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Abstract

Corporate culture plays significant role in lecturers’ commitment
which is paramount to university goal achievement. There is general
opinion that wuniversity lecturers’ commitment is low, thus
necessitating this study. The study is therefore designed to
investigate if there is any relationship between corporate culture and
lecturers’ job commitment in South-west geo-political zone. The
purpose of the study is to investigate the relationship between
corporate culture (values, norms and practice) and lecturers’ job
commitment in South-west geo-political zone. Two research
questions, one main hypothesis and three operational hypotheses
were formulated to guide the study. Descriptive survey research
design was adopted in carrying out this study. The population of the
study comprised all 4,951 lecturers of five federal universities in
South-west Geo-political zone, Nigeria. Proportional sampling
technique was used to select 1,361 lecturers from all the faculties n
the five federal universities in South-west Geo-political zone, Nigeria.
A researcher designed questionnaire was used for data collection.
The questionnaire was used to elicit information on corporate culture
and lecturers’ job commitment. It was validated by two expert while
the coefficient of variation of 0.57 showed that instrument was
The research questions were answered using mean while

reliable.. : LSU
Pearson Product Moment Correlation statistics was used to test the
hypotheses formulated. The findings of the study indicated that

cant relationship among corporate culture (values,
and, lecturers’ job commitment in South-west
Geo-political zone, Nigeria. The study concluded that to enhance
lecturers’ job commitment, stronger corporate culture must be
ensured. Based on the findings of the study, it was therefore

there is signifi .
norms and practzces)
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University education plays important role in the development of

skillefi manpower in Nigeria. The vacuum left by expatriate after
Nigeria gained lnd(?pendence in 1960 made the Government to
have ten-year plan in 1959, Part of the recommendations of Ashby
commission led to thg establishment of many federal universities in
South-west geo-political zone of Nigeria which is the locale of this
study. University education is the four-year programme in Nigerian
9-3-4 education system and it plays significant role in manpower
developmept as well as national development The three mandates
of university education are teaching (knowledge transmission),

research  (knowledge generation) and community service
(knowledge application).

The lecturers are the sole agents charged with the execution of
these three mandates. They are the ones to utilize every other
resources available in the system towards the university
effectiveness. Ndubueze (2013) buttressed this point, that lecturers
are required to deliver content knowledge, develop skills and as
well foster attitudes that will enable learners to reach their
potential. Lecturers’ role as facilitator and custodian of knowledge
is crucial to nation building as he engages in teaching and training
of the human resources of any given society and can be regarded
as the one that trains the manpower for the development of any
nation. Lecturers are the central elements in educational system
holding various important responsibilities. The overall performance
of universities depends upon their lecturers and ultimately their
level of commitment (Brooks, 2006).

In general, commitment is defined as the psychological attachment
of workers to their workplaces (Brooks, 2006). Lecturers’
commitment is defined as lecturers’ acceptance, involvement and
dedication towards achieving the university goals. It is the
willingness of lecturers to accept university.values and goals and to
work towards achieving these; to be fully involved and participate
in all the activities both work and non-work related of the
University and to dedicate time and effort towards the betterment
of the institution (Emery & Barker, 2007). Tetty (2006) observed
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that the fast globalization process and the increasing competition
for both students and lecturers intensified “brain drain” from
developing to developed countries. Thus every university
administration need to get their lecturers committed to avoid losing
the best brains to other lucrative jobs or going overseas in search
of greener pastures. One of the main thing to do is to have a strong
corporate culture.

The values and beliefs of lecturers vary when they join the
university system. Majority of times these values and beliefs are
different from that of the university and may not be able to cope
with the system. The lecturers therefore need to acquaint
themselves with the way the system operates. This is the university
(corporate) culture. This proof the assertion by Belias and
Koustelios, (2014) that corporate culture simply implies the way a
particle organization does its things which is unique to that
organization. Corporate culture is defined by Schein (2003) as laid
down procedures developed by an organization in order to cope
with its challenges. Martin and Terblanche (2003) also defined
corporate culture as an organization’s shared belief, values and
rules distinguishing the organization from other organizations.

Lecturers operate within the corporate culture of the university.
The lecturers need to study, adapt and key in to the values, norms
and practices that are unique to the university where they work. At
the same time, the university administration needs to ensure that
strong corporate culture are put in place to ensure that lecturers
are committed to their job and the institution. It is against this
background that the researcher carried out this study on corporate
culture and lecturers’ job commitment in South-west geo-political

zone, Nigeria.

Statement of the Problem

It is not more a gain saying that lecturers in many Nigerian
universities move to other profession within Nigeria or outside
inside of better pay and better living. Some engage in other petty
jobs to augment their financial status and be able to give their
immediate families a better living. One may not blame the lecturers
because while professors are paid less than half a million Naira
monthly, a manager in a bank (a graduate) collects over one million
naira monthly. This is not to mention the politicians take home
against what the academia takes. These assertions were supported
by Tetty (2006), who claimed that strong “push and pull” factors
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etitiveness and h : Untries b 1 ; their

¢ ot to talk of high arming the seryice ual'y howermg This
is noO g workload e quality they provide. Thi

hOstilities resulting to stress. (Abé?ljlir;:gged ngllgcturers and even
m, 2010).

Jecturers commitment for the ynjverc: : :
stated goals. One of such thj versity to be able to achieve 1t

Ngs to be done is to have a strong
corporate culture (Abdulkareem _ :
Malokaité  (2013), there . 2016). According to Kaselyté and

) three main characteristics of
commitment, namely strong belief anq acceptance of the goals and

valu€§ of pne S Ofganlzgtion; dedicated efforts towards benefit of the
Ofgamza,ltlon;. and dgswe to stay a member of the organization. If
the inverSIty exhibits good and sound values, norms and
practices, the lecturers are likely to highly committed. Is the
corporate CUltu%‘e of the universities strong enough to make the
Jecturers committed? If yes/no, what are the recommendations to

adhere to? These are some of the questions that depict the gap this
study filled.

Methodology

Descriptive research design was adopted. In context, corporate
culture was examined in terms of the predominant values, norms
and practices in the universities. Lecturers’ job commitment was
determined based on their psychological attachment to their
organization in terms of affective, continuance and normative
commitment. Geographically, the target population of the study
include all 4951 lecturers in the five federal universities in South-
west geo-political zone, Nigeria excluding Open University and
Federal University Oye eKiti. Proportional sampling technique was
adopted to select the sample of the study. In determining the
sample of the study using proportional sampling technique, the
table of Krejcie and Morgan (1970) was adapted. The sample of the
study is therefore 1361 lecturers proportionally selected from all
the faculties in the five federal universities in South-west geo-
political zone, Nigeria. A researcher-designed questionnaire titled
‘corporate culture and Jecturers’ job commitment questionnaire”.
The instrument was validated by two experts in measurement and
evaluation and test-retest method was used to ascertain the
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Answering Research Questions
ed were answered as follows;

e the predominant elements of

The research questions formulat
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Research Question One: What ar
corporate culture in universities in South-west geo-po

Nigeria?
Table 1 Predominant Corporate Cultur
west Geopol. Zone, Nig.

e in Universities in South-

Responses
S/N ITEM Mean Ranking
1. Corporate Values 4.34 1st
2. Corporate Norms 3.95 2nd
3. Corporate Practices 3.93 3rd

Table one revealed that corporate values has the highest mean with
4 34 and ranked 1st followed by corporate norms with 3.95 ranked
ond and corporate practices with mean of 3.93 ranked 3rd. However
the three component of corporate culture have mean scores of
above average. Thus, the most predominant corporate culture is
corporate values, followed by corporate norms, with corporate
practices coming last. It therefore showed that universities in
south-west geo-political zone exhibit sound corporate culture

(values, norms and practices).

Research Question One: What is the level of lecturers’
commitment in universities in South-west geo-political zone,

Nigeria?
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Table two showed that co
mean of 4.01 is ranked
which was ranked secon
mean that lecturers gre more
Jeaving their present job (

continuance
feeling of attachment

Testing of Hypotheses

Main Hypothesis: There is no significant relationship between
corporate culture and lecturers’ job commitment in South-west
geo-political Zone, Nigeria.

Table 3: Corporate Culture and Lectur

ers’ Job Commitment in
Universities in S/w, Nig

Variable N X SD Calr P-value Decision
Corporate Culture 1361 184 8.2

0.64 0.00 Ho
Lecturers’ Job

Rejected
Commitment 1361 142 7.2

Table three showed that the p- value .is 0.00 at 0.05 level of
Significance, It shows that the p-value is less than the level of
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significance. Thus the hypothesis that states that there is no
significant relationship between corporate culture and lecturers’
job commitment in Universities in Southwest geo—political Zone,
Nigeria is rejected. It therefore shows that there significant
relationship between corporate culture and lecturers’ job
commitment in Universities in South-west geo-political Zone,
Nigeria. The 0.64 calculated r-value confirmed that there is

significant relationship and that it is positive and high.

Multi-Disciplinary Journal of Learning

Operational Hypothesis Testing
ficant relationship between

Hypothesis One: There is no signi
corporate values and lecturers’ job commitment in South-west geo-

political Zone, Nigeria.

Table 4: Corporate Values and Lecturers’ Job Commitment in

Universities in S/W, Nig

P-value Decision

Variable N X SD Cal.r
Corporate Values 1361 16.1 7.8
0.59 0.001 Ho;i
Lecturers’ Job
Rejected
Commitment 1361 14.2 7.2

Table three showed that the p- value is 0.001 at 0.05 level of
t shows that the p-value is less than the level of

hus the hypothesis that states that there is no
significant relationship between corporate values and lecturers’ job
commitment in Universities in Southwest geo-political Zone,
Nigeria is rejected. It therefore shows that there significant
relationship between corporate values and lecturers’ job
commitment in Universities in South-west geo-political Zone,
Nigeria. The 0.59 calculated r-value confirmed that there is
significant relationship and that it is positive and above average.

significance. I
significance. T

o: There is no significant relationship between

Hypothesis Tw
d lecturers’ job commitment in South-west geo-

corporate norms an
political Zone, Nigeria.
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cers B 0.51  0.002

C

Table four showed that the p- value is 0.002 at 0.05 level of
ficance. It shows that the p-value is less than the level of
significance. Thus the hypothesis that states that there is no
significant relaponsh}p between corporate norms and lecturers’ job
commitment 11 Universities in Southwest geo-political Zone,
Nigeria is rejected. It therefore shows that there significant
relationship between corporate norms and lecturers’ job
commitment  in Universities in South-west geo-political Zone,
Nigeria. The 0.51 calculated r-value confirmed that there is
significant relationship and that it is positive and average.

signi

Hypothesis T\yo: There is no significant relationship between
corporate practices and lecturers’ job commitment in South-west

geo-political Zone, Nigeria.

Table 6: Corporate Practices & Lecturers’ Job Commitment in
Universities in S/W, Nig
Variable N X SD Calr P-value Decision

Corporate Practices 1361 14.3 7.7
0.56 0.000 Ho;

Lecturers’ Job

Rejected
Commitment 1361 14.2 7.2

Tfible four showed that the p- value is 0.000 at 0.05 level of
S?gnificance. It shows that the p-value is less than the level of
Significance. Thus the hypothesis that states that there is no
significant relationship between corporate practices and lecturers’
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jo.b cpmmitment in Universities in South-west geo-political Zope
ngel-‘la is rejected. It therefore shows that there significant’
relat1o'nship between corporate practices and lecturers’ jqp,
commitment in Universities in South-west geo-political Zo
Nigeria. The 0.56 calculated r-value confirmed that there
significant relationship and that it is positive and average.

Discussion of the Findings

ne,
is

The answering of research question one showed that the corporate
culture in universities in southwest geo-political zone, Nigerig ig
strong. The strongest among the culture is the corporate value
which was ranked first. Lunenburg (2011) observed that corporate
values are indicators of corporate culture. Lunenburg further
explained that an organization expects its members to share major
values which refer to the ideas which underlay the way
organizational members behave. Coleman (2013) submitted that
values are the core ideas that provide guidelines to the employees
in order to aid collective effort towards ensuring that professional
standards are maintained and organizational goals and objectives
are achieved.

The second soundest corporate culture is the corporate norms.
This conforms to Adedoyin (2006) who found out that employee
mindsets, their fundamental attitudes and behaviours matter to
achieve and maintain high performance while the corporate
practices though ranked third but was also a strong aspect of
corporate culture in the universities. Lunenburg (2011) ascertained
that an organization needs to imbibe practices that aid
achievement of goals and objectives.

The analysis of research question two which states that showed
that the lecturers are highly committed. Lecturers are the main
agents that utilize all other resources within the university system,
their commitment is therefore necessary in order for the
universities to be effective. As rightly observed by Abdulkareem
(2016), that lecturers’ job commitment goes a llong way 1in
determining the way lecturers perform their assigned
responsibilities. The stronger and deeper it is, the.: longer employees
stay in the same organization and are more motivated to put more
effort into their work (Cohen, 2007; Martin & Terblanch, 2(.)(?3)-.)-
Looking at the response pattern of the lecturers in universities 12
South-west geo-political zone, it can be deduced that contmuar}ce
commitment constituted more than affective and nor}li_atlf’n
commitment to the level of lecturers’ commitment in universities !
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Cﬁ A——— 0 SlerV’cltlfms of Sinha and Arora (2102) found out
tha " P < Culture is significantly related to organizational
exce enlcje. al"ldula (,2006) adduced that effective performance
cannot be attained withoyt 5 formidable cultural values. Obeng
pared employees with low organizational
ployees having a high level of commitment

and discovered that employees with high commitment were of

higher performance,

The rejection of the main hypothesis which states that; there is no

sign1f1§ant relationship among corporate culture, lecturers’
commitment and university goals achievement in south- west geo-
political zone, Nigeria, lead to the main finding of the study. Thus,
there is significant relationship among corporate culture, lecturers’
commitment and university goals achievement in south- west geo-
political zone, Nigeria. This finding conforms to that of
Kazlauskaite, Buciuniene, and Turauskas (2006), who observed
that organizations are driven by their own kind of culture known
as corporate culture, which has significant influence on member’s
attitudes and behaviours. Kotter and Heskett (2011) also reported
that when compared to lesser performing firms, higher performing
firms were characterized as placing a high value on customers,
employees, and stockholders. Being part of an organization entails
being part of its culture.

Conclusions

University goal is the essence of creating university institutions in
Nigeria in the first place. These goals cannot be achieved without
committed lecturers and a strong corporate culture. Corporate
culture is one of the most extensively studied phenomena
worldwide. Literatures reviewed showed that corporate culture
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occurs in multiple types and influences university goals
achievement. In addition, lecturers’ job commitment serves as a
catalyst to university goal achievement. Lecturers’ job commitment
also determines the level to which lecturers are willing to comply
with the existing corporate culture and also ensure strict
adherence by the students. Corporate culture that promote strict
adherence to job description, rigid structure, strict discipline but
still promote research collaboration among staff and maintain good
interpersonal relations have the tendency of achieving its set
goals. Moreover, it has been revealed that the lecturers’ job
commitment can be improved by adequate developmental
trainings, involvement in decision making process, adequate staff
support and adequate supervision.

Recommendations

Based on the findings of this study, the following recommendations

are proposed:

e University administration should ensure stronger corporate
culture by making sure that all stakeholders adhere strictly to
the values, norms and practices of the universities.

e Corporate culture cannot be strong without the support of the
lecturers, lecturers should therefore try to support the
administration in the pursuance of the tripartite mandate.

University administration should try to build trust between
them and the lecturers by carrying out promotion and
appointment by achievement and not by ascription.

Welfare package can be improved to enhance continuance
commitment of the lecturers.
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