is that management theory is equally 

applicable to business firms, social groups, governmental 

organizations, and any other activity involving joint human 

endeavor. 
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Like any other concept or theory, it is subject to 

the critique of experts. Carlisle's survey repeats one 

criticism that 

propositions which hold for such diverse phenomena 
as an army, a trade union, and a university must 
necessarily be either trivial or so abstract as 
to tell hardly anything of interest about concrete 
reality. Supervisors managing different activities 
face different situations that call for the select-
ing of concepts appropriate to that situation, not 
the reliance on principles to be applied univer-
sally (21, p. 37). 

Matcalf (78, p. 277) credits the papers written by 

Mary Follett, an American social worker and philosopher, 

who was recognized in the 1920s with the law of the situa-

tion." Follett noted even then that there are different 

types of leadership and that different situations require 

different types of knowledge. 

In modern times, Howe (60, p. 13) believes, management 

has come to be equated in theory with practices that seem 

to increase workers' satisfaction in organizational set-

tings . As too many internal and external environmental 

variables confound the relationship between theory and 

practice, however, it can be realistically stated that 

some management theories and practices work in certain 

situations and not in others (43, p. 13). 

Expressing his own view, McFarland (84, p. 11) indi-

cates that a unified, integrated, comprehensive theory of 

management has yet to be formulated, although an impact has 
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been made. However, he explains, an accumulating body of 

theory in management which includes organizational theory, 

human relations theory, administrative theory, and de-

cision theory has been assembled. 

Hellriegel and Slocum (50, pp. 56-58) support the 

credibility of Fayol's development of fourteen principles 

and practices of management as usable concepts for organi-

zational efficiency and effectiveness. According to them, 

however, the same management principles, in their limiting 

scope, are seldom applied in exactly the same way. 

In the field of education, apparently some adminis-

trators are skeptical about the transferability of indus-

trial management practices to effective use in educational 

enterprise. McClenney (81, pp. 26-33), referring to the 

college president as a manager, gives an account of a 

management seminar where community college administrators 

were encouraged to examine their approaches to institu-

tional management. 

The administrators, according to McClenney, were 

confronted with the functions of management, which include 

principles of organization, planning systems, leadership 

styles, and standards of performance. Some college ad-

ministrators attended the seminar only because they recog-

nized the changing realities in college administration. 

The reaction of other administrators was to dismiss or at 
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least explain away the finding of researcners working in 

private business or industry. This group of administrators 

viewed education as unique, they were not sure that strate-

gies pursued in business could be made to work in colleges, 

and they did not view themselves as managers. They con-

tended that, because the word manager is a business or 

industrial term, business employed managers to direct mar-

keting and production activities. Community colleges, on 

the other hand, simply were not involved in that type of 

enterprise (81, p. 35). 

Wright (126, pp. 144-155) refers to a question that 

arises from the problems encountered in introducing and 

applying U.S. management to activities in different en-

vironments. The question is whether or not the U.S. 

management practices can be transplanted successfully 

into the very different environments. 

Wright (26) reports that the question is addressed 

by both universalists and environmentalists. The uni-

versalis ts argue that there is a fundamental management 

philosophy——wel1 developed in most American firms or 

multinational corporations--that can promote maximum ef-

ficiency wherever it may be applied. The environmental-

ists, on the other hand, view environmental constraints--

local education; sociological, political-legal, and eco-

nomic conditions; and cultural differences as the primary 
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determinants of the effectiveness of a particular manager 

ial philosophy. These constraints, according to Wright, 

are limiting factors to universal applicability of manage-

ment theories and practices. 

Parsons (99, p. 489) expresses some doubt as to whether 

certain management practices can be applied in academic 

settings. He contends that control, a management function, 

cannot be strictly applied in managing academicians. This 

is because, according to Parsons, a prime attraction of 

college teaching for the individual faculty members is 

their freedom from control and direction. He further ar-

gues that a strong body of thought holds that evaluation 

of the performance (another function of management) of 

the college teacher-researcher is not feasible. 

In contrast to the views of critics on the possible 

applicability of management practices to academic organi-

zations , Corson (27, p. 161) observes that experience 

demonstrates that the management techniques developed in 

business and government during the 1960s have noticeably 

improved the level of university administration. These 

techniques, he further states, particularly operations re-

search, management by objectives, and systems, can continue 

to contribute significantly to the efficiency with which a 

college or university's large and numerous businesslike 

activities are run. 
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In his supportive contribution to this ongoing discus-

sion, Bogard states, 

By the application of management techniques--plus 
imaginative curiosity—in making the decisions,^ 
trustees and presidents of colleges and universi-
ties can not only increase the efficiency with which 
campus activities are carried on and control costs, 
but can also influence significantly the character 
of the institution (17, p. 3). 

Bogard summarizes his remarks in this connection by ob-

serving that turning colleges and universities to highly 

decentralized organizations is the result of effective 

management. 

It appears that management literature reveals much 

thought and many general points of view concerning the 

universal application of management theories and practices. 

The literature on management studies apparently claims 

that management is of universal importance. Management 

also appears to pervade almost every human activity since 

few people in the world can escape its influence. Most 

people are either managers in one way or another or they 

are being managed. 

For modern and traditional societies to function ef-

ficiently, it is assumed that effective management of human 

resources should be thoughtfully considered (106). Re-

searchers seem to recognize the importance of basing man-

agement practices upon systematic knowledge of human 

motivational processes. Most of their reports appear to 
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underscore the understanding of the universality of manage-

ment theories and practices, and they indicate that an 

exercise of this type of applicability will be charac-

terized by problems arising from constraints such as 

environmental and political conditions, cultural differ-

ences , and educational backgrounds. The belief that some 

management theories and practices are applicable to higher 

educational institutions, however, seems to stand unchal-

lenged. 

Faculty Development and Management Practices 

in Nigeria 

Today it appears that most universities are caught in 

an increasingly difficult dilemma. Strong demands are 

being made for the establishment of new curricular pro-

grams and offerings. All of these are for the improvement 

and expansion of existing programs and services to the na-

tions in which such universities are established. Aca-

demic staffs are obviously the agents of these changes (92, 

p. 135). Yet, many environmental constraints in terms of 

management practices of these universities appear to be 

limiting professional advancement. 

Woodburne and Lloyd (125, p. 20) view individual 

faculty advancement in terms of promotions in rank as being 

contingent upon the motivational promises of intial ap-

pointments . They argue that promotions are the means, 



75 

aside from salary, by which true effectiveness is rewarded 

and the morale of the academic staff improved. Altbach 

(10, p. 20) notes that the academic profession remains an 

important group in most societies. He stresses the need 

for individual improvement through effective management 

practices. If the academic staff is underdeveloped, he 

contends, the quality of instruction at a university cannot 

be high. 

Miner (91, p. 133) attempts to project the type of 

educational professional organization that will function 

effectively in the world of the future. In so doing, he 

cites Bennis as drawing heavily on the professional model 

as reflected in universities, the base for research and 

development organizations. Miner feels that more and 

more developed professionals will enter the academic com-

munity. To have a meaningful commitment to their profes-

sions and professional organizations, according to Miner, 

academicians need an environment that is steadily condu-

cive to the development of human thought in order to grow 

intellectually. 

Altbach (10, p. 20) emphasizes the need for encour-

aging the acacemic professionals' interest in research in 

order to further their advancement and to create new know-

ledge. If this is lacking, he argues, research productivity 
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will inevitably be abated and scientific and technological 

development slowed. 

In its quest to improve the socioeconomic and politi-

cal standard of a society, as viewed by Akintunde (8), no 

higher educational enterprise is likely to succeed without 

an adequate, highly qualified, and advancement-oriented 

academic staff. Akintunde, perceiving the need to reward 

individual improvement efforts, decries Nigeria's National 

Universities Commission's (NUC) directive to curtail ad-

vancement of academicians. He describes the move as a 

dangerous and demotivational attempt to strangle the uni-

versity community. It seems that the directive seeks to 

limit the number of full professors and senior lecturers 

in each faculty of the universities and, consequently, 

slow the pace of their progress. The circular states 

that "not more than 15 per cent of the academic staff of 

a university should be full Professors and Readers (Asso-

ciate Professors) and not more than 20 per cent should 

be Senior Lecturers" (8, p. 3). Akintunde argues that 

such a constraint on faculty advancement will not only be 

demoralizing but will also paralyze Nigerian higher educa-

tional institutions as well as bringing them to ridicule 

in the international community. 

In this connection, Adeyemo's (7) view seems to be 

positive in a proposal made for the growth and development 
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of members of the staff of the faculty of business adminis-

tration at the University of Lagos. In an effort to make 

recommendations on staff development to the vice-chancellor 

of the University of Lagos, he says, "We have it on author-

ity that large additions to staff at the right levels are 

not only feasible, but can also be achieved by the faculty, 

provided that the development perspective is adopted" (7, 

p. 27). 

Alarmed at the shortage of academic staff both in 

terms of quality and quantity, Adeyemo (7) notes that a 

large number of existing staff in his faculty are inade-

quately trained or prepared for the task of teaching and 

research in the university. He observes that this type of 

problem especially affects the morale of lecturers in ad-

dition to their lack of promotions and confirmations of 

appointments (tenure). To remedy this situation, the 

dean suggests an immediate need for staff training op-

portunities for growth for both the faculty and the uni-

versity (7, p. 5). In his proposal for staff training and 

development, Adeyemo states, 

Those members of staff, at present on the ground, 
who require further training in research and 
teaching, should be enabled to embark on further 
training, either locally or overseas, as soon as 
possible. It is now becoming obvious that the 
university expects continued competency in terms 
of teaching, research, and publications from those 
of us who have never been trained to bring forth 
these fruits (7, p. 27). 



78 

In a similar situation, McGregor (85, pp. 42-43) 

comments on the upward movement of industrial workers. 

He stresses that all the things that provide satisfaction 

at work are more available to people on top of the organi-

zational structure than to those on the bottom. He feels 

that there is a gradient as one moves up the organizational 

ladder from the bottom to the top. He therefore emphasizes 

the need for management to encourage individual efforts to 

grow in the organization. Additionally, according to 

McGregor, the opportunities for enjoyment and satisfaction 

in one's work become greater the higher up the line one 

goes. 

Among the factors that mitigate against innovations 

and steady advancement of academicians, one college 

president (122) says that the most important is economic 

limitations. In his managerial capacity, speaking in 

favor of the need for faculty advancement, the university 

president warns against cutbacks in educational budgets 

and advocates the need to pay higher salaries to academic 

staff in return for doing a good job of educating the 

next generation (122, p. 1). 

Martorana and Nelson (76, p. 3) make a relevant con-

tribution to this position. They mention that limited 

financial resources to underwrite the cost of such items 

as faculty exchange programs in higher education are among 
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the factors undercutting the need for international pro-

grams among colleges and universiites in the United States. 

This situation, according to them, not only limits the 

maintenance of educational programs in these universities 

but also retards the professional advancement of institu-

tional personnel. 

The issues which tend to hinder individual growth and 

development in organizations appear to be inadequate condi-

tions of service (7, pp. 5-6). These issues also seem to 

generate the inability of management to retain efficient 

and competent personnel (96, p. 183). 

Adesola (6), in a convocation address, projects an 

increase of 40 per cent in the allocation to post-graduate 

programs in Nigeria and anticipates that a majority of its 

graduates will be hired in Nigerian institutions of higher 

learning. In view of this situation--the lack of oppor-

tunity for individual development apparently existing in 

the universities--Adesola expresses doubt about the reten-

tion of graduates in academic careers. He contends that 

retaining them depends upon rewarding atmospheres and 

favorable conditions of service being created to ensure 

adequate financial rewards and job satisfaction. Otherwise, 

he further argues, these graduates of the post-graduate 

programs may be easily lured away by the greater attrac-

tions of the private sector (6, p. 1). 
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At the time of this study, the Academic Staff Union 

of Universities of Nigeria (ASUU) has declared a trade 

dispute with the federal government of Nigeria. The dis-

pute, which resulted in a strike action, concerns issues 

that center on salary and conditions of service of uni-

versity staff in Nigeria. These issues, as noted in 

ASUU's report, caused a setback to the academic progress 

of faculty (2, p. i). 

In a publication of ASUU entitled "The University 

Crisis: Our Case" (2), a major cause of declining morale 

of academicians is said to be the impairment of the pro-

fessional advancement of lecturers due to a lack of funds 

to make provision for essential elements such as the 

following: 

a. Chalk, dusters, duplicating papers, stencils, 
typing sheets, blackboards, slide projectors, and 
overhead projectors to facilitate teaching. 

b. Chairs and desks in classrooms so that students 
will not have to stand while listening to teach-
ing instructions. 

c. More laboratory space and equipment so that stu-
dents will not need to share seats, microscopes, 
etc. 

d. Conduct of meaningful research into pressing 
national, social, agricultural, engineering, and 
medical problems. 

e. Paying staff reasonable salaries. 
f. Enabling universities to organize industrial 

work experience and field trips fot students. 
g. Providing books, journals, and other materials 

necessary for teaching and research. 
h. Arresting the ongoing mass exodus of highly 

qualified academic staff from universities to 
the private sector (2, p. 3). 
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These 1981 ASUU complaints appear to be based on a 

similar submission by Adeyemo (7) in 1978. Adeyemo, in 

his capacity as a dean, complains of lack of faculty de-

velopment and shortage of physical facilities: 

The greatest hindrance to development of faculty 
from the earlier times has come from inadequate 
supply of office space and classrooms. Due to 
shortage of physical facilities, it has been diffi-
cult in the past to attract staff of the right 
quality and quantity. Consequently, the lack of 
office space has been one of our major contraints 
to the growth and development of staff in the 
faculty. The degree of quality has now declined 
to the "rock bottom," and there is, therefore, an 
urgent need to effectively tackle the problem by 
breaking the vicious circle now (7, pp. 5-6). 

Adeyemo's (7, pp. 1-4) statement and a similar one by his 

successor, Nwankwo (96, pp. 1-9), were sent to the central 

administration of the University of Lagos. 

Many university professors and lecturers in Nigerian 

universities believe that they are unable to grow well 

professionally (2, p. 1; 96, p. 3). According to them, 

this is due in part to inadequate facilities in their 

laboratories. Writing on the financing of higher educa-

tion currently in Nigeria, Olaniyan (97, p. 9) comments 

that the post-graduate scheme in most Nigerian universities 

is believed to be seriously hampered by lack of funds, 

adding that the science discipline is hardest hit. 

Over the years, according to Adesola (5, p. 4), who 

is vice-chancellor of the University of Lagos, the facili-

ties of that university have been viewed with great concern. 
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The facilities have been so overtaxed that the effort that 

is made to increase these facilities is quickly outweighed 

by the pressure placed on them. 

Adesola (6, pp. 4-5) also complains that the lack of 

academic space hinders advancement and stresses this short-

age of facilities. He emotionally states that, if univer-

sities are to play a meaningful role in the life of the 

nation and if they are to be agents for social change, it 

is clear that the government can no longer treat universi-

ties with indifference. They must be provided, he empha-

sizes, with the wherewithal to perform their function. 

Yusuf (127, p. 217) makes a supportive contribution to 

the opinions on faculty's lack of commendable growth and 

development in Nigerian institutions of higher education. 

He observes that there is, generally, considerable in-

adequacy in the facilities at the different educational 

levels of Nigeria. 

Other contemporary literature on advancement and 

growth of employees in organizations stresses the signifi-

cance of reward as a motivational factor (70, p. 11; 123, 

pp. 59-60). Holt (59, pp. 197-218) predicts that the re-

ward that may become most frequent in the 1980s is the 

mechanism that allows more advancement among college and 

university, government, and industry personnel. In order 

to foster excellence, according to Holt, universities have 
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to battle for adequate support for the research activities 

of their finest scholars. He argues that adequate support 

for research is a key reward for serious scholars who are 

determined to grow professionally. 

Stoner (119, pp. 420-421), dealing with the immediate 

work environments that offer opportunities for employee 

growth and advancement, subscribes to adequate reward sys-

tems for enhancing personal growth. He believes that the 

organizational actions that generally have the greatest 

impact on the motivation and performance of individual 

employees, leading to their advancement, are the rewards 

that they are offered. 

In a review of literature on the process theories of 

motivation relative to employee development, Stoner (119, 

p. 408) makes a relevant assertion. He indicates that 

individual workers can be developed by being motivated 

through goal setting and reward systems. This way, Stoner 

claims, it is possible for individual employees to see 

strong possibilities for receiving some reward in terms of 

salary increases. This reward becomes an incentive or 

motive for their behavior. In some cases, particularly 

in the less advanced societies, this type of reward may 

lower the level of employee turnover, stabilize mobility, 

and lay the foundation for employee advancement on the 

job (9, pp. 10-13). 
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Chait (22) views the issue of reward from a different 

but pertinent perspective. He postulates that colleges 

and universities only marginally employ economic reward 

structures for the following reasons: 

1. Colleges and universities are non-profit by 
charter. 

2. Much discretionary money is unavailable. 
3. The bases for allocating economic rewards are 

uncertain, because of unclear goals as well as 
difficulty of performance evaluations (22, p. 24). 

However, Chait cites critical prestige, recognition, and 

intellectual fulfillment as alternative "currencies" that 

are most valued by academicians. These rewards, according 

to Chait, are believed to enhance advancement in an aca-

demic environment. 

Some studies have been undertaken in this area in 

Nigeria. At the time when the business administration 

faculty members of the University of Lagos were reacting 

to the impediments to their advancement, a study by Nwankwo 

(96, p. 1) was conducted on resignations from the faculty. 

Based on its findings, the committee on recognitions made 

the following recommendations on faculty remuneration: 

a. Remuneration of faculty should be increased 
through faster promotions, particularly for 
those who merit them. 

b. Entry points for new appointments should be 
made at higher points on the salary scales. 

c. Staff members should be involved in consul-
tancy projects secured by the faculty (96, p. 6). 
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The primary rationale behind the last item is to give in-

dividual faculty members the opportunity for professional 

advancement through management consultancy (96, pp. 11, 13). 

Additionally, the committee is reported to have found 

lack of advancement prospects as the third most important 

cause of staff resignations, which, the committee observes, 

has a direct relationship to remuneration. Faculty mem-

bers might tend to lessen the emphasis on remuneration if 

the prospects for advancement were bright (96, p. 3). 

Along with this assumption, Olaniyan (97, p. 9) identifies 

many conflicts in operational methods of administering 

universities in Nigeria, which, he says, are not helpful 

to faculty advancement. 

The report of the investigation by the Udoji Commis-

sion (95) on the conditions of service in academic organi-

zations seems to be less favorable to academicians in Ni-

geria. Earlier the Committee of the Vice-Chancellors of 

Nigerian Universities expressed concern about the condi-

tions of service in Nigerian universities. Based on the 

investigation conducted, the Committee of Vice-Chancellors 

comments, 

The universities would have preferred and would 
prefer to stress the need of adequate salaries 
rather than large fringe benefits. Fringe bene-
fits are accepted all over the world as a part of 
remuneration, and they are paid by all major em-
ployers, public and private, in Nigeria. Looking 
at remuneration more broadly, the attractions of 
any professional career are a combination of 
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monetary rewards, the satisfaction derived from the 
work itself, advancement prospects, prestige, and 
social status, along with other elements. No pro-
fession would continue attracting worthwhile talent 
if it failed in offering one of these elements, but 
their relative importance may change. The Nigerian 
academic today is not sure of his future place in 
a changing society. Society seems to be increas-
ingly bestowing status and prestige as a conse-
quence of financial success and less on the basis 
of education or position, although it still expects 
the educated to refrain from publicly pressing fi-
nancial claims. At the same time, many academic 
staff feel inadequate job satisfaction and profes-
sional advancement (95, pp. 28-29). 

In accordance with the attempt made by the federal 

government of Nigeria to resolve these issues generally, a 

presidential commission was appointed to examine the con-

ditions of service of university staffs. The first charge 

to the commission emphasized the need to study the salaries 

of academicians elsewhere in the world, to study the inter-

national need for academicians, and to recommend a relevant 

salary structure for all categories of academic staff in 

Nigeria (33, p. 1). According to the commission, Adamole-

kun reports, 

The organization, structure, mission, and operating 
method of the university system differ from those 
of either the civil service or the public corpora-
tions . To create development opportunities for 
university staffs, therefore, the conditions of 
service of universities in Nigeria should be tai-
lored to suit the university's peculiar environments 
(3, p. 2426). 

The commission (104, p. 141) reported and recommended that 

the university system should be removed from the unified 

public services established for all public sector 
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organizations in 1975. This is considered necessary in an 

effort to improve the management practices that enhance 

staff development in Nigerian universities. 

It is the considered view of the commission that 

the existing salary grade level 01 to 17, established for 

public workers in Nigeria, be abolished for universities. 

In its place, the new university system salary scale (USS) 

01 to 15 is recommended (33, p. 3). Figures 1 and 2 in 

Appendix K show the relationship of the two different 

salary grade level systems. Figure 2 is a reflection of 

the increase proposed for the basic salaries at all levels 

of academic professional status. Because a substantial 

increase in salaries has a positive relationship with the 

economic security which influences their professional 

development, college and university lecturers and pro-

fessors generally agitate for salary increases (98, p. 29). 

Summary 

The subjects of motivation to work and organiza-

tional climate have aroused new interest among both acade-

micians and policy-makers during this decade. This rising 

interest is not limited to advanced societies; it seems to 

pervade the organizational environments of most developing 

nations, such as Nigeria, as well. 

At the theoretical level, the concepts of motivation 

in human organizations and of organizational climate are 
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stimulating. They emphasize the role of behavioral re-

search, symposia, seminars, and academic publications 

as instruments for professional growth and development 

(64, pp. 1-4). At the policy level, planning for develop-

ing performance and potential, improving working condi-

tions, maximizing human productivity, recruitment, and 

retention of highly qualified professionals is recognized 

as an important element in the achievement of social goals 

in both academic and industrial organizations. 

The concept of climate presumably provides a frame-

work that is valuable and useful to organization leaders 

in understanding the behavior of those with whom they must 

work. It not only fosters the understanding of the ef-

fects of leadership actions and informal style upon human 

motivations but is also useful in developing more effective 

approaches to motivational and organizational problems in 

relation to professional growth and advancement of em-

ployees based on the reward system. 
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CHAPTER III 

PROCEDURES FOR COLLECTING AND TREATING 

DATA 

Chapter III presents the methods and procedures that 

were utilized in the collection of the data for this study. 

The following areas are discussed: population of the 

study, description of the instrument, procedures for the 

collection of data, and analysis of data. 

Population of the Study 

The target population of 300 lecturers for this inves-

tigation was randomly determined from all university lec-

turers in three of the first six oldest Nigerian universi-

ties. These higher education institutions are the Univer-

sity of Ibadan, which opened as University College, Ibadan, 

in 1948; the University of Nigeria, Nsukka; the University 

of Lagos, Lagos; the University of Ife, Ile-Ife; Ahmadu 

Bello University, Zaria, which opened in the early 1960s; 

and the University of Benin, which opened as the Institute 

of Technology, Benin City, in 1980 (3, p. 5). 

The other newly established universities were not in-

cluded or considered for participation in this study be-

cause experienced opinion was a primary criterion in that 

100 
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phase of the study. In addition, this randomized selec-

tion was necessary in view of the great distances between 

Nigerian universities. These three of the oldest univer-

sities in Nigeria were selected on the assumption that they 

constituted a valid source of information from which data 

for the analysis could be elicited. 

The Survey Instruments 

Two sets of questionnaires, for which permission for 

use was sought and obtained, were utilized to collect the 

data for this study (see Appendix F). One of them, the Or-

ganizational Climate Description Questionnaire (OCDQ-HE), 

is designed to determine the academic organizational climate 

as perceived by academic staff. The other, the Educational 

Work Components Study (EWCS), is designed to measure work 

motivation in the academic organization. Both instruments 

indicate occurrence through the use of a five-point scale. 

Written permission for the use of these survey instruments 

was obtained from Borrevik, Miskel, and Educational Testing 

Service, respectively (Appendix G). 

The Organizational Climate Description Questionnaire 

(OCDQ-HE) was developed by Borrevik in 1972 (2, p. 1). 

This instrument, modeled after Halpin and Croft's 1963 

study of elementary school climate (4, p. 84), was purposely 

constructed to permit portrayal of the organizational cli-

mate of academic departments within colleges and universities 
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as perceived by academic staffs. Borrevik analyzed faculty 

members in seventy-two academic departments in twelve Pa-

cific northwest institutions in developing the instrument 

(2, pp. 1-2). 

The original researchers, Halpin and Croft, hypothe-

sized that, in general, schools have distinct "personali-

ties" or organizational climates (4). Halpin and Croft 

designed the original instrument to test this hypothesis. 

Borrevik composed Likert-type items similar to the original 

items to represent eight factors or subtests of academic 

organizational climate. Four of the factors especially 

relate to characteristics of the "group as a group" and 

the remaining four to characteristics of the "department 

head as a leader." The eight OCDQ subtests are listed 

below. 

Academic Staff Behavior 
1. Disengagement 
2. Hindrance 
3. Esprit 
4. Intimacy 

Department Head Behavior 
1. Aloofness 
2. Production-oriented 
3. Thrus t 
4. Consideration (Appendix B) 

The six organizational climates which are listed be-

low were then identified by Borrevik (2, p. 78). They 

were conceptualized by the investigator along a continuum 

ranging from the preferred "open climate" at one end of 
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the continuum to the least desirable "closed climate" at 

the other (2, pp. 41-42). 

1. The Open Climate 
2. The Autonomous Climate 
3. The Controlled Climate 
4. The Familiar Climate 
5. The Paternal Climate 

6. The Closed Climate (Appendix C) 

The Organizational Climate Description Questionnaire 

indicates frequency of occurrence through use of a five-

point scale of values. Each lecturer respondent was asked 

to indicate the extent to which the behavior in each of 

the fifty items characterized his or her university. For 

example, for the statement "Lecturers call each other by 

their first names" responses could range from "almost al-

ways occurs" to "almost never occurs." Items on the OCDQ-

HE which were cited by respondents as "almost always oc-

curs" received a five-point value, those cited as "fre-

quently occurs" received a four-point value, those cited 

as "approximately equal in occurrence and non-occurrence" 

received a three-point value, those cited as "infrequently 

occurs" received a two-point value, and those cited as 

"almost never occurs" received a one-point value. 

The OCDQ-HE, based on the original OCDQ, is valid 

because the author indicates that its validation was ac-

complished through use of construct validity and cross-

validation techniques (2, p. 1). Concluding his abstract, 

the author also mentions that the findings of his 
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investigation were (1) the OCDQ-HE is a valid instrument 

to assess the organizational climate of academic depart-

ments, and (2) the consolidation in this investigation in 

higher education of the same factors found in the original 

s tudy was shown. 

In order to measure the factors of lecturer motiva-

tion to work, the Educational Work Components Study (EWCS) 

questionnaire was used. Although it was originally de-

signed for use in industrial settings by Borgatta to 

serve as an industrial selection device based on Herz-

berg's theory of work motivation (1, pp. 1-11), it was 

adopted for use in educational organizations by Miskel 

(5). Miskel accomplished this by subtracting words related 

to industrial situations. Miskel determined the factoral 

stability of the EWCS and calculated Cronbach's Alpha Co-

efficient to establish internal consistency of the items. 

The measure is composed of thirty-six Likert-type 

items which provide responses to the factors most desired 

in a job which motivate one to work. These factors are 

as follows: 

1. Potential for personal challenge and develop-
ment—the desirability of a job which pro-
vides opportunities for creativity and respon-
sibility and which stresses individual ability. 

2. Competitiveness desirability (and reward of 
success)--whetTTer an individual seeks iob~sit-
uations where the salary is determined by 
merit, the competition is strong, and accom-
plishment is emphasized. 
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3. Tolerance for work pressure—attitudes toward 
job situations in which work loads may be ex-
treme or excessive. 

4. Conservative security--the respondent's wish 
for security, including well-defined guidelines 
for promotions and job routines. 

5. Willingness to seek reward in spite of uncer-
tainty versus adoivance of uncertainty--a per-
son s willingness to perform interesting work 
despite the fact that the job might be a tem-
porary one. 

6. Surround concern--the individual's concern with 
the general aspects of the job (5, p. 44). 

The EWCS was administered in a self-report form. Fol-

lowing each item, as lited below, were five Likert-type 

responses which range from "extremely undesirable; would 

never take the job" to "extremely desirable; would favor 

the job greatly." A five-point scale of values was as-

signed to each item to indicate the respondents' judgment 

for the value of each item as follows: 

1 = Extremely undesirable; would never take the job 
2 = Undesirable; would avoid the job 
3 = Neither desirable nor undesirable 
4 = Desirable; would favor the job 

5 = Extremely desirable; would favor the job greatly 

The third part of the survey instrument contains the 

demographic items. The demographic data items are de-

signed to collect personal data on independent variables 

within the population. The selection of these demographic 

data items is based on their value in relation to the 

study. The demographic data items are sex, age, field 

of specialization, teaching experience in the particular 

university of study, highest educational qualification, 
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professional rank, the institution where the highest aca-

demic degree was obtained, nationality, and confirmation 

of appointment or tenure (Appendix H). 

Procedures for the Collection of Data 

At the early stage of the study, a letter seeking 

permission to conduct field research in Nigeria was sent 

to the researcher's sponsor, the Vice-Chancellor of the 

University of Lagos. The official letter of permission 

to undertake the field trip to Nigeria was received in 

May of 1981 (Appendix D). 

A letter was then sent to the vice-chancellor of 

each university in Nigeria involved in the study. The 

letter, which explained the objective of the study, 

sought the permission and cooperation of each university 

to carry out the investigation (Appendix D). Official 

letters of permission to administer the instruments were 

received from each university concerned (Appendix E), 

and the researcher traveled to Nigeria to direct the ad-

ministration of the questionnaires. 

In order to obtain a representative sample of lec-

turers who were employed to work full-time in the 

participating institutions at the time of the study, the 

six universities were listed in alphabetical order. From 

this list, the names of three universities--the University 

of Lagos, the University of Ife, and Ahmadu Bello 
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University--were randomly selected. Current lists contain-

ing the names of Boards of Studies of lecturers working 

in each faculty of each of the three universities selected 

were assigned a number, beginning with one. Ten lecturers 

were selected from each list, using a table of random 

numbers, for participation in the study. In each of the 

three universities a subtotal of 100 lecturers was se-

lected; a total of 300 lecturers was finally selected 

from all three universities. 

The survey questionnaires, along with the background 

data sheet, each in an addressed envelope bearing the 

participant's name, were hand-delivered to the faculty 

officer for distribution to the selected participating 

lecturers (Appendix H). A covering letter was included 

with each instrument explaining the reasons for the sur-

vey, requesting the cooperation of each respondent, and 

specifying the return date of the instruments (Appendix 

I). Each respondent was provided with a self-addressed 

envelope for returning the completed questionnaires. 

The investigator, assisted by faculty messengers, 

selected interested lecturers, departmental secretaries, 

and the faculty officers, located the respondents to fa-

cilitate the early return of the survey instruments and 

secure a greater return than was originally anticipated. 

As instructed in the covering letter, the completed 
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questionnaires were returned to the faculty officer who 

distributed them initially, and they were then collected 

by the researcher. The Department of Business Adminis-

tration in the University of Lagos was the base for the 

field researcher. The respondents outside Lagos who had 

not returned their surveys during the researcher's field 

trips later returned them by mail to Lagos. The last 

group of questionnaires was returned by mail from Ni-

geria to the investigator in the United States for analy-

sis. The numbers and percentages of returns obtained from 

the distributed questionnaires are reported in Chapter IV. 

Procedures for Analysis of Data 

In order to effectively organize the data for pre-

sentation and analysis, the following steps were taken: 

1. The demographic data were compiled and presented 

in tabular form. 

2. All lecturers in the sample were classified and 

presented in tabular form according to their perceptions 

of one of the six academic organizational climates. This 

classification was determined by using the procedures set 

forth by Halpin and Croft (4). 

3. It was initially determined that, if the data 

resulted in an insufficient number of distribution in one 

or more of the six climates, the climates would be col-

lapsed, as suggested by Halpin and Croft (Appendix J). 
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^ • The mea.II W A S ca.lcula.ted from each lecturer re-

spondent on each of the six EWCS subtests (factors). Steps 

2 and 4 are displayed in tabular form. 

5. A one-way analysis of variance was originally 

proposed to be performed with organizational climate as 

the independent variable and the respective score on the 

EWCS as the dependent variable. Six one-way analyses of 

variance x̂ ere also proposed to be used. The data resulted 

in an insufficient number of distribution in one of the six 

climate categories, and the climates were collapsed. Two 

major climate categories, open and closed, resulted from 

this collapsed technique. 

6. A t test, an appropriate statistical procedure 

for two independent groups, was performed. This was used 

to determine the difference in the way lecturers perceived 

their academic organizational climate and the factors that 

motivated them to work. A level of confidence of .05 was 

set for these analyses. 

Computer processing at North Texas State University, 

Denton, Texas, was used to assist in analyzing the data and 

the statistical calculations in this study. Based on the 

results of these tests, conclusions were drawn and pre-

sented in Chapter V according to the items that were 

tested in the questionnaires and reported in Chapter IV. 
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Summary-

Chapter III has described the population used to 

secure data for this study, the survey instruments, the 

procedures for collection of data, and the treatment of 

data. The types of statistical analyses used to treat 

the data were also discussed. The analyses of data 

are presented in Chapter IV. 
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CHAPTER IV 

PRESENTATION AND ANALYSES OF DATA 

Introduction 

The analyses of data for this study are presented in 

this chapter. The study seeks to determine the relation-

ships between work motivational factors and the perceptions 

of Nigerian lecturers regarding the academic organizational 

climate of their institutions. 

Table I contains data reporting the numbers and per-

centages of returned questionnaires by universities. The 

TABLE I 

NUMBERS AND PERCENTAGES OF QUESTIONNAIRE 
RETURNS BY UNIVERSITIES 

Institutions 
Number 

Distributed 
Number 
Returned 

Percentage of 
Total Return 

University of 
Lagos 100 91 30 

University of 
Ife 100 83 28 

Ahmadu Bello 
University 100 78 26 

Total 300 252 84 

112 
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data were obtained from lecturers in three universities 

that were randomly selected from among the six oldest 

universities in Nigeria. A total of 300 full-time lec-

turers was selected for this study; 252 (84 per cent) of 

the subjects returned completed questionnaires. 

Analyses of the Data 

The analyses of the data are organized into four 

parts. The first analysis profiles the respondents who 

participated in the study. The second analysis presents 

a summary of the responses of the Organizational Climate 

Description Questionnaire (OCDQ-HE) and classifies the 

perceptions of the 252 lecturers according to the manner 

in which they perceived their academic organizational 

climate. The third analysis shows the data findings that 

pertain to the six specific work motivation factors, as 

indicated by responses to the Educational Work Components 

Study (EWCS) questionnaire. The fourth analysis groups 

the responses of the lecturers according to how they per-

ceived their academic organizational climate (open, auton-

omous, controlled, familiar, paternal, or closed) in con-

junction with the work motivation factors measured by the 

EWCS. This analysis also examines the relationships that 

were found to exist between the six specific factors that 

motivated lecturers to work and their perceived organi-

zational climate. 
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General Background Data on 
Lecturer-Respondents 

The lecturer participants, who were randomly selected 

from the University of Lagos, the University of Ife, and 

Ahmadu Bello University, were asked to furnish personal 

data. As shown in Table II, those data reveal that 74.21 

per cent of the respondents are male and 25.79 per cent 

are female. The largest group of lecturers responded 

from the University of Lagos and the smallest group from 

Ahmadu Bello University. It is possible that the variance 

between these two universities is due to geographical lo-

cation. The University of Lagos was the base for the re-

search, and the University of Ife is not geographically 

far from it; Ahmadu Bello University, however, is located 

some distance away in the northern part of Nigeria. 

Fifty per cent of the respondents are between 31 and 

40 years of age. For the total group of lecturers, the 

three largest areas of academic specialization are edu-

cation, social sciences, and business administration or 

public administration. Twenty-two (8.73 per cent) of the 

respondents have only one year or less of teaching experience; 

93 (36.90 per cent) respondents have between 2 and 5 years 

of experience, 100 (39.68 per cent) have between 6 and 10 

years, and 37 (14.69 per cent) have more than 11 years of 

teaching experience. The percentage of the respondents 
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DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS 
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Characteristic 

Sex 

Male 

Female 

Total 

20 or under 
21-30 
31-40 
41-50 
51-60 
61 or over 
Total 

Field of spe-
cialization 

Business/public 
administration 

Environmental 
design 

Engineering 
Education/con-
tinuing educa-
tion 

Social sciences 
Arts 
Sciences 
Law 

Unclassified 
Total 

Teaching exper-

ience (in years) 
I or less 
2-5 
6-10 
II or more 
Total 

University 

of Lagos 
N 

74 
11 
91 

0 
24 
46 
19 

2 
_0 
91 

10 

9 
8 

25 
10 

7 
8 
9 

_5 
91 

7 
41 
33 
10 
91 

% 

29.37 
6.75 

36.12 

0.00 
9.52 

18.25 
7.54 
0.79 
0.00 

36.11 

3.97 

3.57 
3.17 

9.92 
3.97 
2.78 
3.17 
3.57 
1.98 

36.11 

2.78 
16.27 
13.10 

3.97 
36.25 

University 

of Ife 
N 

51 
32 
83 

0 
23 
40 
16 

4 
_0 
83 

10 

10 
16 

9 
9 
8 

_4 
83 

9 
23 
37 
14 
83 

% 

20.24 
12.70 
32.94 

0.00 
9.13 

15.83 
6.35 
1.59 
0.00 

32.94 

3.97 

3.17 
3.57 

3.97 
6.35 
3.57 
3.57 
3.17 
1.59 

32.94 

3.57 
9.13 

14.68 
5.56 

32.94 

Ahmadu 

Bello 

University 
N 

62 
16 
78 

0 
17 
40 
16 
5 

jO 
78 

10 

8 
8 

10 
9 
8 
10 

7 
_8 
78 

6 
29 
30 
13 
78 

% 

24.60 
6.34 

30.94 

0.00 
6.75 

15.83 
6.35 
1.98 
0.00 

30.95 

3.97 

3.17 
3.17 

3.97 
3.57 
3.17 
3.97 
2.78 
3.17 

30.95 

2.38 
11.50 
11.90 

5.16 
30.94 

Total 
N 

187 
65 

252 

0 

64 
126 

51 
11 
0 

252 

30 

25 
25 

45 
35 
24 
26 
24 
17 

252 

22 
93 
100 

37 
252 

% 

74.21 
25.79 

100.00 

0.00 
25.40 
50.00 
20.24 

4.37 
0.00 

100.00 

11.91 

9.91 
9.91 

17.86 
13.89 
9.57 

10.74 
9.52 
6.74 

100.00 

8.73 
36.90 
39.68 
14.69 

100.00 
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Characteristic 
University 

of Lagos 
N % 

University 
of Ife 

N % 

Ahmadu 

Bello 

University 

N % 
Total 

N % 

Educational level 
Bachelor's de-
gree 

Master's degree 
Doctoral degree 
Non-classified 
Total 

Professional rank 
Senior lecturer/ 

senior fellow 
Lecturer I/Fel-
low I 

Lecturer II/Fel-
low II 

Assistant lec-
turer/research 
assistant 

Graduate assis-
tant 

Total 

Hhere highest de-
gree obtained 

Nigeria 
Africa 

United States 
Western Europe 
Non-classified 
Total 

Appointment con-
firmed (tenure) 
Yes 
No 
Total 

5 
47 
37 
_2 
91 

20 

31 

29 

_2 
91 

20 
4 

41 
25 
_1 
91 

77 
14 
91 

1.98 
18.65 
14.68 

0.79 
36.10 

7.94 

12.30 

11.51 

3.57 

0.79 
36.11 

7.94 
1.59 

16.27 
9.92 
0.40 

36.11 

30.36 
5.56 

11 
38 
33 
JL 
83 

15 

31 

26 

36.12 

_2 

83 

24 
8 

27 
24 
_0 
83 

67 
16 
83 

4.37 
15.08 
13.10 
0.40 

32.95 

5.95 

12.30 

10.32 

3.57 

0.79 
33.07 

9.52 
3.17 

10.71 
9.52 
0.00 

32.94 

26.59 
6.35 

32.94 

8 
35 
35 
_0 
78 

19 

29 

20 

8 

_2 

78 

24 
2 

25 
24 
_3_ 
78 

67 
11 
78 

3.17 
13.89 
13.89 
0.00 

30.95 

7.54 

11.52 

7.94 

3.17 

0.79 
30.68 

9.52 
0.79 
9.92 
9.52 
1.19 

30.95 

26.59 
4.36 

24 
120 
105 

3 
252 

54 

91 

72 

26 

6 
252 

68 
14 
93 
73 
4 

252 

211 
41 

9.52 
47.62 
41.67 

1.19 
100.00 

21.43 

36.12 

29.77 

10.31 

2.37 
100.00 

26.98 
5.56 

36.90 
28.97 

1.59 
100.00 

83.73 
16.27 

30.95 252 100.00 
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Characteristic 
University 
of Lagos 

University 
of Ife 

Ahmadu 
Bello 

University Total 
Characteristic 

N % N % N % N % 

Nationality 
Nigerian 
Non-Nigerian 
Total 

54 
37 
91 

21.43 

14.68 
44 
39 
83 

17.46 

15.48 
49 
29 
78 

19.44 

11.51 
147 
105 
252 

58.33 
41.67 

100.00 

Nationality 
Nigerian 
Non-Nigerian 
Total 

54 
37 
91 36.11 

44 
39 
83 32.94 

49 
29 
78 30.95 

147 
105 
252 

58.33 
41.67 

100.00 

who have worked in a university environment for 11 years or 

more was small (14.69 per cent) compared with those who 

have worked for less than 11 years (85.31 per cent). 

The majority of the respondents are employed at the 

lecturer grade II and I levels (65.89 per cent). The 

educational background of the respondents is predomi-

nantly at the master's (47.62 per cent) or doctoral (41.67 

per cent) degree level. Nigerian industry, seemingly in 

competition with the universities, prefers to employ per-

sonnel with advanced educational qualifications. 

Although most of the lecturers (73.02 per cent) ob-

tained their highest degree outside Nigeria, 26.98 per 

cent of the respondents earned their highest degree in 

Nigeria. The appointment of 83.73 per cent of the lectur-

ers is confirmed (they are tenured); only 16.27 per 

cent had yet to receive tenure. The majority of the 

respondents (58.33 per cent) are Nigerian; 41.67 per 

cent are riot citizens of Nigeria. 
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Lecturers' Perceptions of Academic 
Organizational Climate 

The Nigerian university lecturers view their 

academic organizational climates as being open, auton-

omous, controlled, familiar, paternal, and closed. These 

six different academic organizational climates were de-

termined by using Halpin's prototypic climate procedure. 

Table III depicts the prototypic climates of the 

OCDQ that Halpin developed for his original study of 

school organizational climate. In order to determine 

the academic organizational climate perceived by the re-

spondents in this study, the following steps were taken: 

1. A computation was made of the absolute difference 

between the standardized scores on each subtest for each 

of the six prototypic profiles. 

2. A comparison was made of each lecturer's stan-

dardized scores with each of the six prototypic profiles 

in order to derive profile similarity scores. To accom-

plish this, each of the lecturer's eight standardized 

scores (representing the eight OCDQ subtests) was sub-

tracted from the prototypic profiles for the six organiza-

tional climates, and the results indicated the placement 

of each lecturer-respondent in one of the organizational 

climate categories (see Appendix J for the items composing 
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TABLE III 

PROTOTYPIC CLIMATES OF THE ORGANIZATIONAL 
CLIMATE DESCRIPTION QUESTIONNAIRE* 

OCDQ Subtests 0 A CO F P CL 

Disengagement 43 40 38 60 65 62 

Hindrance 43 41 57 42 46 53 

Esprit 63 55 54 50 45 38 

Intimacy 50 62 40 58 46 54 

Aloofness 42 61 55 44 38 55 

Production emphasis 43 39 63 37 55 54 

Thrust 61 53 51 52 51 41 

Consideration 55 50 45 59 55 44 

^Source: Andrew W. Halpin, Theory and Research in Ad-
ministration (New York, The Macmillan Company, 1966) , p7~~ 
174. 0 -- open climate, A--autonomous climate, CO -- con-
trolled climate, F--familiar climate, P--paternal climate, 
CL--closed climate. 

the eight subtests of the OCDQ in numerical terms). The 

results of the analyses are presented in Tables IV, V, VI, 

VII, VIII, and IX. As indicated in each of these tables, 

the resulting numbers, after the subtraction exercise, 

were added within each of the six climate categories; after 

a profile similarity was calculated for each prototypic 

profile, the prototype with the smallest total sum (score) 

indicates the academic organizational climate perceived by 

that group of lecturers. 
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The data in Table IV reveal that the smallest total 

absolute difference (64.35) appears in the open climate 

column. This indicates that 41 lecturers perceive their 

academic organizational climate as being open. These 41 

lecturers appear to feel that their working environment 

was humanistic,encompassing a warm, trusting, caring, 

people-centered, open atmosphere. 

As shown in Table V, the autonomous column yields 

the smallest total absolute difference (67.21). This 

indicates that these 21 lecturers perceive their academic 

organizational climate to be autonomous. The lecturers 

in this group appear to feel that they work in an 

atmosphere of freedom which is characterized by social 

interaction and few hindrances, one in which goals could 

be achieved with little or no difficulty. 

The data in Table VI show the smallest total absolute 

difference (64.60) in the controlled climate column. This 

indicates that these 55 lecturers feel that their academic 

organizational climate is controlled. This group of lec-

turers perceive tne environment in which they work as 

void of interpersonal and social needs satisfaction. It 

is possible that these lecturers are dominated by authori-

tarian rules and regulations that force involuntary sub-

mission. 



TABLE IV 

ANALYSIS OF ABSOLUTE DIFFERENCE OF ACADEMIC 
ORGANIZATIONAL CLIMATE FROM PROTOTYPIC 

CLIMATE OF LECTURERS: OPEN CLIMATE 
(N = 41) * 
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Subtests of 

OCDQ-HE 

Disengagement 

Hindrance 

Esprit 

In timacy 

Aloofness 

Production em-

phasis 

Thrust 

Consideration 

Total 

Standardized 

Scores 

45.30 

44.16 

52.23 

49.17 

45.13 

45.75 

53.03 

50.90 

0 

Absolute Difference from Subtests 

of Prototypic Climate 

8.91 

7.52 

12.13 

5.15 

7.42 

7.27 

10.62 

6.33 

64.35 

9 .41 

8.15 

8.56 

13.22 

15.95 

9.45 

8.87 

7.05 

80.66 

CO 

10.54 

13.11 

8.44 

10.06 

10.95 

17.25 

9.02 

9.64 

98.01 

14.75 

7.84 

8.70 

9.60 

7.28 

10.87 

8.93 

8.82 

76.79 

19.70 

7.40 

10.29 

6.04 

9.37 

9.74 

9 .01 

6.33 

77.88 

CL 

16.70 

10.17 

15.20 

6.62 

10.95 

8.98 

12.67 

10.35 

91.64 

r - r n n r 2 ~ ~ ? ? e n ^ C l i ? a t ^ ' A " ~ a u t o n o m o u s c l i m a t e , C O - - c o n -

C L — c l o s e ^ c l i m a t e " a n U a r C U m a t e ' p - " P a t e m a l c l i m a t e , 
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ANALYSIS OF ABSOLUTE DIFFERENCE OF ACADEMIC 
ORGANIZATIONAL CLIMATE FROM PROTOTYPIC 

CLIMATE OF LECTURERS: AUTONOMOUS 
CLIMATE (N = 21)* 
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Subtests of 

OCDQ-HE 
Standardized 

Scores 
Absolute Difference from Subtests 

of Prototypic Climate 
0 A CO F P CL 

Disengagement 46.83 7.16 8.45 9.70 13.17 18.17 15.17 

Hindrance 48.77 10.10 10.76 12.42 10.43 9.71 10.70 

Esprit 50.74 13.80 8.55 8.12 7.92 8.71 13.70 

Intimacy 58.02 10.02 6.42 18.60 6.44 13.18 7.92 

Aloofness 55.73 15.73 7.34 6.56 13.92 19.35 6.56 

Production em-
phasis 44.98 9.44 10.21 18.63 11.06 12.28 11.81 

Thrust 48.99 12.35 8.32 8.04 8.18 8.04 10.50 

Consideration 47.16 9.68 7.16 7.23 12.61 9.69 7.47 

Total 88.28 67.21 87.30 83.73 99.21 83.83 

*0--open climate, A--autonomous climate, CO--con-
trolled climate, F--familiar climate, P--paternal climate, 
CL--closed climate. 



TABLE VI 

A N ™ ? I S 0 F ABSOLUTE DIFFERENCE OF ACADEMIC 
ORGANIZATIONAL CLIMATE FROM PROTOTYPIC 

CLIMATE OF LECTURERS: CONTROLLED 
CLIMATE (N = 55)* 
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Subtests of 

OCDQ-HE 
Standardized 

Scores 
Absolute Difference from Subtests 

of Prototypic Climate 
0 A CO F p CL 

Disengagement 45.42 7.70 8.23 9.08 15.16 19.80 17.01 

Hindrance 53.45 11.95 13.44 7.09 12.70 9.86 6.63 

Esprit 47.97 15.35 9.00 8.41 7.01 7.33 11.14 

Intimacy 43.91 9.38 18.61 6.71 15.28 7.12 12.21 

Aloofness 51.23 10.78 11.06 8.16 9.66 14.03 8.16 

Production em-

phasis 52.45 11.53 14.71 11.18 16.42 7.92 7.75 

Thrust 49.47 12.25 7.94 7.61 7.77 7.61 10.18 

Consideration 46.71 10.74 7.40 5.86 13.60 10.74 6.13 

Total 89.68 90.39 64.60 97.60 84.41 79.22 79.22 

r™n XS~~?? e n^ C l iS a t?' A--autonomous climate, CO--con-

S - - c ? o s ^ c S m k e : 1 U a r C l l m a t e ' P - - P a C e ™ l c l t a a f . 
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The data in Table VII show that the familiar column 

has the smallest total absolute difference (58.42). This 

indicates that this group of 47 lecturers view their 

academic organizational climate as familiar. The working 

environment of this group is perceived as one in which 

activities that lead to goal achievement are monitored in 

a friendly manner which exercises little or no control. 

In Table VIII the paternal climate column yields the 

smallest total absolute difference (66.55), which indicates 

that a group of 36 lecturers perceive their academic or-

ganizational climate as paternal. These lecturers appear 

to perceive their organizational climate as one in which 

they do not enjoy friendly relationships with each other 

and the leadership is ineffective in terms of motivation, 

group control, and satisfaction of social needs. 

The data in Table IX indicate that the smallest 

total absolute difference (63.27) is in the closed column. 

This indicates that 52 of the lecturers perceive their 

academic organizational climate as closed. These lecturers 

appear to perceive their institutions as having a work 

environment that is distinguished by functional rigidity. 

These lecturers probably do not obtain much satisfaction 

from task achievement or in their social needs and freedom 

to perform their duties. 



TABLE VII 

ANALYSIS OF ABSOLUTE DIFFERENCE OF ACADEMIC 
ORGANIZATIONAL CLIMATE FROM PROTOTYPIC 
CLIMATE OF LECTURERS : FAMILIAR CLIMATE 

(N = 47) * 
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Subtests of 
OCDQ-HE 

Standardized 
Scores 

Absolute Difference from Subtests 
of Prototypic Climate 

0 A CO F p CL 

Disengagement 57.75 14.75 17.75 19.75 5.54 8.70 6.58 

Hindrance 50.86 9.80 11.20 9.21 10.51 8.32 7.83 

Esprit 55.56 9.36 5.36 5.26 6.57 10.63 17.56 

Intimacy 57.00 8.25 7.82 17.00 6.05 11.46 6,20 

Aloofness 52.03 11.22 10.51 7.09 9.56 14.68 7.09 

Production em-
phasis 51.30 10.37 12.98 13.61 14.64 8.99 8.66 

Thrust 56.26 8.43 7.17 7.89 7.53 7.89 15.34 

Consideration 57.31 8.54 10.64 14.38 8.04 8.55 15.20 

Total 81.12 83.43 94.19 68.42 79.22 84.46 
... . . 

n * j ~ ~ ? ? e n c l i m a t e > A--autonomous climate, CO--con-

CL--closed 1climate:~^ a m i l i a r C U m a t e ' , 



TABLE VIII 

ANALYSIS OF ABSOLUTE DIFFERENCE OF ACADEMIC 
ORGANIZATIONAL CLIMATE FROM PROTOTYPIC 
CLIMATE OF LECTURERS : PATERNAL CLIMATE 

(N= 36)* 
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Subtests of Standardized Absolute Difference from Subtests 
OCDQ-HE Scores 

0 
of j 
A 

Prototyi pic Cliir 
77 

late 

Disengagement 55.39 13.89 

n 

16.23 

L»U 

17.90 

r 

8.27 

P 

11.00 

CL 

9.07 

Hindrance 46.62 7.85 8.96 10.98 8.44 7.13 8.48 

Esprit 49.81 14.35 9.09 8.65 7.44 7.94 12.76 

Intimacy 46.17 8.87 16.57 11.29 13.38 8.63 10.76 

Aloofness 46.35 9.18 16.00 11.96 9.07 10.72 11.95 

Production em-

phasis 55.47 13.28 17.06 8.80 18.94 6.02 6.28 

Thrust 50.00 12.33 8.00 7.77 7.88 7.77 10.99 

Consideration 53.07 7.34 6.84 9.76 9.10 7.34 10.53 

Total 87.09 98.74 87.11 82.49 66.55 80.82 

«0--open climate, A--autonomous climate, CO--con-
trolled climate, F--familiar climate, P--paternal climate, 
CL--closed climate. 



TABLE IX 

ANALYSIS OF ABSOLUTE DIFFERENCE OF ACADEMIC 
ORGANIZATIONAL CLIMATE FROM PROTOTYPIC 
CLIMATE OF LECTURERS: CLOSED CLIMATE 

(N = 52)* 
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Subtests of Standardized Absolute Difference from Subtests 
OCDQ-HE Scores of Prototypic Climate 

O A CO F P CL 

Disengagement 49.08 8.56 10.59 12.14 11.43 15.92 13.08 

Hindrance 53.00 11.18 12.72 8.39 11.95 9.36 7.24 

Esprit 45.19 18.15 12.17 11.52 9.22 8.00 9.50 

Intimacy 50.19 6.58 11.88 11.87 8.42 8.14 6.42 

Aloofness 50.91 11.11 11.12 7.82 9.88 14.22 7.82 

Production em-

phasis 47.82 8.12 10.76 15.18 12.14 8.22 7.70 

Thrust 42.95 18.22 11.11 9.65 10.38 9.65 5.74 

Consideration 45.18 11.18 7.59 5.72 14.58 11.19 5.77 

Total 93.10 87.94 82.29 88.00 84.70 63.27 

i *5~~??en c l i m a t e> A- - autonomous climate, CO--con-

C L - - c l o s e d 1 c l i m a t e ~ ~ f a I n ^ ^ i a r C l l m a t e ' P - " P a t e m a l 
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The percentage distribution for the lecturers' per-

ceptions of their academic organizational climate is 

shown in Table X. Of the 252 lecturers who participated 

in the survey, 41 (16.27 per cent) perceive their academic 

organizational climate as open, 21 (8.33 per cent) feel 

that their academic organizational climate is autonomous, 

and 55 (21.83 per cent) feel that it is controlled. Forty-

seven respondents (18.63) view their academic organiza-

tional climate as familiar, 36 (14.29 per cent) feel that 

it is paternal, and 52 (20.63 per cent) perceive their 

academic organizational climate as closed. 

TABLE X 

PERCENTAGE GROUPINGS BY PERCEIVED 
ACADEMIC ORGANIZATIONAL CLIMATE 

Perceived Type of 
Academic Organizational 

Climate 

Number of 
Lecturers 

Percentage of 
Total Group 

Open climate 41 16.27 

Autonomous climate 21 8.33 

Controlled climate 55 21.83 

Familiar climate 47 18.63 

Paternal climate 36 14.29 

Closed climate 52 20.63 

Total 252 100.00 
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Grouping of Lecturers into Climate 
Categories According to Behavioral 

Perceptions 

Lecturers' perceived academic organizational climates 

are collectively classified in Table XI. These data re-

veal that lecturers1 perceived academic organizational 

climates encompassed all six OCDQ climate types. 

In the development of prototypic profiles of schools 

for the OCDQ, Halpin and Croft standardized each of the 

eight subtest scores across a sample for each subtest. 

In this way, all eight subtests were standardized accord-

ing to the mean and standard deviation of the profile 

scores, institution by institution. 

An arbitrary standard-score system based on a mean 

of 50 (X = 50) and a standard deviation of 10 (SD = 10) 

was selected for completion of the standardization process. 

Using these standardized scores, a score in excess of 50 

on a particular subtest indicates (1) that a particular 

given institution scored above the mean of the sample on 

that subtest and (2) that the score on that subtest was 

above the mean of the institution's other subtest scores. 

The converse of this assertion applies to scores below 50. 

For this study, Table XI shows the standardized sub-

test scores, the mean raw scores, and the standard devia-

tions across eight OCDQ subtests for the six groups of 

lecturers as classified by perceptions of academic 
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organizational climate. Standardized subtest scores above 

50 (mean or average score) are considered as high scores, 

while standardized subtest scores below 50 are considered 

as low scores. 

Table XI also shows that OCDQ subtests 1 through 4 

(disengagement, hindrance, esprit, and intimacy) measure 

lecturers' perceptions of the behavior of their fellow 

lecturers. Subtests 5 through 8 measure the lecturers' 

perceptions of the behavior of their heads of departments 

and that of other authorities in their academic community. 

Collapsing the Climate Categories 

In Table XII, the six different academic organiza-

tional climates are collapsed or combined into two major 

climate categories. In situations in which fewer than 30 

respondents appear in any climate category, Halpin sug-

gests that two types of combinations (three major categories 

or two major categories) may be used to ensure a minimum 

of 30 respondents (see Appendix J). This study used the 

two major categories combination, composed of the first 

three climates (open, autonomous, and controlled) that 

tend toward being open and the last three climates (famil-

iar, paternal, and closed) that tend toward being closed. 

Table XII shows how the climate categories were col-

lapsed. As indicated, 117 lecturers perceive their 
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academic organizations as having an open climate and 135 

lecturers feel that their academic organizations have a 

closed climate. 

In institutions that have open climates, Halpin as-

serts that faculty members obtain satisfaction quite equally 

with respect to both task accomplishment and social needs. 

In terms of its components, Halpin describes the open 

climate as being characterized by (1) high esprit, thrust, 

and consideration; (2) average intimacy; and (3) low dis-

engagement, hindrance, aloofness, and production emphasis 

(see Appendix B). 

In the open climate that has autonomous characteris-

tics, more emphasis is placed on social needs satisfaction 

than on task achievement; the almost complete freedom ac-

corded to faculty members distinguishes this climate. In 

the open climate that has controlled characteristics, task 

achievement is stressed highly at the expense of social 

needs satisfaction. 

Based on how the 117 lecturers in the open climate 

group perceive the behavior of their fellow lecturers 

(subtests 1 through 4), the data in Table XII indicate 

low or slightly low standardized scores on three of the 

four subtests. However, on the subtest measuring esprit, 

the open-climate group of lecturers have a high standardized 

score. 
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Concerning the group perceptions of the behavior of 

heads of departments and other authorities in the academic 

community (subtests 5 through 8), the data indicate 

low or slightly low standardized scores on the subtests 

measuring production emphasis and consideration and high 

standardized scores on thrust and aloofness. 

An institution with a closed climate has components 

of both familiar and paternal climates. Extremely high 

social needs emphasis characterizes the familiar climate, 

with little or nothing being done to direct or control the 

behavior of the group toward goal achievement. Halpin 

indicates that the familiar climate is (1) high in dis-

engagement, intimacy, consideration, and thrust; (2) 

average in esprit; and (3) low in hindrance, aloofness, 

and production emphasis. 

The paternal-type institution that has a closed 

climate is characterized by perceived ineffective at-

tempts to control faculty members and to satisfy their 

social needs. Halpin describes the behavior of principals 

in such organizational climates as non-genuine and non-

motivating; the paternal climate is (1) high in disen-

gagement and production emphasis, (2) average in con-

sideration and thrust, and (3) low in hindrance, intimacy, 

esprit, and aloofness. As shown in Table XII, the group 

of 135 lecturers in the closed climate category score 
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relatively high on the eight subtests of the OCDQ, with 

the exception of the consideration category, for which 

the score is slightly below average. 

Table XIII presents the percentage distributions 

of perceived organizational climate based on the collapsed 

categories. According to the collapsed climates, Table 

XIII shows that 117 (46.43 per cent) of the lecturers 

perceive their academic organizations as having an open 

climate. On the other hand, 135 (53.57 per cent) of the 

lecturers perceive their academic organization as having 

a closed climate. The collapsing of the six climates into 

two major categories in Table XIII reveals that (1) the 

open climate in the lecturers' academic organizations 

TABLE XIII 

PERCENTAGE DISTRIBUTION OF LECTURERS' PER-
CEIVED ACADEMIC ORGANIZATIONAL CLIMATE 

BASED ON COLLAPSED TYPES 

Perceived Type of 
Academic Organizational 

Climate 

Number of 
Lecturers 

Percentage of 
Total Group 

Open climate (open, au-
46.43 tonomous , controlled) 117 46.43 

Closed climate (familiar, 
paternal, closed) 135 53.57 

Total 252 100.00 



137 

could be characterized by a high degree of satisfaction in 

human relationships, and (2) the closed climate could be 

indicative of a low degree of satisfaction with human 

relationships and production. 

Perceptions of Lecturers Concerning 
Motivation to Wortc 

Table XIV presents the data on perceptions of the 

respondents pertaining to their academic organizational 

climates as indicated by mean scores on the factors of 

motivation as revealed by their responses to the EWCS 

questionnaire. The respondents' numerical scores were 

totaled for all items within each subscale (factor) of 

the EWCS, and raw scores were obtained for each of the 

six EWCS factors: (1) potential for personal challenge 

and development, (2) competitiveness desirability, (3) 

tolerance for work pressure, (4) conservative security, 

(5) willingness to seek reward in spite of uncertainty 

versus avoidance of uncertainty, and (6) surround concern 

(concern for surroundings). 

Eighteen is the mean score for each of the six EWCS 

factors. A high score on a factor is an individual or 

group mean score above 18; a low score on a factor is an 

individual or group mean score below 18. A high score on 

a factor (subscale) indicates a high degree of desirability 

for the characteristics comprising that particular factor; 
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a low score on a factor is indicative of a low degree of 

desirability for the characteristics comprising that 

particular factor. 

As shown in Table XIV, all groups of lecturers in all 

climate categories have high mean scores on EWCS Factors 

1, 2, 3, and 6. Conversely, all groups in all climate 

categories (except for the autonomous climate group) have 

low mean scores on EWCS Factor 5; the autonomous climate 

group has a mean score that is slightly above average on 

Factor 4. 

Table XV presents data on the two groups of lecturers 

and the combined or collapsed categories. As indicated in 

Table XIV, the autonomous climate group contained fewer 

than 30 respondents, a statistically unacceptable sample 

size; therefore, for the purpose of this particular analy-

sis, the six climate groups were collapsed into two major 

types, whereby, as previously explained, 117 lecturers 

were grouped into the open climate and 135 lecturers were 

grouped into the closed climate. Table XV reveals that 

the open climate group of lecturers have high mean scores 

on EWCS Factors 1, 2, 3, and 6 and a score that is slightly 

below average on Factors 4 and 5. The closed climate 

group of lecturers have high mean scores on EWCS Factors 

1, 2, 3, and 6 and low mean scores on Factors 4 and 5. 
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To determine the relationships existing between each 

of the six EWCS factors of motivation to work and the per-

ceptions of 252 lecturers of their academic organizational 

climates, six one-way analysis of variance tests were 

planned on the assumption that none of the six climate 

categories would have fewer than 30 respondents. The 

collapsed situation, which produced two groups, made it 

necessary to utilize the t test to determine and compare 

the groups' mean differences. 

The t values of these combinations are reported in 

Table XVI, which also presents the results of the t test. 

A significant difference at the .05 level was employed as 

the criterion for investigating and interpreting the pos-

sible relationships, which was determined to be a t value 

equal to or greater than 2.57 with 250 degrees of freedom. 

If the calculated t value is greater than 2.57, a sig-

nificant difference exists between the groups' means, 

which indicates a positive relationship between a factor 

of motivation to work and the perceived open-closed climate. 

In relation to the combined climate categories, the EWCS 

factors are discussed only if the difference is at the .05 

level of significance. 
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Data Findings Relative to the Research 
Question 

Part JL. Part 1 of the research question concerns 

the relationship that exists between EWCS Factor 1, poten-

tial for personal challenge and development, and percep-

tions of academic organizational climate (open through 

closed). As shown in Table XVI, this relationship pro-

duced a t value of 1.95 (p = .052), which is statistically 

non-significant. Therefore, no relationship exists between 

the factor of potential for personal challenge and develop-

ment and academic organizational climate. 

Part 2. Part 2 of the research question concerns 

the relationship that exists between EWCS Factor 2, com-

petitive desirability, and perceptions of academic organi-

zational climate (open through closed). As shown in 

Table XVI, this relationship produced no significant dif-

ference with a t value of 1.05 (p = .294). Therefore, no 

significant relationship exists between competitive desira-

bility and academic organizational climate. 

^art .3.--Part 3 of the research question concerns 

the relationship that exists between EWCS Factor 3, toler-

ance for work, and perceptions of academic organizational 

climate (open through closed). Table XVI shows that this 

relationship produced no significant difference with a 

t value of 1.27 (p = .205). Therefore, no significant 
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relationship exists between tolerance for work and aca-

demic organizational climate. 

Part 4.--Part 4 of the research question concerns 

the relationship that exists between EWCS Factor 4, con-

servative security, and perceptions of academic organiza-

tional climate (open through closed). The data in Table 

XVI indicate that this relationship produced a t value of 

0.37 (p = .712). This non-significant difference indi-

cates that no significant relationship exists between 

conservative security and academic organizational climate. 

Part 5.--Part 5 of the research question concerns 

the relationship that exists between EWCS Factor 5, wil-

lingness to secure reward in spite of uncertainty versus 

avoidance of uncertainty, and perceptions of academic or-

ganizational climate (open through closed). The data in 

Table XVI show a t value of 1.28 (p = .202) for this rela-

tionship , which indicates that no significant relationship 

exists between willingness to secure reward in spite of 

uncertainty versus avoidance of uncertainty and academic 

organizational climate. 

Part 6.--Part 6 of the research question concerns 

the relationship that exists between EWCS Factor 6, sur-

round concern, and perceptions of academic organizational 

climate (open through closed). Table XVI shows a t value 

of 2.62 (p = .009) for this relationship, which indicates 
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a significant difference at the .05 level. Therefore, a 

positive relationship exists between surround concern and 

academic organizational climate. 

Summary of Data Findings 

This study represents an initial endeavor to discover 

how Nigerian university lecturers feel about the climatic 

conditions of the organizations in which they work. It is 

a necessary step in the development of a meaningful under-

standing of human motivation, the concept of morale, and 

environmental factors that affect organizational performance 

in academic settings. These findings appear to be useful 

in furthering the understanding of the complexities asso-

ciated with these phenomena. 

The data were analyzed with reference to (1) the 

data-collecting instruments (Appendix H) and (2) 

the six parts of the research question. The findings that 

relate to this research are as follows. 

OCDQ-HE Survey Instrument Data 
Findings 

1. Of the 252 lecturers selected from the Nigerian 

universities, 41 perceive their academic organizational 

climate as being open, 21 perceive their academic organi-

zational climate as being autonomous, 55 perceive a con-

trolled climate, 47 perceive a familiar climate, 36 perceive 
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their climate as being paternal, and 52 perceive their 

academic organizational climate as closed. 

2. After collapsing the six climates into two major 

climates, open and closed, 117 lecturers appear to perceive 

the academic organizational climate as open (open, autono-

mous , or controlled) and 135 lecturers appear to perceive 

the academic organizational climate to be closed (familiar, 

paternal, or closed), although the difference is not statis-

tically significant. 

EWCS Survey Instrument Data Findings 

1. The data on all six factors of the EWCS reveal a 

similarity in the mean scores of lecturers regardless of 

how they perceive the academic organizational climate. 

2. The highest mean scores achieved by lecturers 

are for EWCS Factors 1, potential for personal challenge 

and development, and 6, surround concern. Next highest 

are the scores for Factors 2, competitiveness desirability 

and reward of success, and 3, tolerance for work pressure. 

The lecturers scored loxrest on Factors 4, conservative 

security, and 5, willingness to seek reward in spite of 

uncertainty versus avoidance of uncertainty. 

3. In determining relationships between the work 

motivational factors and lecturers' perceptions of academic 

organizational climate, no statistically significant dif-

ferences appear for the following five motivation to work 
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factors among the responses of lecturers who are classified 

according to their perceptions of academic organizational 

climates. 

EWCS Factor l.--The desirability of a job that pro-

vides opportunity for creativity and responsibility and 

that stresses individual ability. 

EWCS Factor 2.--Whether an individual seeks job situa-

tions where the salary is determined by merit, the competi-

tion is strong, and accomplishment is emphasized. 

EWCS Factor 3.--Attitudes toward job situations in 

which work loads may be extreme or excessive. 

EWCS Factor 4.--A desire for security that includes 

well-defined guidelines for promotions and job routines. 

EWCS Factor _5.--A willingness to perform interesting 

work despite the fact that the job might be a temporary one. 

4. Considering the direction and magnitude of the 

difference between groups, a statistically significant 

relationship exists between EWCS Factor 6, the individual's 

concern with physical surroundings and the general aspects 

of the job, and the lecturers' perceptions of academic or-

ganizational climate. 



CHAPTER V 

SUMMARY, FINDINGS, CONCLUSIONS, IMPLICA-

TIONS , AND RECOMMENDATIONS FOR 

FUTURE RESEARCH 

Introduction 

This chapter is composed of a summary of the purposes, 

methodology, and procedures of the study, followed by a 

presentation of the data findings as they pertain to the 

data-collecting instrument and research questions. Based 

on the findings, conclusions and implications are drawn, 

and recommendations for future research are submitted. 

Summary 

The problem with which this study is concerned is 

determining the relationship that exists between Nigerian 

lecturers' work motivation and their perceptions of their 

academic organizational climates. The methods and pro-

cedures utilized in the study were designed to accomplish 

the purposes of the study: (1) to determine Nigerian 

university lecturers' perceptions of the academic organi-

zational climate in which they work, (2) to determine 

Nigerian university lecturers' work motivation, (3) to 

determine the relationship between work motivation and 

148 
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perceived organizational climates, and (4) to discuss the 

results of the foregoing in terms of actual and potential 

significance for job performance, faculty morale, and 

academic organizational climate in Nigerian universities. 

Two sets of questionnaires x̂ ere utilized in collecting 

data for this study. The instruments are the Organiza-

tional Climate Description Questionnaire (OCDQ) and the 

Educational Work Components Study (EWCS). Both instru-

ments were administered to 300 randomly selected lecturers 

from three of the six oldest universities in Nigeria: the 

University of Lagos, the University of Ife, and Ahmadu 

Bello University. Usable questionnaires concerning the 

lecturers' work motivation and perceptions of their organi-

zational climate were returned by 252 (84 per cent) of the 

respondents. 

Using the data obtained from the OCDQ questionnaire, 

lecturers were classified and categorized according to 

their perceptions of climates in academic organizations. 

Data obtained from the EWCS instrument also determined 

lecturers' perceptions regarding motivation to work. 

Data analyses were both descriptive and inferential. 

Previously developed formulas and prototypic climate pro-

files were employed to determine and identify academic 

organizational climate. A t test procedure was employed 

to determine differences, at the .05 level of significance, 
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in the way that lecturers perceive their academic organi-

zational climates and the factors that motivate them to 

work. 

Summary of Data Findings 

This study represents an initial endeavor to discover 

how Nigerian university lecturers feel about the climatic 

conditions of the organizations in which they work. It is 

a necessary step in the development of a meaningful under-

standing of human motivation, the concept of morale, and 

environmental factors that affect organizational performance 

in academic settings. These findings appear to be useful 

in furthering the understanding of the complexities asso-

ciated with these phenomena. 

The data were analyzed with reference to (1) the 

data-collecting instruments (Appendix H) and (2) 

the six parts of the research question. The findings that 

relate to this research are as follows. 

OCDQ-HE Survey Instrument Data 
Findings 

1. Of the 252 lecturers responding from the Nigerian 

universities, 41 perceive their academic organizational 

climate as being open, 21 perceive their academic organi-

zational climate as being autonomous, 55 perceive a con-

trolled climate, 47 perceive a familiar climate, 36 perceive 



151 

their climate as being paternal, and 52 perceive their 

academic organizational climate as closed. 

2. After collapsing the six climates into two major 

climates, open and closed, 117 lecturers appear to perceive 

the academic organizational climate as open (open, autono-

mous , or controlled) and 135 lecturers appear to perceive 

the academic organizational climate to be closed (familiar, 

paternal, or closed), although the difference is not statis-

tically significant. 

EWCS Survey Ins trument Data Findings 

1. The data on all six factors of the EWCS reveal a 

similarity in the mean scores of lecturers regardless of 

how they perceive the academic organizational climate. 

2. The highest mean scores achieved by lecturers 

are for EWCS Factors 1, potential for personal challenge 

and development, and 6, surround concern. Next highest 

are the scores for Factors 2, competitiveness desirability 

and reward of success, and 3, tolerance for work pressure. 

The lecturers scored lowest on Factors 4, conservative 

security, and 5, willingness to seek reward in spite of 

uncertainty versus avoidance of uncertainty. 

3. In determining relationships between the work 

motivational factors and lecturers' perceptions of academic 

organizational climate, no statistically significant dif-

ferences appear for the following five motivation to work 



152 

factors among the responses of lecturers who are classified 

according to their perceptions of academic organizational 

climates. 

EWCS Factor l.--The desirability of a job that pro-

vides opportunity for creativity and responsibility and 

that stresses individual ability. 

EWCS Factor !2.--Whether an individual seeks job situa-

tions where the salary is determined by merit, the competi-

tion is strong, and accomplishment is emphasized. 

EWCS Factor 3.—Attitudes toward job situations in 

which work loads may be extreme or excessive. 

EWCS Factor 4.--A desire for security that includes 

well-defined guidelines for promotions and job routines. 

EWCS Factor 5.--A willingness to perform interesting 

work despite the fact that the job might be a temporary one. 

4. Considering the direction and magnitude of the 

difference between groups, a statistically significant 

relationship exists between EWCS Factor 6, the individual's 

concern with physical surroundings and the general aspects 

of the job, and the lecturers' perceptions of academic or-

ganizational climate. 

Conclusions 

From the analyses of the data, the following conclu-

sions appear to be warranted. 
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1. Based upon responses from this study, it is dif-

ficult to determine a discernible pattern in the academic 

organizational climate of Nigerian universities. 

2. The way in which respondents view their academic 

organizational climate (open or closed) appears to be un-

affected by intrinsic work motivation factors (opportuni-

ties for creativity, responsibility, competition, and ac-

complishment; excessive or temporary work loads). 

3. The way in which respondents view their academic 

organizational climate (open or closed) appears to be af-

fected by extrinsic work motivation factors (physical 

surroundings and working conditions). 

4. It appears that the organizational climate of 

Nigerian universities is not conducive to rewarding the 

individual meritorious accomplishments of their lecturers. 

Implications 

The following implications may be drawn from the 

findings and conclusions of this study. 

1. A closed organizational climate that does not 

recognize or reward individual meritorious contributions 

can be responsible for the absence of individual work 

motivation. When intrinsic rewards are withheld as a 

result of a rigid organizational structure (wherein, pos-

sibly, promotion and salary increases are based on 
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seniority or political influence), the factors that moti-

vate one to excel are diminished. 

2. The results of this study, which indicate that 

lecturers' perceptions of their academic organizational 

climates tend toward the closed end of the organizational 

climate continuum, suggest average institutional morale. 

To reinforce optimal job performance, good morale must be 

cultivated and rewarded in academic organizations, as it 

is in other group enterprises. The key persons in the 

initiation of morale-building in academic organizations are 

heads of departments. They not only must understand the 

desires of their faculty members, they must also recognize 

the factors that bear on their morale and motivate them 

to work. 

3. Department heads might be encouraged to attend 

management seminars and workshops in order to familiarize 

themselves with the latest personnel management techniques. 

In an open, healthy organizational climate, when a sound 

new method of employee relations is introduced, it is pos-

sible for openness to correlate with effective job per-

formance. Healthy, open organizational dynamics make a 

contributing impact because they facilitate the processes 

of the organization, not necessarily its products. Al-

though openness as such may not make a poor program ef-

fective, department heads of academic organizations should 

be cognizant of these research findings. 
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4. Attractive salaries and physical working condi-

tions as well as adequate work facilities could be signifi-

cant factors in a job change situation for Nigerian lec-

turers . 

5. The review of the literature for this study indi-

cates that other researchers conclude that an open organi-

zational climate is more desirable than a closed one. 

Their arguments are corroborated by the findings of nu-

merous investigators on educational and organizational 

climate as well as teacher job satisfaction. The results 

of this study suggest that efforts should be made by Ni-

gerian university authorities to give adequate considera-

tion to improving motivation to work through the establish-

ment of a more open organizational climate. 

Recommendations for Future Research 

Based upon the findings, conclusions, and implica-

tions of this research, the following recommendations for 

future study are proposed. 

1. Since this study found that a significant rela-

tionship exists between concern with physical surroundings 

and lecturers' perceptions of the academic organizational 

climate, a follow-up of this study should be conducted 

utilizing a different statistical analysis to determine 

the precise relationship of the individual's concern with 
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the general aspects of a job to perceptions of academic 

organizational climate. 

2. Further investigations should be made regarding 

whether lecturers' levels of motivation to work will be 

higher or lower in academic organizations that have ten-

dencies toward both open and closed climates. 

3. In view of the increasing number of newly-

established universities in Nigeria, organizational 

climate studies should be extended to other universities. 

This will result in a national comparison of lecturers' 

motivations to work and their perceptions of academic or-

ganizational climate and unrestricted generalizations of 

findings to other universities in Nigeria. 

4. Additional research should be conducted using demo-

graphic data such as sex, age, professional rank, years of 

experience, and nationality as variables to determine their 

effect on both lecturers' motivation to work and their 

perceptions of organizational climate. 



APPENDIX A 

LOCATION OF NIGERIAN UNIVERSITIES UNDER STUDY 

157 



158 

1763 

i 

2 

3 

4 

5 

6 

7 

Ahmadu Bello University (p. I 773) 

University of Benin (p. 1784) 

University of Calabar (p. 1787) 

University of Ibadan (p. 1788) 

University of Ife (p. 1799) 

University College of Ilorin (p. 1806) 

University of Jos (p. 1806) -

8 University College of Kano* (p. 1806) 

9 University of Lagos (p. 1807) 

10 University of Maiduguri (p. 1813) 

11 University of Nigeria (p. 1814) 

12 University College of Port Harcourt (p. 1825) 

B 3 University of Sokoto (p. 1825) 

• S o k o t o ' 1 

Kano 

Maidugur i 

• Zaria 

I lorin 

IbadanV 

Nsukka ' 

Calabar MMfS 

Hfarcourt 

The places named in black type are the 
seats of the university institutions numbered above. 

* The name is now Ba>cro Umversii) College 

NIGERIA 
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DESCRIPTION OF THE EIGHT SUBTESTS OF THE 

OCDQ AS USED IN THIS STUDY* 

I. Behavior of Lecturers 

A. Disengagement refers to the lecturers* tendency 

to be "not with it." This dimension describes a 

group which is "going through the motions," a 

group that is "not in gear" with respect to the 

task at hand. This subtest focuses upon the lec-

turers' behavior in a task-oriented situation. 

B. Hindrance refers to the lecturers' feeling that 

the department head burdens them with routine 

duties, committee demands, and other requirements 

which the lecturers construe as unnecessary busy 

work. The lecturers perceive that the department 

head is hindering rather than facilitating their 

work. 

c- Esprit refers to "morale." The lecturers feel 

that their social needs are being satisfied and 

that they are, at the same time, enjoying a sense 

of acomplishment in their job. 

^ "Source: Andrew W. Halpin, Theory and Research in Ad-
ministration (New York, The Macmillan Company, 1966)" ppT 
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D. Intimacy refers to the lecturers' enjoyment of 

friendly social relations with each other. This 

dimension describes a social needs satisfaction 

which is not necessarily associated with task 

accomplishment. 

2. Behavior of Department Head 

E. Aloofness refers to behavior by the department 

head which is characterized as formal and imper-

sonal. He "goes by the book" and prefers to be 

guided by rules and policies rather than deal with 

the lecturers in an informal, face-to-face situa-

tion. His behavior, in brief, is universalistic 

rather than particularistic, nomothetic rather 

than idiosyncratic. To maintain this style, he 

keeps himself--at least "emotionally"--at a dis-

stance from his staff. 

F• Production emphasis refers to behavior by the 

department head which is characterized by close 

supervision of the staff. He is highly directive 

and plays the role of a "staw boss." His communi-

cation tends to go in only one direction, and he 

is not sensitive to feedback from the staff. 

Thrust refers to behavior by the department head 

which is characterized by his evident effort in 

trying to "move the organization." "Thrust" 



162 

behavior is marked not by close supervision but 

by the department head's attempt to motivate the 

lecturers through the example which he profes-

sionally sets. Apparently, because he does not 

ask the lecturers to give of themselves any more 

than he willingly gives of himself, his behavior, 

although starkly task-oriented, is nonetheless 

viewed favorably by the lecturers. 

Consideration refers to behavior by the department 

head which is characterized by an inclination to 

treat the lecturers "humanly," to try to do a 

little something extra for them in human terms. 
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DESCRIPTION OF SIX CATEGORIES OF 

ORGANIZATIONAL CLIMATE* 

l- °Pen climate--High esprit; group works well to-

gether; not burdened by busy work; leader facilitates task 

accomplishments. Group friendly to each other but not in-

timate. Considerable job satisfaction and pride in organi-

zation. Leader viewed as genuine; works hard himself and 

is considerate of others. Personal flexibility and in-

tegrity, not aloof, low emphasis on production but work 

gets done. 

2. Autonomous climate--Almost complete freedom given 

to group to provide their own structures. High esprit and 

intimacy, work well together, and achieve goals. Not hin-

dered by leader but leader remains aloof, little production 

emphasis, and only moderately considerate. Leader provides 

thrust and is flexible but mainly allows the group to run 

the show. 

3- Controlled climate--Marked by a press for achieve-

ment at the expense of social needs satisfaction. Group 

works hard, engaged in tasks, and follows the prescribed 

. _2Sou:Fce: ̂ ndrew W. Halpin, Theory and Research in Ad-
ministration (New York, The Macmi 11 an Company, 196£)7~pp7 
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routine. They have much to do and do not have much social 

involvement with others. Social isolation is common. The 

leader is dominating and directive, somewhat aloof and dog-

matic. Overall esprit is not bad as all members have a 

sense of pride in getting things done. 

Familiar climate--Conspicuously friendly manner 

of group and leader. Social needs satisfaction is extremely 

high with little being done toward goal achievement. Every-

one is viewed as a big happy family with being nice as the 

only criterion of success. The leader is concerned with 

making things easy for everybody. 

5. Paternal climate--Group does not work well to-

g®ther; leader does most of the work himself. Group does 

not enjoy friendly relationships with each other and mem-

bers really do not care. The leader is the opposite of 

aloof, being involved with everything and taking on all 

responsibilities. He works hard but does not motivate the 

group to do likewise. The feeling is that "Daddy Knows 

Best." It appears that his consideration for others is a 

form of over-solicitousness to serve his own social needs 

rather than the group's. 

6. Closed climate--Group members obtain little satis-

faction in respect to task achievement or social needs. 

The group does not work well together, yet they are fairly 

friendly towards each other. The leader is detached from 
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the group and directs what is to happen. He is viewed as 

low in consideration and emphasizes production by expect-

ing others to work hard without giving them the freedom 

to accomplish the task. 
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The Head 

Department of Business Administration 
University of Lagos 
Akoka, Yaba 
Lagos, Nigeria 

Dear Sir: 

RE: Application for Field Trip to Nigeria 

I am a member of the academic staff of the University of Lagos fFacni tv 

^ i t v C U r r e " " y °" l e a v e ' i f t h - b o ™ ^ 
university. Recently I successfully completed my comprehensive examine-irmc 

r e X J S f 6 B e n t f°r ^ P M P r° 8 r a m l e-

North Texas State University has a policy that encourages its international 

inUthHr h° rt^k? r e s e a rch projects, particularly a trainee of my status 

also advised^hat^choose1116 m e m b e i? ° f m y a c a d e m i c programme committee have 
aiso advised that I choose a research topic relevant to Nigerian situation 

lew of these facts, I am humbly requesting your permission to come home 
as soon as possible for my study. 

I have had prior formal discussions in writing with both you and the Dean of 
my Faculty concerning the above subject matter. Consequently the Dean of 
my Facuity, Professor U. G. Damachi, requested that I forward rte fSll"„Sg: 

1. A detailed statement of my research proposal, including research 
instrument (i.e., questionnaires, etc.); and 

2. A letter from my supervisor to justify the trip. 

These requirements have been fulfilled. 

For ease of reference, kindly note the proposed research topic over-leaf. 

Research Topic 

"A Study of Lecturers' Attitudes Concerning Factors of 
Motivation to Work in Terms of Their Perceptions of 
Academic Organizational Climate in Three Selected Univer-
sities in Nigeria" 



Head, Department of Business Administration 1 6 9 

March 11, 1981 
Page Two 

I wish to express with great concern that at this point in time, I cannot 
proceed further with my research proposal beyond its present stage until 
approval for my field trip to Nigeria is secured. 

Respectively submitted and anxiously waiting to hear from you. 

Yours sincerely, 

Michaer"A. Aluko 
Lecturer I/Doctoral Candidate in 

Organization and Management Theory 
PO Box 12757 NT Station 
Denton, Texas 76203 
United States 

enclosures 

cc: The Dean, Faculty of Business Administration 
The Vice-Chancellor, University of Lagos 

APPROVED: 

Head, Department of Business Administration, University of Lagol 

Dean, Faculty of Business Administration, University of Lagos 

Vice-Chancellor, University of Lagos 
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P.O. Box 12757 
North Texas Stats University 
Denton, TX 76203 
United States 
September 9, 1981 

The Vice-Chancellor 
Ahmadu Bello University 
Zaria, Kaduna State 
Nigeria WA 

Dear Sir: 

REQUEST FOR PERMISSION TO CONDUCT A 
CAMPUS STUDY ~ 

I am a Nigerian faculty member of the Department of 
a n r f 1 ^ 3 ^ d m i ? l s t r a t i o n ' University of Lagos, Lagos-Nigeria 

.. f1
 M y dissertation study concerns factors that appear to 

influence the performance of lecturers in uni»e„J??lf i " 

I am requesting permission to administer a research 
questionnaire to faculty members, excluding department heads 
The total seJ;e^ted. academic facul^es^n y o S Snive^sity. 

™!ve?"iils S S g L S . 0 0 " d u c , : e d " t h " c 

fr,r J
h e r® sultmg data from the questionnaire will be used 

for this study and will be kept confidential. No individual 
or university will be identified. naiviauai 

My field trip to Nigeria is scheduled for early October 
Therefore, an early favourable response to my request is necessary. 

Sincerely, 

Lb 
Michael A. Aluko" 
Lecturer Grade 1/Doctoral Candidate 

"Endorsed by: ^ 

Dwane Kmgery / g--
Professor of Education 
Director of the Center 
for Higher Education 
J.C. Matthews Chair 
of Higher Education 

C.L. Littlefie^d 
Distinguished Professor 
Business Administration 



171 

P.O. Box 12757 
North Texas State University 
Denton, TX 76203 
United States 
September 9, 1981 

The Vice-Chancellor 
University of ife 
Ile-Ife, Oyo State 
Nigeria WA 

Dear Sir: 

REQUEST FOR PERMISSION TO CONDUCT A 
CAMPUS STUDY 

Nigerian faculty member of the Department of 
Business Administration, University of Lagos, Lagos-Niqeria 

study that involves Business Administration, Higher Education 
Administration, and related areas at North Texas State University. 

infi d l f ® e r t a t 4 o n study concerns factors that apoear to 
Nigeria?6 P e r f°rmance of lecturers in universities in 

I am requesting permission to administer a research 
questionnaire to faculty members, excluding department heads 

My field trip to Nigeria is scheduled for early October 
erefore, an early favourable response to my request is necessary. 

Sincerely, 

1 U 
Michael"A. Alulco 
Lecturer Grade 1/Doctoral Candidate 

Endorsed by: 

c.7 
Dwane Kingery 
Professor of Education 
Director of the Center 
for Higher Education 
J.C. Matthews Chair 
of Higher Education 

C. I.. Littlefield 
Distinguished Professor of 
Business Administration 
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UNIVERSITY OF LAGOS 
F A C U L T Y OF BUSINESS A D M I N I S T R A T I O N 

D E A N ' S OFF ICE 

Telephone: Lagos 841361 , Ex t . 389 

Cables & Telegrams: UNIVERSITY, LAQOS 

DEAN'S OFFICE: 

Dean: 

PROFESSOR M. A. ADEYEMO 

Dean's Secretary: 

MRS. 0 . ADEBAJO 

DEPARTMENTS: 

Accounting: 

PROFESSOR M. A. ADEYEMO (Head! 

Business Administration: 

PROFESSOR C.N.S. NAMBUDIRI (Head! 

Finance: 

PROFESSOR B.G.SHAH (Head! 

Insurance/Actuarial Science: 

MR. J. |. FALEGAN (Ag. Head) 

Research & Advisory Services Unit: 

PROFESSOR ISHWAR DAYAL (Head) 

M. B. A. Office: 

DR. 0 . IYANDA (Director) 

FACUL TY SECRETARY/EXAMtNA T/ONS 
OFFICER: 

MR. W.C. IYIEGBUNIWE 

FACULTY OFFICER: 

MRS. F. 0 . OGUNLADE 

P. 0 . BOX 23 

Universi ty of Lagos Post Of f ice 
A k o k a , Yaba. 
Lagos, Nigeria. 

Ref. No. SA/1501/Qfi 

M. A. Aluko, Esq., 
P. 0. Box 12757, 
North Texas State Universi ty 
Denton, Texas 76203, 
U.S.A. 

27th November, 1980 

Dear Mr. Aluko, 

F ie ld Trip to Nigeria 

on t h e T J b ^ e y s u b j e r t y J a t t e r t t 8 A l t h 0
2 8 h h O c t o ? e r ' 1 9 8 0 

sent some information on your a M l i c S i n n " c 1 a J i n e d t o h a v e 

been ahle to t r a r P c r h v a P P h 5 a t i o n , we have not 
u s ; trace such. You may therefore wish to send 

(a) a detai led statement of your research 

( 6 ) t h ^ t r i p . ^ r ° m y ° U r s u p e r v i ' s o r ^ j u s t i f y 

Tt should be noted howpvpr 
indicate an approval in p r i n c e ' r e q U e S t d ° 6 S n o t 

and unable^toVfi"nance'f ie l r f 0 ? 1 "^ increasingly reluctant 
t ra in ing l e a V l S S / 1 ^ 

to n d^ 1 ?he?r n s e Sdies r y at n , ho^ r ^ 0 f S
t

t a f f . s h o u l d b * e n g a g e d 
need is avai lable? " h e r e t h e 1 n f o ™ t i o n they 9 

With best wishes. 

Yours s incerely, 

r \ 

(U.'G. DAMACHI) 
Dean 
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UNIVERSITY O F LAGOS, NIGERIA 
SENIOR DEPUTY REGISTRAR'S OFFICE 

M. O L U F E M I EPEROKUN, B.A.tLOND.). MA. (COLUMBIA), m.n.l. , , A s l o r r A , , . 
REGISTRAR L A N R E A J I J O L A . B.A. HONS (LEICESTER). M I.P.M 

SENIOR DEPUTY REGISTRAR 

Ref. AD/REG/684 T«'*phon« : 80 05 00. 86 06 95. 86 08 31 

T«lejr»m«; UNIVERSITY. LAGOS 

8th May, 1981 
Mr. U. A. Aluko, 
P. 0. Box 12757, 
North Texas State University, 
Denton Texas, 76203. 

Dear Mr. Aluko, 

FIELD TRIP TO NIGERTA 

l e t t e r a * t e a 1 1 t h " * r c h ' 1 9 8 1 ° ° t h » 

. .. I n v i e w o f tbe good support from your Supervisor in U s 
and the support of our Dean of Business Administration,^ I hkv'e 
pleasure in informing you that the Vice Chancellor has approved 

ISSK/S.'igS fetS"i3Srt") for you t0 e n a E L you 

. p p r o v L V r ^ S ^ £ 1 % o l e n S 
as approved above. ixcKex 

(I. 0. AJIJOLA) 
Ag. Registrar. 
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UNIVERSITY OF IFE 

FACULTY OF SOCIAL SCIENCES 

O u r R e f . 

Y o u r R e f . 

ILE-JFE, NIGERIA 

OFFICE OF THE DEAN]_~jfo 

CABLE & TELEGRAMS: " I F E V A R S M V 

TELEPHONE: 229!/ 

D a t e . . . . ! . ^ N ° V e m b e r » 1 9 8 1 ' 

Mr. Michael Aluko, 
Lecturer in Management, 
P. 0. Box 12757, 
North Texas State University, 
Denton, Texas 76203, 
U« S. A. 

Dear Mr. Aluko, 

Request for Permission to Conduct a Study 

The Registrar has referred your letter to the Vice-Chancellor 
l° A^

L a o f f i c e- You will be permitted to conduct the 
survey indicated in your letter when you call at the University 
Campus. Please report to this office on your arrival so that 
necessary notice can be given to staff to facilitate your work. 

Sincere regards# 

k 
r \ 

C A. i 
A 
.A 

Professor Omolade Adejuyigbe, 
Dean, Faculty of Social Sciences. 

cc. Registrar 



U N I V E R S I T Y OF I F E 
Registrar: 

E. O. ADETUNJJ B. A.(Lond.) M. A.(Birm) Ph. D.(lbadan) 

In reply, please quote— 

Ref. No. RO . 1 41 /VOl. V I t / ^ 

ILE-IFE - NIGERIA 

Telephone: ILE-IFE 2291-2300 (10 lines) 

Telegrams: IFEVARSITY 
177 

REGISTRAR'S OFFICE 

23rd December, 1981 

Mr. Michael A. Aluko, 
Lecturer in Management, 
P. 0. Box 12757, 
North Texas State University, 
Denton, Texas 76203, 
U . S . A . 

Dear Mr. Aluko, 

Request for Permission to Conduct a 
Campus Survey 

Further to our letter to you Reference No. RO.141/VO1.VII/29 
oj. 26th October, 1981 on the above subject, I am pleased to 
inform you that both our Faculties of Administration and Social 
Sciences have confirmed their willingness to permit vou to carry 
out the study you envisaged. 

A copy of a direct communication dated 13th November, 1981 
aac.ressed to you from the Dean of our Faculty of Social Sciences 
conveying tuis approval is attached hereto for your use. 

With best wishes for Christmas and the New Year. 

Yours sincerely, 

— • — 
W: A.^Lad|po (Mrs.), 
Senior Assistant Registrar, 
Registrar's Office. 
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Registrar: 

E. O. ADETUNJ! B. A. (Lend.) M. A.(Birm) Ph. D . ( | b l d l n ) 

In reply, please quote 

11. N,. EO.Hl/Vol.VII^^ 

U N I V E R S I T Y O F I F E 

ILE-IFE - NIGERIA 

Telephone: ILE-IFE 2291-2300 (10!h 

Telegrams: IFEVARSITY 

REGISTRAR'S OFFIC 

31st December, 19 

Mr. Michael A. Aluko, 
Lecturer In Management, 
P. 0. Box 12757, 
STorth Texas State University, 
Denton, Texas 76203, 
U. S. A . ' 

^ar Mr. Aluko, 

jgBST FOR PERMISSION TO onamTTnrp a 
UAMHJS S OroT" — 

above subj^ct^ f°r y 0 U r l e t t e r ^ted 23rd November, 1981 on the 

Administration*^ Soci^ScienL^h* b 0 t h 0 U r Paculties of 
to permit you to carry out the sSL C o a f i r m e d ^eir willingness 

1981T" 6* °n b S e n c o l^^ted^you Ui^ nIet^ e d'H ^ ^ ^ i o n 1981 from the Dean of the Facultv of q ̂  letters dated 13th November, 
^ December, 193-, f r o a ^ / S ° c ^ Sciences and another dated 
the letters by now. t l u s t y°u ®wt have received 

as requested!^ tW° *• Cached to your letter 

With best wishes for a prosperous New Year. 

Yours sincerely, 

\A % _ 
W. A. Ladipc/ (Mrs.), 
Senior Assistant Registrar, 
Registrar's Office. 



AHMADU BELLO UNIVERSITY, ZARIA, NIGERIA 

Vice-Chancellor: Ango ABDULLAHI, B.SC., M.SC., Ph.D. 

Your Ref: 

Our Ref: VC/\ 

Telephone: Zaria 32691, 32581-4 Ext. 1 
Telegrams: UNIBELLO Zaria 
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OFFICE OF THE VICE-CHANCELLOR 

25th January, 1?82 

Mr. Michael A. Aluko, 
c/o Dr. Abashiya Ahuwan, 
Department of Industrial Design, 
A.B.U. Zaria. 

Dear Mr. Aluko, 

for Pprmiaslon tn Conriunt » flamy>us Study 

Please refer to your letter of 9th September 1981. I wish 
to inform you that you have the Vice—Chancellor's permission 
to conduct a Campus study of A.B.u. in connection with your 
Ph. D. programme. We would like a copy of your study to be 
deposited in this office. 

Yours sincerely, 

Husa B. Ga£zama/ 
for Vice-Chancellor 

cc: Ag. Registrar 
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Reg i s t rar : 

In reply, please quote— 

«"•»* R0 .14Wol.VIl/; 

U N I V E R S I T Y OF I F E 

ILE-IFE - NIGERIA 
Mr. Klchael A. Aluko, 

Denton, 9 

Texas -76203, 
U . S . A . 

Telephone: ILE-IFE 2291-2300 flOi.nes; 

Telegrams: IFEVARSfTY 

REGISTRAR'S OFFICE 

6th April, 1982. 

Dear Mr. Aluko, 

B e q u w t f o r P,nH,.,l„n c t , r,„„„ 

at the University of Tfo 

\ A 
i . . • 

!£ 

Thank you for your letter dated 22nd February, 1 9 8 2 

which has just been received. Incidentally, Mrs V. A. Ladipo 

• as^been redeployed out of the Registrar-s Office and I a m a t 

present covering her schedule. 

1 to a. y that « pl=as.<, to 

iwPOIitributed our little quota to +h» ^ •* f 
T . F *° t h e ^ c c e s s o f y°ur programme 

whi^e on your visit ̂ o this University. , •; - ; 

• • ' With best wishes. . ^ 

* . r*. -
' * Yours sincerely, 

r M ^ O . A k l n t o w a ^ 
lov Senior Assistant Registrar. 
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P. 0. Box 12?5? 
North' Texas Stats University 
Denton, TX ?6203 J 

September 23, 19&I 

The U. S. Department of Health, 
Education ana Welfare, ' 
Office of Education 
National Center of Educational 
Research and Development 

Regional Research Program 
Washington, D.C. 

Gentlemem 

obtaining permission to use The O g a n i ^ -

andraw T ^ by D r / I e ^ e 

ED 070 fc? and He"003^759 dated September*1972f°r^S' ° 0 0 a i # « 

at attrSo?a 1^mirUrive":i'4 e 3 eT r C h ?? ? - ? o c t o r a l dissertation 
OCDO-HE - to ioas»r.a ij® ni-Ly* +

 W 0 U l d l l k 9 t 0 u s e t h e s c a l e -
nizational climate^ in whi-h?y P^gea?-h t-b^ y P® ° f c u r r e n t or§a-
document is D- Bo~r«v M *nT'L^ + l-°n s h e e t s work. This 

your Education Department 1^1972? W n i ° h ^ 3 P o n s o r e d by 

apprecPL°tPd.attenti°n t 0 m y h U m b l e r 9 ^ e s t w i l * greatly 

Yours sincerely, 

n> 

Michael A. Aluko 

The cited document may be reproduced without restrictions 

since l t was federally funded. See attached guidelines. 

Frank Bryars 

Technical Informantio Specialist 
National Institute of Eduvation 
Washington, DC 20208 
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DUPLICATION OF DOCUMENTS IN THE ERIC SYSTEM 

Documents are placed in ERIC at one of tjtu^ee d i f f e ren t levels 
depending upon the r es t r i c t i on to which the document is subject. 
I i there is no r es t r i c t i on ( i . e . , i f the document may be placed in 
the public domain) the document is entered in ERIC at level I . 
Such documents are avai lable in both microfiche and paper copies. 
These are usual ly , but not always, documents which are generated 
with Federal funds. Anyone may dupl icate these documents. 

• •• 1 ! 

I t i s possible, but not usual, fo r a level I document to be copyrighted. 
That occurs when the author (or the publisher) is en t i t l ed to have 

.copyright but is s t i l l w i l l i n g to permit ERIC input at level I . These 
documents are usual ly, but not always, generated at pr ivate ( i . e . , 
non-Federal) expense. These documents may be duplicated only in 
accordance with the scope of permission which i s pr inted on the document 
o r , i f none is on the document, by the speci f ic permission of the author 

(or publ isher) . Sometimes the legend pr inted on the document w i l l permit 
dupl icat ion by components of the ERIC system and by ERIC "users." 
I t is not absolutely clear who would be encompassed by ERIC "users." 
I assume i t would include almost anyone who is dupl icat ing a l im i ted 
number of copies for a non-prof i t purpose. 

Level I I documents are avai lable only in microf iche. Almost a l l o f 
them would be copyrighted. The same permission rules would apply here 
as do fo r copyrighted level I documents. 

.Level I I I documents are c i ted and abstracted in Resources in Education 
but are not avai lable from ERIC. They are almost always copyrighted and 
one would have to obtain copies from the source. 

A copyrighted document published p r io r to January 1, 1978 must bear 
a copyright not ice (e .g . , copyright 0 , 1976 by John Doe). One 
published on or a f te r that date may not carry a copyright not ice. 
However, unless i t does bear a copyright notice or else a permission 
legend i t can be assumed to be in the public domain. 

Source: Letter 6/2/79 
Bachrach 
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P. 0. Box 12757 
North Texas S t a t e Un ive r s i t y 
Dent on, T exas 76203 
September 23, 1931 

Dr. Berge Andrew Borrev ik , J r . 
School of Heal th , p h y s i c a l Education 

and 3 e c r e a t i o n 
Or eg on Un iv er s i t y 
Eugene, Oregon 

Dear Dr. Borrevik : 

f m e m o e r ° - t h e academic s t a f f of t h e U n i v e r s i t y of Lagos 
^1^eric . c u r r e n t l y a a o c t o r a i cand ida te m t h e above U n i v e r s i t y ! 
Eight now I^am> .involved in a r e s e a r c h on my doc to ra l d i s s e r t a t i o n , 
xne t o p i c oi one d i s s e r t a t i o n concerns work mot iva t ion and pe rce -
p t i o n s oi academic o r g a n i z a t i o n a l c l ima te i n N i g e r i a . 

The survey ins t rument I proposed t o use in t h i s s tudv i s t h e 
Organ i za t i ona l Cl imate Desc r ip t ion Q u e s t i o n n a i r e - HE which you 
cons t ruc ted in 1972. — 

I wisn TO o o t a m your w r i t t e n permiss ion t o use t h e OODQ-HE i n s t -
t i S S p e r c e p t i o n s of t h e t y p e of c u r r e n t organiza-
Lec tu re r s ) ^ w or k ^ m y r e s e a r c J a s u b j e c t s (N ige r i an U n i v e r s i t y 

I snoulo De g r a t e i u l i f you would k ind ly respond uromptly t o tv>is 
my numole r e q u e s t s . ' 

Yours s i n c e r e l y 
O J 

Michael A luko 
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P. 0. Box 12757 
North Texas S t a t e U n i v e r s i t y 
Dent on, T exas 7 6203 
October 4, 1981 

Dr. Berge A. Bor rev ik , J r . 
N. 10727 Elma Drive 
SPokan e, WA 99213 

Dear Dr. Bor rev ik : 

-?°r s e v e r a l montns, I have engaged in an e x t e n s i v e s e a r c h 
t o l o c a t e your c u r r e n t a d d r e s s . Hot u n t i l t h r e e days ago I 
succeeded in my v e n t u r e . Thanks t o t h e Chairman of your former 
Depart an et of Physical Educat ion and R e c r e a t i o n a t Eugene who, a t 
l a s t , put me th rough . 

I am an academic staff member of t h e U n i v e r s i t y of Lagos in 
N i g e r i a c u r r e n t l y a t t e n d i n g North Texas S t a t e U n i v e r s i t y to earn 
a d o c t o r a l degree in Co l l ege Teaching with consentration i n Mana-
gement and Organizational Theory. 

I am i n t e r e s t e d i n o b t a i n i n g a w r i t t e n pe rmi s s ion t o u s e the 
O r g a n i z a t i o n a l C l imate D e s c r i p t i o n Questionnaire-HE which you con-
struct ed i n ±972. This s c a l e i s r e q u i r e d t o measure t h e o r g a n i z a -
t i o n a l c l i m a t e p e r c e p t i o n s of my r e s e a r c h s u b j e c t s in N i g e r i a . 
C u r r e n t l y I am i nvo lved in a d o c t o r a l d i s s e r t a t i o n wi th t h e tonic 
"Work Mot iva t ion and p e r c e p t i o n : of O r g a n i z a t i o n a l Cl imate : A Nige-
rian S tudy" . 

f o u r prompt a t t e n t i o n t o my r e q u e s t w i l l be g r e a t l y a p p r e c i a t e d . 

Yours s i n c e r e l y , 

& _ < o 
i.iiciiael A. Alrnro 
Lecturer I/Doctoral Cand ida te in 
Mgmt. A Organizat ional Theory 

End. 
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P. 0. Box 12757 
North Texas St^fte Univers i ty 
Denton, Texas 76203 
November 16, 1§81 

Dr. Berge A. Borrevik, J r . 
New York L i f e Insurance Company 
And Annuity Corporation 
West 818 Rivers ide Avenue 
Spokane, Washington 99201 

Dear Dr. Borrevik: 

I t was r ecen t ly I knew your current address as shown 
above. I have wr i t t en some l e t t e r s t o you pe r t a in ing t o 
t h e use of your . ins t rument , Organiza t ional Climate Descrin-
t i o n Questionnaire-HE which ;fou developed itt 1972." 

Kindly f i n d t he enclosed l e t t e r s w r i t t e n f o r t h e same 
purpose in t he months of September and October 1981. 

I should be g r a t e f u l i f you would respond to t he 
l e t t e r s a t your e a r l i e s t convenience. 

Yours s i nce re ly , 

Michael A. Aluko 



187 

:7 P. 0. BOX 1? 
I lorth Texas 
Denton, Texas 7 5203 
September 6, 19SI 

-75 
S t a t e Univert i t y 

Dr. Oec i l Lliskel 
The U n i v e r s i t y of Kansas 
225 St rong H a l l 
Lav/renee, Kans a 56045 

Dear Dr. Ui ske l : 

You can h a r d l y imagine how badly I f e l t a f t e r exhaus t ive l ,7 
S 0 C11f 
C SS 3 • 

f o r your ma i l i ng address wi thout any dream 
: en t ly , however, wi th p e r s i s t e n t e f f o r t s t o 

oi s u c -
succeed in 

my s ea r ch , i l u c k i l y came ac ro s s t h e above address 

I am an academic s t a f f member of t h e Department of Bus iness Admini-
s t r a t i o n , U n i v e r s i t y of Lagos, Niger ia , and c u r r e n t l y a d o c t o r a l 
c a n d i d a t e in t h e above named U n i v e r s i t y . I am involved in r e s e a r c h 
on my d o c t o r a l d i s s e r t a t i o n , t h e t o p i c of which concerns 7/ork Moti-
v a t i o n and p e r c e p t i o n s of Academic O r g a n i z a t i o n a l Cl imate in Nige-
r i a . My s tudy , a p p a r e n t l y a p i o n e e r i n g p r o j e c t , a t t emp t s t o r e p l i -
c a t e r e s e a r c h i n academic o r g a n i z a t i o n a l environment , an- e x e r c i s e 
s i m i l a r t o t h e t y p e which i s p r i m a r i l y conducted i n i n d u s t r i a l and 
manufac tu r ing o r g a n i z a t i o n s 

i would l i k e to use , wi th your w r i t t e n pe rmis s ion , the Bduca t iona l 
oaoonents Stuoy (S'YOS) to measure what my r e s e a r c h s u b j e c t s , 

'Un ive r s i t y L e c t u r e r s might c o n s i d e r t o be t h e i r d e s i r e d 
m o t i v a t i o n t o work. 

Work 
N ige r i an 
f a c t o r s of 

In view of 
N i g e r i a , I 
r e q u e s t . 

i n e v i t a b l e t i m e p r e s s u r e 
would g r e a t l y a p p r e c i a t e 

on me t o r e t u r n t o my work i n 
your prompt a t t e n t i o n t o my 

S i n c e r e l y yourc 

Michael A. Aluko 
i i ec tu re r 1 / D o c t o r a l Candida te i n 
) r g a n i z a t i o n and Manage ..ent neory 
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P R I N C E T O N , N.J. 0 8 5 4 1 

September 14, 1982 

Mr. Michael A. Aluko 
P.O. Box 12757 
North Texas State University 
Denton, TX 76203 

Dear Mr. Aluko: 

Thank you for your letter of September 7, 1982. Concerning your using the 
Educational Work Components Study, you can use the test in any way, providing 
you do not change or adapt it without contacting the author. 

I hope this information is helpful. Do not hesitate to contact the 
Test Collection if we can assist you further. 

Sincerely, 

itJMt 
Mary Ann Kirkendoll 
Test Collection Assistant 
Test Collection 

/mak 



THE 
UNIVERSITY 
OF UTAH 

GRADUATE SCHOOL OF 
EDUCATION 
DEPARTMENT OF 
SPECIAL EDUCATION 

V J O N B E \ N ' O A $ L Q 
SAJ LAKE C " ( UTAH 8*-' 
=31-561-81:'-

October 1, 1982 

Mr. Michael A. Aluko 
Lecturer I and Doctoral Candidate 
Organization and Management 
PO Box 12757 
North Texas State University 
Denton, Texas 76203 

Dear Mr. Aluko: 

By means of this letter, I hereby give permission for you to 
use the Educational Work Components Study (EWCS) in your 
research study. 

Sincerely, 

fcil G. Miskel 
Professor and Chair 

CGM:j g 
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N E W Y O R K LIFE I N S U R A N C E C O M P A N Y 

N E W Y O R K LIFE I N S U R A N C E 

A N D A N N U I T Y C O R P O R A T I O N 

(a Delaware Corporat ion J 

WEST 818 RIVERSIDE AVE SPOKANE, WASHINGTON 99201 

BUS: 509-747-5151 - RES: 509-466-9732 

LIFE, GROUP, HEALTH and DISABILITY 

INSURANCE. ANNUITIES, PENSION PLANS 

October 4, 1982 

Michael A. Aluko 

P.O. Box 12757 
North Texas State University 
Denton, Texas 76203 

Dear Michael: 

I welcome the use of the Organizational Climate Description 
Que sti onnaire-HE. 

I wish you my best in your use of the OCDQ-HE. 

With warm regards, 

Berge £ Borrevik 
BAB/iah 
enc. 

A MUTUAL COMPANY FOUNDED IN 1845 
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EDUCATIONAL WORK COMPONENTS STUDY (EWCS) 

THE JOB 

Ins t ruc t i ons : Given below are a series o f questions on things people 
want in jobs. However, people d i f f e r great ly in the 
things they want in a job , and jobs d i f f e r g rea t l y , 
even w i th in the same un i ve rs i t y . This form is designed 
to gather information about things you consider desirable 
in a job in the un ivers i ty environment. Respond to each 
o f the items as fo l lows: 

How desirable would you consider each of the fo l lowing items in a 

job fo r you? A job in which 

1. Extremely 2. Undesirable, 3. Neither 4. Desirable 5. Extremely 
undesirable, would avoid desirable would desirable, 
would never the job or unde- favor the would favor 
take job s i rab le job job great ly 

Write on the l i n e preceeding each statement the number that best de-

scribes your a t t i t u d e s . For example, i f you th ink the job would be 

extremely undesirable, you would wr i t e '1 ' on the short l i n e preceeding 

the statement, but i f you th ink the job would be desi rable, you would 

put a '4 ' i n f ron t o f i t . Give an answer to every item i f even you have 

to guess. 

A JOB IN WHICH... 

1 • I could get f i r e d eas i l y , but the work would be very i n te res t i ng . 

2. Salary increases would be s t r i c t l y a matter of how much I 
accomplished for the un i ve rs i t y . 

3- The l i g h t i n g and the a i r condi t ion ing would be good. 

4 There would be opportunity for undertaking research pro jec ts . 

_5. The community would have good recreat ional f a c i l i t i e s . 

_6 . I would be involved in managing a small group of students 
undertaking rout ine f i e l d s tud ies. 
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7. The faculty departments would be involved in heavy profession;.! 

competi t i on . 

_8. I could stay on the bar of my salary scale for several years. 

_9. There would be opportunity for creative work. 

10 

11 

The universi ty community would be control led oy external forceful 
rules and regulations. 

I would take a sizeable raise in pay to get me retained on the 
present job. 

J 2. The climate would be pleasant. 

J 3. The community would be a wonderful place to raise a family. 

_14. The work might run out , but i t would be. extremely interest ing 
while i t lasted. 

J 5 . I would always have a chance to vocalize freely in matters 
pertaining to national progress. 

J 6. The physical working conditions would be a t t rac t i ve . 

J 7. I could get f i red eas i ly . 

_18. The work might bui ld up pressures on me. 

J 9. The ven t i l l a t ion would be modern. 

_20. I could stay on the job for more than three years before my 
appointment could be confirmed. 

_21. There would be emphasis on individual a b i l i t y . 

2.2. The department would encourage further specialized work. 

_23. Promotions would come automatically. 

_24. Competition would be open and encouraged. 

_25. I would have a chance to further my formal education. 

_26. I could get f i red eas i ly , but the reward would be high. 

_27. The work might not a t t rac t high income, but highly respected 
in the community. 

2 8 , I would always have a chance to learn something new by way of 
attending periodic learned conferences. 

_29. The job would be insecure by governmental regulations pertaining 
to the practice of my profession outside the universi ty campus. 



195 

_30. I would take up a job t h a t permi t s publ i sh o r p e r i s h . 

_31 . The work might come in big pushes sometimes. 

_32. There would be emphasis on the a c t u a l product ion record . 

_33. I might be on ca l l when t h e r e i s p res su re to get jobs done. 

_34. Sa l a ry i n c r e a s e s would be a m a t t e r of how much e f f o r t you put in , 

_35. Rewards might be h igh , but i f one loses o n e ' s job i t would be 
very d i f f i c u l t to ge t another one . 

_36. There would be emphasis on o r i g i n a l i t y . 



1 9 6 

ORGANIZATIONAL CLIMATE DESCRIPTIVE QUESTIONNAIRE FOR 

ACADEMIC DEPARTMENTS IN COLLEGES AND UNIVERSITIES 

I n s t r u c t i o n s : Fol lowing a r e 50 s t a t e m e n t s d e s c r i p t i v e o f academic 
depa r tmen t s in c o l l e g e s and u n i v e r s i t i e s . P l e a s e 
i n d i c a t e t h e e x t e n t t o which each s t a t e m e n t c h a r a c -
t e r i z e s or occu r s in your depar tment by c i r c l i n g t h e 
l e t t e r which r e p r e s e n t s t h e a p p r o p r i a t e r e sponse a t 
t h e l e f t of each s t a t e m e n t . 

Key: A - Almost a lways o c c u r s 
B - F r e q u e n t l y occurs 
C - Approximate ly equal in o c c u r r e n c e and 

n o n - o c c u r r e n c e 
D - I n f r e q u e n t l y occurs 
E - Almost never occur s 

C i r c l e t h e r e s p o n s e . 

A B C D . E 1 . The Department Head puts t h e d e p a r t m e n t ' s w e l f a r e 

above t h e w e l f a r e of any f a c u l t y member in i t . 

A B C D E 2 . Academic depar tments communicate wi th one a n o t h e r . 

A B C D E 3. S u p p l i e s f o r l e c t u r e a i d s a r e r e a d i l y a v a i l a b l e 
f o r use of f a c u l t y members in l e c t u r e rooms. 

A B C D E 4 . Facu l t y s t a r t p r o j e c t s w i t h o u t t r y i n g to dec ide 
in advance how they wi l l deve lop o r where they 
may end. 

A B C D E 5 . There i s a r e c o g n i z e d group o f s t u d e n t l e a d e r s 
w i t h i n t h e d e p a r t m e n t . 

A B C D E 6 . I f a f a c u l t y member i s n o t p r o d u c t i v e , he i s not 
encouraged t o remain . 

A B C D E 7. There a r e funds a v a i l a b l e f o r f a c u l t y members 
r e s e a r c h p r o j e c t s . 

A B C D E 8 . The Department Head has f a c u l t y members s h a r e in 

making d e c i s i o n s . 

A B C D E 9 . The Department Head d i s p l a y s t a c t s and humor. 

A B C D E 10 . Facu l t y members express conce rn abou t t h e "deadwood" 
in t h i s d e p a r t m e n t . 
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A B C D E 11 . A v a i l a b l e funds f o r r e s e a r c h p r o j e c t s a r e 
e a s i l y o b t a i n a b l e . 

A B C D E 12. The Department Head r e g a r d s what f a c u l t y 
members do o u t s i d e of t h e group as no concern 
to him. 

A B C D E 13 . F a c u l t y members have a c c e s s to p u b l i c a t i o n 
o u t ! e t s . 

A B C D E 14. There i s a g r e a t deal of borrowing and s h a r i n g 
among t h e f a c u l t y . 

A B C D E 15. The Department Head has e v e r y t h i n g going 
a c c o r d i n g t o s c h e d u l e . 

A B C D E 16. The Department Head engages in f r i e n d l y jokes and 
comments du r ing depa r tmen t m e e t i n g s . 

A B C D E 17. The Department Head encourages t h e use of c e r t a i n 

un i fo rm p r o c e d u r e s . 

A B C D E 18. F a c u l t y members t a l k abou t l e a v i n g t h e U n i v e r s i t y . 

A B C D E 19. F a c u l t y members s o c i a l i z e t o g e t h e r in small s e l e c t 
g r o u p s . 

A B C D E 20. F a c u l t y members a r e a f r a i d to e x p r e s s extreme o r 
unpopu la r view p o i n t s on campus. 

A B C D E 21. F a c u l t y members seem t o t h r i v e on d i f f i c u l t y - - t h e 
t o u g h e r t h i n g s g e t , t he h a r d e r t h e y work. 

A B C D E 22 . A r t i c l e s p u b l i s h e d by f a c u l t y members in l o c a l 
J o u r n a l s a r e u s u a l l y a c c e p t a b l e f o r p r o m o t i o n s . 

A B C D E 23 . Tens ions emanat ing from governmental r u l e s and 
r e g u l a t i o n s i n t e r f e r e wi th depa r tmen ta l a c t i v i t i e s . 

A B C D E 24. Close f r i e n d s h i p s a r e found among t h e depa r tmen t 

f acu l t y . 

A B C D E 25. The Department Head i s f r i e n d l y and a p p r o a c h a b l e . 

A B C D E 26 . The Department Head f i n d s t ime to l i s t e n to f a c u l t y 
members. 

A B C D E 2 7 . The Department Head a c c e p t s change in depa r tmen ta l 
po1i c y . 

A B C D E 23 . The u n i v e r s i t y a c c e p t s f a c u l t y members' recommenda-
t i o n s i n m a t t e r s a f f e c t i n g s t h e i r c o n d i t i o n s of 
s e r v i c e . 
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A B C D E 29. Receptions, teas, or formal dances are well 

A B C D E 

A B 

attended by facu l t y members. 

3U. The morale of the facu l ty members is high. 

A B C D E 31. The department works as a committee of the whole, 

A B C D t 32. There are per iodic informal social gatherings 

A B C D E 33. There are opportuni t ies w i t h i n the department 
fo r facul ty members to get together in extra-
cu r r i cu la r a c t i v i t i e s . 

A B C D E 34. The Department Head changes his approach to meet 
new s i tua t ions . 

35. The important people in the un ivers i ty community 
expect others to show respect for them. 

A B C D E 36. Students are encouraged to c r i t i c i z e adminis t rat ive 
po l ic ies and teaching prac t ices . 

A B C D E 37. Older facul ty control the development of depart-
mental po l icy . 

A B C D E 38. Faculty members express the same kind of a t t i t udes , 
opinions and be l ie fs about things that a f fec t 
thei r work. 

A B C D E 39. The Department Head maintains de f i n i t e standards 
o f performance. 

A B C D E 40. Actions are unanimous among facu l ty members on 
matters a f f ec t i ng t h e i r social wel fare. 

A B C D E 41. When students do not l i k e an administ rat ive deci -
s ion, they r ea l l y work to get i t changed. 

A B C D E 42. The Department Head uses construct ive c r i t i c i sm. 

A B C D E 43. The Department Head del igates the respons ib i l i t y 
fo r departmental functions among the facu l t y . 

A B C D E 44. New jokes and gags get around the department in 
a hurry. 

A B C D E 45. Faculty members approach t h e i r problems s c i e n t i f i -
ca l l y and o b j e c t i v e l y . 

A B C D E 46. Faculty members t a l k to each other about t h e i r 
personal l i v e s . 

A B C D E 47. The facul ty uses parl iamentary procedures in t h e i r 
meeti ngs . 



A 8 c D E 48. The Department Head treats a l l faculty members 

as equal . 

A B C D E 49. The Department is thought of as being f r iend ly . 

A B c D E 5°. Faculty members in this department use mannerisms 
which are annoying. 
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SEX: 

Male 

Female 

AGE: 

_20 years or under 

_21-30 years 

_31-40 years 

_41-50 years 

_51-60 years 

60 and over 

FIELD OF SPECIALIZATION 

Business Administration 
(all branches) 

Environmental Design 
(all branches) 

Engineering (all branches) 

_Education (all branches) 

_Social Sciences 
(all branches) 

_Arts and Sciences 

_Law (all branches) 

_Other (specify) 

HIGHEST QUALIFICATION 

Bachelor degree 

Master degree 

Doctoral degree 

Other (specify) 

PROFESSIONAL RANK 

Senior Lecturer/Senior Research Fellow 

Lecturer I/Research Fellow I 

_Lecturer II/Research Fellow II 

_Assistant Lecturer/Research Assistant 

_Other (specify) 

WHERE HIGHEST DEGREE EARNED 

Nigeria 

Africa (specify) 

United States 

JWestern Europe 

_0ther (specify) 

NATIONALITY 

Nigerian 

Non-Nigerian 

TEACHING EXPERIENCE IN THIS UNIVERSITY 

1 year or less 

2-5 years 

6-10 years 

11 years and over 

APPOINTMENT CONFIRMED: 

Yes 

No 
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North Texas State University 

Denton, Texas 76203 

United States of America 

December 18, 1981 

Dear Faculty Member: 

0fTa^o s
a C

a
anH m i C S t a f i m e m ^ e r ° f t h e D e P a r t r a e n C of Business Administration, University 

p
 2

n
8 S : T d c u " e n t l y a doctoral candidate in the above-named university. My 

area of interest focuses on work motivation and perception of academic organizational 
clima e in Nigeria. My study is also an attempt to replicate research in organ za 
tional environment which has, in the past, been conducted primarily in industrial 
and manufacturing organizations. industrial 

In Nigeria there is evidence of continued exodus of highly qualified lecturers from 

the academic environment to industrial organizations because they are pro^ressiv^y 

coming disillusioned with academic organizations. It is proper to assume that the 

highest motivation to work is present when the job characteristics one desires and 

the perceived organizational climate match each other. In order to retain these 

S g h i r m o l i J a ' e d " " ^ ^ * P P ' « s that they need to be 

^ 0 t h " . r a n d o n ' 1 y - s e l e c t e d Nigerian university lecturers are being asked to 

tion rp P a H' l n 'u 1 S S t U y * ^ ftttached questionnairp i_s intended to obtain informa-

gardmg consider to be j r o u r desired factors of motivation to work. 

t o ^ h ! r S W : r t h e q ^ s t i 0 n s a s truthfully as possible. Be assured that your responses 
questions will remain absolutely confidential. 

In order to complete this study on schedule, it is desirable that you return the com-

J a n u a J y ^ O ^ " p I ^ ^ F a " l t y ° f f i c e r a s s o o n a s Possible, but prior to 
January 20, 1982. Please use the enclosed self-addressed envelope for your reply. 

tionnaire. V 8 r y ^ C a k i n g t i m e o u t o f y° U T h u s y schedule to answer this ques-

Sincerely, 

Michael A. Alu ko, AM A, AMNlM" 

Doctoral Candidate/Lecturer in Management 

Enc. 

P e -
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North Texas State University 

Denton, Texas 76203 

United States of America 

December 18, 1981 

Dear Faculty Member: 

aretaofSinted C " r " n t l y 3 ^ " ^ ^ a n d W a t H n c L ^ b o v e ^ a ^ r u n i v e r s i t y . ' U J V e r S U y 

a ; — - - - - -

tional environment which has, in the past, been conducted primarily in industrial 
and manufacturing organizations. industrial 

You and 299 other randomly-selected Nigerian university lecturers are being asked to 

tion r ^ r H- l n S t U d y - ^ a - i £ ^ d questionnaire intended to obtain infJma-

Please answer the questions as truthfully as possible. Be assured that your responses 
the questions will remain absolutely confidential. 

D
I"°! H

d e r t 0 c o m P l e t e t h " study on schedule, it is desirable that you return the com-

5 a n u ^ y q20 ^982 a l rpi t 0 ^ ° f f i C e r 3 3 S°° n 3 3 P ° s s i b l e > P ^ o r to 

January 20, 1982. Please use the enclosed self-addressed envelope for your reply. 

t J o n L i r e . V e r y ^ ^ ^ ° f y ° U r b U S y s c h e d u ^ Co answer this ques-

Sincerely, 

" H t k 

Michael A. Aluko, AMA, AM, A M M T ^ S n I M 

Doctoral Candidate/Lecturer in Management 

Enc. 

pe' 
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PROCEDURES FOR COLLAPSING CLIMATES* 

If fewer than thirty respondents are classified in 

any climate category, the following combinations will be 

used in order to secure a minimum of thirty respondents. 

A. Three major categories 

1. Composed of the first two (Open and Autono-
mous) relatively open climates. 

2. Composed of the third and fourth climates 
(Controlled and Familiar), each of which 
stresses only one of the two major organiza-
tional requirements (group maintenance or 
task accomplishment). 

3. Composed of the fifth and sixth climates 
(Paternal and Closed), both of which are 
closed. 

or 

B. Two major categories 

1. Composed of the first three climates (Open 
Autonomous, and Controlled), which tend toward 
being open. 

2. Composed of the last three climates (Familiar 
Paternal, and Closed), which tend toward being 
closed. 5 

_ _ ''Source: Andrew W. Halpin, Theory and Research in Ad-
ministration (New York, The Macmillan Company, 1966)7~pp7 
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OCDQ Subtests 0 
• i 

A c** 
l 

F | P 
( 

i 
! C 

Disengagement 
j 

4 3 I 40 • 38 
r i 

60 j 65 62 

Hindrance 
' 4 3 

41 57 : 
i 

42 1 
i 

46 i 5 3 

Esprit 63 : 
1 

55 ! 
1 

54 ; 50 ; 
i 

45 ! 38 

Intimacy 50 : 62 | 4 0 ; 58 ; 46 ! 54 

Aloofness 42 6 1 ! 55 44 ; 38 55 

Production emphasis 43 39 ; 63 j 37 55 54 

Thrus t 61 53 ; 51 ! 52 ' 51 4 1 

Cons ideration ! 55 : 50 ' 45 ; 59 ; 55 ; 44 

"'Source: Andrew W. Halpin, Theory and Research in Ad-
ministration (NewYork, The Macmillan Company, 1966)~~p~ 
174. 0 = open climate, A = autonomous climate, C** = con-
trolled climate, F = familiar climate, P = paternal climate, 
C = closed climate. 
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PPCD CD TWP CS WSP SC 

9 2 4 6 1 3 

21 7 8 10 14 5 

22 11 15 18 17 12 

25 24 19 23 26 13 

28 32 31 27 29 16 

36 31 33 30 35 20 



ITEMS COMPOSING THE EIGHT SUBTESTS 
OF THE OCDQ 
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D H E I A P T C 

2 24 35 1 44 39 28 29 

6 20 31 4 34 43 32 33 

10 16 27 9 40 46 36 37 

14 12 23 13 
• . 50 41 42 

18 8* 19 17 
• • 47 48 45 

22 4* 15 25* . . , . .. 49 

26 21 . . . . 

30 
• • 11 . . 

# # 

38 7 

3 . . 

"Scored inversely. 
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ADJUSTED SALARY SCALE (1979) 

Following the decision of the Federal Military Government on the abolition o: 

vehicle basic allowances in both the Public and Private Sectors, the following sa! 

scales have been approved with effect from 1st April, 1979 for the Public Service 

Grade 
Level S t e p 

Incrementa 

1 2 3 u 5 6 7 
W N K w w N » 

0 1 8 1 + 6 8 7 0 89U 9 1 8 9 I + 2 966 996 + 21+/30 

02 9U2 972 1002 1 0 3 2 1 0 6 2 1092 1122 + 30 

0 3 101+1+ 1 0 8 0 1 1 1 6 1 1 5 8 1 2 0 0 1 2 1 + 2 1 2 8 1 + + 36/1+2 

0l+ 1 3 2 0 1 3 6 2 11+01+ li+1+6 1 1 + 8 8 1530 1572 + 1+2 

05 1 6 2 6 1 6 9 8 1770 1 8 1 + 2 191U 1 9 8 6 2 0 5 8 + 7 2 

06 211+2 2 2 3 8 2331+ 21+30 2 5 2 6 2 6 2 2 2718 + 9 6 

07 2 8 3 2 2952 3072 3 1 9 2 3312 31+32 3552 + 1 2 c 

08 3561+ 3711+ 3 8 6 1 + 1+011+ 1+161+ 1+311+ 1+1+61+ + 1 5 c 

09 1+668 1+830 1+992 5 1 5 1 4 5316 51+78 5 61+0 + 1 6 2 

1 0 5760 5922 6 0 8 1 + 6 2 1 + 6 6 1 + 0 8 6570 6 7 3 2 + 16c 

1 1 6714+ 6 9 2 1 + 7101+ 7 2 8 1 + + l8( 

1 2 71+01+ 7 6 2 0 7836 8 0 5 2 + 2 1 ( 

13 8 0 6 1 + 8381+ 8701+ 9 0 2 1 + + 32( 

11+ 9 1 6 8 9 1 + 8 8 9 8 0 8 1 0 1 2 8 + 32< 

15 1 0 2 9 6 1 0 8 1 2 1 1 3 2 8 + 5.1' 

16 1 1 5 6 8 1211+1+ 1 2 7 2 0 + 52 

17 1 2 9 9 6 1 3 6 3 2 11+263" + 63 

NOTE: 

Professor Grade Level 16 (N 11,568 x 576 - N 12,720) 

Reader Grade Level 15 (N 10,296 x 516 - N 11,328) 

Senior Lecturer Grade Level 13 (N 8,064 x 320 — N 9,024) 

Lecturer Grade I Grade Level 12 (N 7,404 x 216 — N 8,052) 

Lecturer Grade II Grade Level 10 (N 5,760 x 162 - N 6,732) 

Assistant Lecturer Grade Level 09 (N 4,668 x 162 - N 5,640) 

Graduate Assistant Grade Level 08 (N 3,564 x 150 - N 4,464) 
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