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ABSTRACT

Thesis Topic: "Leadership Stylos and Effectiveness

of Departnental Heads in Ahmadu Bello
University Library Conplex."

The study was intended to identify the | eadership
styles exercised by the departnental heads in Ahmadu Bell o
University Library conplex with a view to determ ning how
such | eadership styles affect subordinate staff's
performance. Sixteen departnments in the Ahmadu Bello
Uni versity conplex constituted the popul ation of the
I nvestigation. The investigation was carried out by neans
of a Leadership Style Description Questionnaire.

According to the analyses of the investigation, the
nul | hypothesis:. "There is no significant difference inthe
way library adm nistrators (departnmental heads), perceive
their |eadership styles from the way their subordinate
staff perceive these styles,” was nob rejected. That is
to say that, both the departnental heads and the subordi nate
staff indicated that the predom nantly exercised |eadership
style was autocratic (authoritarian).

Agai n, when staff performance (scores from section (d)
of the LSDQ), and the exercised |eadership styles were put
on a correlation test, it was discovered that there was a
strong correlation. This was an indication that siiaff
performance was related to the |eadership style exercised
by the departnental heads. This revealed that with the well

trained staff" in an organi zational environment |ike the
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one in Ahnmadu Bello University library conpl ex, denocratic
| eader shi pstylewas perforned.

In the light of the findings, the researcher, therefore
recomrended an intensive inservice training for |ibrarians
in admnistrative |eadership, as well as periodic subordinate
eval uation of their departnental heads' behaviour.

It is very much hoped that the findings of the present
study will be of great help to library admnistrators not

only in Ngeria but in other African countries.
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Chapter 1

1.

1.1

THC PROBLEM

Introduction to the Froblem

Dubin (1976)* defined theory as an attempt of
man to model some aspeci of the empirical world,
He further stated that:

the underlying motlve for this modeling

iz either a) that the real world is so

complex that it needs to be conceptually

simplified in order to understand it, or

b) that observation by itzself does not

reveal ordered relationships among

empirically detected entities,
In thig sense, therefore, a theory tries to make
sense out of the observable world ordering the
relationships among elements that constitute the
theorist's focus of attention in the real vorld,

Further more, a survey of management literature
showed a lack of consensus about the definition of
leadership. However, most of them see leadership
in terms of communication behaviour between the two
or more individuals - an interaction process in
which an individual usually through the nediun of
speech, influences the behaviour of others, towards
a popular end (Koeher et, al 1976).2 Studies in
leadership associated leadership with many variables
such as personality traits being inherent in certain
individuals, and with leazdership styles which

emphasize leader's performance rather than the type

of person he/she is, KASHIM 18
L RANIM
AHMENL K1 r ll:I'B?ARY-



1.1.1. Theories of Leadership J
The study of administrative leadership dates
back to the Greeks and Romans with the ‘‘great man®
theory, that leaders are born znd not made., The
attempt to identify characteristics in Warious
leaders occupiced the time in research, and so vas
the question whether leadcrs were born., This theory,
also sometimes called the “trait theory, sucgested
certain qualities to be found in a leader, These
include: self assurance, intelligence, initiative,
drive for achievement of power, interpersonal
skills, aduministrative zbility, imaginative, good
upbringing and education, rominent among the trait
theorigts are Oldway Tecad, Chesiter I, Bernard and
Gruin H. Schell, The trait theory was abandoned
after fifty years of rescarch and had failed to
find one personality trait that could be used to
identify leaders from non-leaders (Jennings, 1961).3
Besides the “tralt theory' there also developed
igystemg theory', the ‘‘contigency theory" and the
“style theory+ . The systems theory was concerned
with the complex interrelationship betwecn the many
different parts of a system (orgenization), as well
ag the effect of the environment on the gysitom and
vice versa, It is this theory which identified three

agpects of leader's behaviour which affect productivity
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positivcly, that is, assumptio: of the lcadership
roles closcness of supervision, =nd the degree of
cniployze oricntation (training. Junnings, 1961).4

The contigency theory (alzo called zituational
thcory) arcued that the ability of 2 person Lo be a
leader and to Influcnce his subordin:tes depends on
situations. Thus Fiedlcr (1967),5 iderntified four
factors which are responslble for varistion in
situationz, The factors ure:~ the nature of the
work to bec done, the personality of the staff, the
vworking conditions and the ganctlons at the leader's
disposal, It is from this theory that Fiedler
(1967)6 later on identified two styles of icadership;
namely:~ thc psychologically distent leader and the
psychologically closze leader,

The "stylce theory+ tries to find out +hether the
approach of & leader can influence the quality and
ceificicncy of the work, This is because it ic
assumed that the ability to lead znd the willingness
to follow dapends largely on the leadership style
exerciced by the lecader (Davis, 1979).? %0, 1n
actual facl, leadership styles arc classified on the
basis of "ww the leadnrs use autlhority in order o
influence tne staff under them, Lowis, Lippitt and
white (1939)3 categorized lcadership styles into thres

nanely:- avthoritarian, democrzlic and lalssen~faire,



1.1.2

Lecadership Styles: an overviaw

The study of lendership styles is ~n established
one. Scholars' inturcst in this field spring from
the faoct that organizations of diffourent sizes or in
different cultural environments or diffcrent |
sltuations requirc different leadership styles if
they are to operate cefficiently. In this scense
leadership is concerned with the implemcntation of
those policies and doecision which assist in directing
the activitics of an organizaotion towards its
spucifiud goals. Thus, leadurship can be taoken to |
mean the process of influencing the activities and
behaviour of an individual or a group in cfforts
toward goal achievement in 2 given situation |
(Musaazi, 1982)9. put in another way leadership is on
interaction procuss in uhich an individual, that is
to say, = leader, usually through the¢ medium of spcech
influences the behaviour of others toward a particulsr
goal or objuctive (Heiman, 1951)10. Indeed, lcadurship
can bce viuvwed as the unique incremert that mokes it
possible to utilise rusourcus in the most productive
manner and to achiuve the highest lovel of management
goals. Bueouse in cevery organization, whether business
or government, profit oricnted or non-profit scrvice
institutions like libraries, there is a common necd
to accomplish the establishment's goals in the most

cffective way possible, These organizational goals

|
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will vary sidel:r “= na'rwr- and o nf *heir operating
activities, the physical sctting, the people involvad,
and the organizational objcctives soucht (Gihb, 19635,
Thus, it is generally agreed that efficicrn’ anA
cffuective management which is conconitant of good
~eadership, lcads to betice utilozeation of rcooduscos,
thereby ensuring a highor level of sroductivity, The
concept of good leadership is sulijective, howevoer,
Because a good leader in one situation is not
neccssarily a good leadcr in another situation, Mor
instance, a gocd school principz’ m~y not necr:sserily
make a good academic librarien, The two situations
regrire diffcecrent leaderghip styles, llor is it
recnrearily truea that a onod leader in one cultural
environment will be a good lecader in another culitural
sct up. Thus,; a yood ceawwid ¢ "0 “olzi In iz United
states of smerica may not necessarily be a cood Yibmowrian
in Nigeria. This partly explains why we have atudies
dealing with leadership styles in differ:nt Ilclds,
Thus, we have studies which facve on Yeadershin in
schools (Musaazi, 1982,°° Thakur, 1981*7), politica)

lcadership (Ojuka and Cchieng, 197614), teadevghip

in busincss (Creenleaf, 1277 oud 1 =dershin in

(B

-1 o
libraries (Stueart and Eastlick, 1981, "~ and Ifidca,
- 17
198577 ),
The necessity for these studiegs o that cteff

members of a particular organlzation will, to a larg=
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extent determine the kind o“ lezdership that will he
be practised by those in lecadership positions in the
organization, Ostaff membors of each organigation 2s &
group have peculiar characteristics like size,
intimacy, stability, flexiblility and homogeneity which
excrcise a lot of influcice on the behaviour of those
in authority in the orgonization., Indeed, Haiman
(1951)18 and Micdler (1967}19 suanested that leadership
behaviour weos influenced by four main factore as
mentioned earlier in the study,

Not surprisingly, scholars in this field have
identificed several leaderghip styles in different
organizations, 1In an attempt to study the wvay leaders
behave toward their subordinates, Blake and louton
(1964)20 designed a manaqgerisl grid which was intended
to take care of the two major Z-~~~dirnts of
leadership styles; i.e. concern for the task and
concern for people or as Fledler (1967)21 put 1t,

“the psychologlcally distant leoder and the

psychologically close lcader®,



Concern for pecople

Figurc 1, The Managerinl Grid
9 1/9 N 9/9
8 T ™ -
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1by default 1 A by power

1 2 3 4 5 6 - 7 & 9
Concurn for Task

As it can be obscrv.d from thoe dirgram above,
concern, for task ranges from o scale of degrees as
when management is morc concurned with output or
results, i,c. the chicf coat-loguer boeing very much
concuerncd with the number of bouks crtalogucd pur doy
and not putting into considcration Lue henlth hozords
and working corditions of his staff, agoin, the
ruenders' sorvicus librorian mhy be concerned with the
neatness and well oraanisced sholves without considering
thot the shelving st2ff have to carry the dischhrged

books to thu shilving awr.ns ~nd then shelves thoe books



aﬁéﬁrdingly. This can easily be done if there are
enough hands to do the job, 1ine ocale for ‘‘concern
for task' ranges from onhe, which donates ‘''very low
concern for task'”, to nine "very high concern for task®,
This means that the leader with ‘"very hilgh concern for
task" will inevitably have "v~r-- >~ concern for people
and vice versa, s far s librarians are concerned,
include
concern for people in our working lives/all the people
with whom we interact during Lot wouro of our work,
These include our co-workers at all levels as well as
the likrary clienteles. The concern for people acale
also varies through decrees measurad From one to nine.
According to Blake and Mouton (1964)22, a leader with
a high concern for productivity {(task), cares very
little for the staff under him, .2y, exercise authority
in an unilateral way = .d demands only obedience from his
subordinatesz, However, in some other studies, the high
concern for task is somctimes referred to as the
authoritarian leader (Halman, 1951},23 antocratic leader
{Bass, 1960),24 leadership by power (Blake and Mouton,
1964),25 the technician leades . oo .y, 1977),?6 and the
theory "X+ leadership stvle (Haimann and Raymond, 1982).27
At its highest, the authoritarian leadership breeds
dictatorship. This type of leadership florishes
successfully in military institutions where in most cases

the junicor officers have to obey thelr nznior officers

blindly without any questioning. If an order is



disobeyed, the junlor officer couvld face a heavy
punishment.

On the other hand, the leader who is concerned
with people (1/9), believes that when his/her staff arc
happy, production takes place without the need for
close direction and control. Blake and Mouton describe
such a leader as leader by goodwill. Although, some
studies tend to muddle this up with the lalssez-falre
leader, (BRlake and Mouton, 1964),28 the investigator
feels that this situation could only be assoclated with
the maternalistic approach to leadership in the sfrican
culture. This is because, in real life situation, cne
may not be able to find a leader who will he 90%
concerned with hig staff at the eXpensé of the task to
be done, However, this could he in a family situation
where the motherts concern 1s holly on her children,

An African mother, less concerned with the task, will
tell you that: ‘God will provide’. This type of
situation may not be easy to find in an organizational
working environment, |

The "lalssez~faire leader could éasily be assoclated
with the 1/1 leader according to Blake and Mouton.

This type of leader has very little concern for hoth: the
vork and the staff., He/she desireg little ogther than
security, strives for 1little, gives little, and cares

littie both ways except that enough is done to allow
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him/her stay in the system 2nd enjoy the organizational
henefits, This is zlso true of the lalssez~Faire
leader (Mugaazl, 198229), the leadership by defoult
(Blake end Mouton, 1064°0
31). g

In the 5/5 leadership situation, there is moderate

}, and the spectator leader

{(Maccoby, 1977

concern for hoth the people as well as the task.
Although, this type of leader's primary concern tends to
be with task, he/she is ofter willing to give b
considerable attention to inter-personal lssues, not for
their own sake but to ensure the su&c ssful completion
of the task. Even 1f the group is allowed to determine
the organization's policies, the 5/F leader, through
persvation argument, will make a strong attempt to
ensure that the group'sz declsion reflect his/her own
ideas. However, decision-making ususlly rests with the
majority of the member in the group, Conflict is most
often handled through negotiction and compromise, .t
ites best, this type of leadership produces the democratic
enviraonment in classic studies of Teadership stvles

(Lewis, 1939).3%

At 1ts highest too, the 5/5 approach
to leadershlip produces the 9/9 leadership; leadership
through consensus, leadershnip by majority (Blake and
Mouton, 1978), % the theory 'y' leadership (Haimann
and Raymond, 1982)34; and the gamesman leader

(Macceoby, 1977)35, for this group of leadership stvle,

in the present study, the word democratic will he used,
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Thus, though it is commonly acknowledged taat one
leadership style is more suited to one organizatiéﬁ'than
another, or to one cultural ervironment than another,
there is still no consensus among industrial psyvchologists
and educationists as to which approach ovr leadership style
is appropriate to the various organizations. That is to
say, the approach or leadership style that a leader
should utilizec in order to best achleve positive emploves
motivation and effectiveness., Indeed, this controversy
is largely responsible for the increasing number of
research stulies from different academic disciplines
including Library Science which find their way into
academic libraries each year, i.e. Stueart and Zastlick,

36 and Lowell (1975)37. The overall obiectives

(1981),
of many of these studies is to establish which approach of
leadership style is most suitable to the organlzation or

industry each reseacher has studied.

1.2 Statement of the Froblem

Despite the fact that many books and articles exist

on the managenent of academic libr:ries, (e.c, Marchant,

28 39 cehai, 1985%Y, Gorman, 198247,

43)’

1976°°, Ifidon, 1985

Martell 198742 and white 1985 the controversy over the
question of the best approaches or leadership style to be
adopted by library administratqrs still remains unsolved,
Thus, although since the 19605; manayement philosophy has

shifted from emphasizing organization and control of

library activities *o being more concerned with achievement
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of predefined organizational results through participation
and coordination, that is to say, participative management,

academic libraries have heen slow to adopt participative

5

management procedures, (waldhirt, ‘1978:44 and i/hite ‘1985).4
Many of them including those in !Niceria continue to
practise the traditional authority-based, bureaucratic-style.
That is to say, authoritarian managment which is more
concerned with the level and nature of library activitieg
than with determining how those activities contribute or
fail to contribute to accomplishing library objectives,
Unfortunately, as Waldhart (1978)46 observed: -~

Library management's preocupation with

the organization and control of activitiesg

has tended to obscure the fact that

libraries like other organization exist to

accomplish objectives and that obijectives

of an organization presents means for

achieving ends, not ends themselves,

The chief reason why most library administrators
are reluctant or unwillinc ko move away from traditional
authority based, bureaucr:stic styles of management to
participative and result-oriented management is thet they
are not fully convinced of its cfficocy The clain “hat
participative management will have positive effects on the
motivation of the subordinate stzff thereby resulting in
increased productivity, (dMarchant, 197847, Durey, 198548),
is not palstable to them, They still strorgly believe that
authority-based, bureaucratic style of leadership rather

than a style that relies more heavily on the participation

of library staff in '"management decision making“ is the



13

ideal for administering libraries (Flate and “‘tone 197449,

and Nzotta, 198050). However, thcre is sufficient evidence
to sugoest that the traditional authority-based,
bureaucrctic style of leadership is prone to negative
employee motivs tion which leads to low productivity and

e
wastage of resources (rMartell, ;98751 and Mite 1985°°),

It has been suggested, (shika, 1986°°

)y for instance,
that university libraries in Nigeria often spend nonev

on materials like books and journals which have no
academic value to their clientele, The c¢nd resgults is
that such materials are rarely used or not used at all.

In fact, during the period 1979-1983, such materials in
Kashim Ibrahim Library accounted for 50,33 percent of its
total book collection. The purchase of "unwanted+ books
and journals by Kashim Ibrahim Library has been imputed

on the authority-based, bureaucratic style of leadership

currently practiced by the depz tmental heads. The

-
studies of COchai (1977)J4, Momon (1985)55, and 3hika (1986)56,

for instance, have indicated very convincingly that
successive departmental heads of the Collection Development
Division of Kashim IbBrahim Library during the 1970s and
early 1980s purchased hooks and journal at will without
consulting with either student hodies or faculty academic
stafr.

In the light of these findings it is hard to believe

5357

the assertions of Eboka (198 ; and Akhidime (1980)58

that the library administrators of Kashim Ibrahim Library
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practise participative management. There are good grounds
to suggest that their findings were based on insufficient
research data. . L i
Again the research studies which were conducted on
Kashim JIbrahim Library {(amos, 197959, nnd \mpitan,:1984)no
tend to suggest that the gubordinzte s=taff of the library
have low morale and negative motivation hoth of which !
hamper the library as an organization, Yo achleve itn
organizatlional objectives., It is common knowledge, for
example, that library materialg nre often stolen with
connivance of the subordinate stoff (Okoye-Tkonta, 1980)61.
It is also true that returned books remain unshelved for
unnecessarily long periods tnhereby depriving the library
users the opportunity to use then, It is reasonable to
assume that these irresponsible behaviours are fostered gy
low morale and negative motivatlon, WNot only do these
practices make the library asn Inefflicient organization, but
have
also cost the library dearly since the lost items/to be
replaced, In these days of austerity, the librsry cannot
afford to engage in injudicious gperding., It goes wilhout
saying, therefore, that efficient and effective management
will require departmental heads of shmadu Bello University
Library Complex to adapt an approach to leadership that mor:
adequately accommodates groving conplexity and has the

potential for making the library responsive to the deminds

aof the future,
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Winat is less frequently remembered, perhaps is that
employee's morale is to a large dearee determined by his
immedizate supervisor', This statement made by the

McDiarmids in 194362, was re-achoed hy Flate and Stone in

197463. In fact, almost similzr assertions have been made
by non-library administrators to the effect that “,,. the
relationship between first line supervision and the
individual workman is of more important in determiniig the
attitude, morale, general happiness, end efficiency of the
employee than any other single fnctor“64. These statements
are emphatic enough to underline the fact that supervision
and morale are inseparable and to poirnt out the need for
investigation, Boyd (1976)65, also stated that: “,..
whether at the lower levnl or the highest echelon of an
organization, the supervisor is the key to the employee's
attitude towards their jobs and the quality and guantity of
productivity’,

1.3 : significance of the Study

It is for the above mentioned reasons thsi the
researcher propoaed %o undertakae =~ studv in the lendership
style exercised by persons who play supervisory roales in
Ahmadu Bello University library Comnplex, That is to say,
the departmental heads; and how their leadersnip styles
af fect the job performance of the subordinate professional
and para-professional staff under btheir supervision,

It is hoped that the research findings emanating from

the study will enable the regearcher to make recoamendations
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as to which is the most approprizle approach (model) or
leadership style to be adopted in the management of ..hmadu
Bello University Libraries. The leadership stvle to be
recommended should be the ore which ensures effective
utilization of resources =nd fosters positive motivation
among the library staff, “his is a prereguisite for the
library to achieve its organizatiorial objectives. It is
also hoped that the studv will serve as a model for
adminisirators, not only in . hmadu Bello University, but
also in other Nigerian University Libraries which like
Kaghim Iprahim Library, =re still grapping with the problem
related to attitude to work., In these days of austerity,
the need for prudent spending of the universities' scare
resources, and the need to ensure that the library staff do
a good job are paramount, It is alsc hoped that this work
will make a modest contribution to the university library
administrators' task to vrovide hetter services to an

increasing number of library users with dwindling financial

! 66
resources, As observed (3hilka, 1986) , the current managem=

procedures practised by some departmental heads of . hmariu

4

Bello University Tibrary Complex wmore than not lead to wastage

of resources,

1.4 Null Hypothesis

"There is no significant difference in the way the library
administrotors in ~hmadu 2ello University Library Complex
perceive their leadership styles from the way their

subordinate stiff perceive these leadership stvyles,?

|
F
|
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The above hypothesis led the researcher =o five research

questions, These are:

Tle

How do departmental heads in ..Jhmadu Bello University
Library Complex perceive their leaderszhip styles?
How do the subordinate staff perceive their
cdepartmental heads' leadership styles?

Do the subordinate staffs perceptions differ
significantly from the dep-.rimental heads'
perceptions of the departmental heads!

leadership styles?

what leadership styles do the departmental heads

in Ahmadu Bello Univer:ity Library Complex frequently
exercise?

Does the style of leadershlip exercised by tne
deparimental heads have profound positive or
negative effect on the library staff in the

conduct of Lheir work?®

Aims of the Study

study had three zins:-

To determine thie leadership L ica cumviiay
exercised by departmental heads in Ahmadu Sello
University Library Conplex,

To access the impact of the cdepartwmental heads
leadership styles on the job performance of
subordinate staff under their supervision.

To make recommencdations bhaszed on the research findings.
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Definition o7 T S

- ——— - —

The terms defined here do not include those defined

in the text., The terms defined in the text include:

Leadership and theory,

1.

2a

3.

5.

Administration: The act of administering or
managing people and cesources towards the

57
attainment of set goals ( Heyel, 1963)° .

Administrator: OCne who manages or directs,

3]
(MacDonald, 19?8)6 . This word will be used
interchangably with the words leader, manacer,
and departmental) head in this stucy,

Authoritarian Leadership: ‘\ccording to Haiman's

Ly
(‘?L‘~J!‘S‘I)6‘J definition of authoritarian leadership,
this is:

a social procecs whercin the making of
@ecisions for a social vnit is placed in

the hands of one man wio 15 presumed Lo

know better than others what the group

should bhelierve and do, Having made his/her
decision, the authoritarian leader or autocratic
(as is sometimes called), directs the
behaviour of others towards his predetermined
ends., Hiz methods of control may be various
and sundry. They may even have the appearance
of democratic procedurc:, The crucial facktor
is that the leader has 'avthored - the decision
and the followers accept it without ~uestion.
This very clearly implies that the leader is
thought as superior to the followers,

Behaviour: 1In this study, the vord hehaviour will be

used synonymously with the word style,

Complex: Compoced of more than one or more parts
0

( MacDonald, 1978)" s Thus, & university library

complex means a groupd of libparies established,
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maintained and administered v 5 vniversity to meet

the needs of its students and members of the

acadenic staff (Harrod, 19'?‘171 and Egbule, 197772).

Democratic Leadership: Halman (1951)?3 defined

the phrase as:

a social process in vhich the group as a
whole is zelf-qgoverning (not gubiject to

any outgide avthorit and in which all
members of the group~ejually represented

in the making of collaborative decisions.

If irreconcilable differences exist within
the group, the decision goes to those who

are numerically a majority, and the rest

are expected to complv. The democratic
leader quides an’ co-ordinates the naroup's
decision-making process, He is a discussion
leader or chairman of debaote whose only
predetermined purpose 1s to preserve and
enhance democratic nrocedures, He determines
how the members of the group will think and
decide, not what they will think and decide,
and even with respect to the thow' function,
the group has the final authority., He is

the group's methodolonical ayent, but only

so long as the grov., finds it convenient

and helpful for nhim Lo wo sv. This philosophy
clearly implies that no member of the group
is superior to the other, One vote is as good
as anotnher, Lecause it is believed that every
human being has an equal right to make the
decisions which affect his 1life.

Department: .. section of a library devoted to one

subject as in a departmentalized Librasy, or to one
kind of service, as a ‘'reference library”, Any
administrative section or series of functions, such as
cataloquing department, In America sometimes called
division (Horrod, 1971)?4 ‘eB.U. libraries adopt the
American word “division+, In this study, however,

the word department will be used,
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Departmental head: ' i -iber of the professional

staff vho is directly responsiile to the chief
librarian or direccor, fuv & division of the
library organization having its ow:n staff (Horrod,
1971)75. In this study the phrase will also be
used for heads of librarices vaiihiio .ucaadu 3ello

University Library Complex,

Directive: According to tuaart and Eastlick

(1981)76, directing is ‘that complex function of
getting workers to perform tasks efficiently and
effectively so that the goals and obiectives of the
organization are fulfilled . Directing is therefore
concerned with the relationship of a supervisor to
the subordinate al all levels of the organigation.

Informing: To tell; to direct; to give information -

: . 7 i |
news, message etc. (MaciDonald 19789)°°,

Laissez=~faire leadership: lusaazi (1982)78

defines it as:

Leadership where there are practically

no rules in the organization, The
leadership grants complete freedom to

groups or indirvidglg « -~ ede s cufkbacy

the leader's participation or direction,
which leaves the subordinates at liberty

to do uhatever they want., The leader in
this respect does not exercice his
authority, The primary role of the leader
is merely to supply working materials needed
by the group he/she is supposedly leading,
He remains a part from the group and
participates only when the group has asked
him to do so, He is an advocate of trouble-
free life for the organization or the department
under his charge,
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12, Management: The art of dire~ting, organising

and controlling (MacDonr=ld, 1973)?9.

13, Maternalistic leadership: ' f, like, or characteristic
of a mother; motherly care. . very sympathetic and
caring leader; more concerned witn the problems of
the stuaff under him/her thaan Lhe cask being done,
Motivation is the key word in this style of
leadership,. (ilacdonald, 19?5)”“.

14. lMorale: Of or relating to character or conduct
considered as good or evil: ethnical: conformed
to or direct towards right, virtuous (liacdonald, 1978)81

15. Library: A house or building containing books
and other information resources where pecople
go to retrieve such information that is in the

library resources (Harrod, 1971)89,

16. Library Administration: The management of the

library, To oversee the work of a library in
all its relations and Lo plan for and prowmotle
its usefulness is the work of Lhe library
administration, It embraces the supervision
and development of the work (Harrod, 1971)83.

17. Library Manacement: See library administration,

18, oOrganization: .. formal organization is

predetermined arrangement of individual whose
intercrelated tasks and specialities enable the

total aggregate to achieve qoals (Macdonald, 1978)84,
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19. Perception: It 1s the act of apprehending the

properties of the message conveyed, Perceive
means to become aware of through the sense, to
see, to understand, to get knowledge of the

85 - !
mind (flacdonald, 1978) 7,

20. Participate: Take part; in this study it will

mean taking part in degision-making Tanagement
{Macdonald, 19?8)86.

2l. 3tyle: The distinclive manﬁer pécul ar to an
administrator, leader, author etc. particular
custom or form observed: poeculiar behaviour of

a leader (Macdonald, 1978)87. - ‘

22, Supervise; The act of supervising; inspectiong
88 : ‘
L]
| -
23. Supervisor: The person who supervises; an

control (Maecdenald, 1978)

overseers; an ingpector (llacdonald, 1978)89,
24. Support: ltrength; help; provide for; keep

in place, (Macdonald, 1978)91.

e

1.7 ' Scope and Limftotions

The study was concerned with the perceptions of
|
departmental heads and their subordinate professional and

para-professional staff, ol the leadership styles exercised

' by the departmental leadersghip in Ahmadu Bello University

H

Library Complex (here after ».3.U. library cimplex). (ut of
the eleven departmentz in the main university 1library, the
Kashim Ibrahim Library, the researcher studied conly eight

departments nemely: Bindery, Catnologuing, Lallection Development,




Media, headers' Services, 'eference, .esearch and Bibliographic
and Serials Departments, The remaining three departments,
namely: ‘dministration, Departmental Libraries and Jhaff
Training were not covered by the study. This was because the
first one is heaxded by a universiiy administrator of the rank
of a senior registrar, and the staff under her are also
non-librarians, In Departmental Libraries Division the head,
a2 Librarian I has only one professio sl staff under him,
And again, the staff training division is & 'onm man'
division. The staff training officer is a professional
librarian of the rank of Senior Librarian, and is the only
professional staff in the division.

Again, of the fifteen branch libraries in Ahmadu Bello
Univerzity lLibrary Complex, the researcher limited hercself
to libraries with at least, not less than three professional
or para~processional staff, That is to say, the head of the
library and two subordinate staff, This trimed the number
to eight branch libraries which were covered Ly the study.
These are:- .dvanced Teachers' College Library, Kanoj; Advanced
Teachers!' Collece library, “aria: ‘nstitute of Agriculture
Library, Institute of Education Lihrary, the Mcdical Library,
President Kennedy Library (in the Institute of Administration),
Samaru Public Library, and Veterinary edicine Library,

The study was limited to “hmadu Bello University Library
Complex, This is bacause the investigator considered a total
number oif 2 sixteen departments to be studied large enouch to

warrant the study. As Fiedler (1967)91, indicated: <The study
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of leadcrghip style in a work situation is plagued into a
number of problems‘, Thus, a large nuiber of comparable
cases 1is difficult to Find, The sauple should e involved in
almost the same type of work, aud should also be under the same
culturzl environment, .ccordingly, tho researcher lisited
her investigation to attributes, "asks -nd responsibilities
common aimong departmental heads within ‘hmadu Bello University
Library Complex., it is trom similar attributes, tasks and
responsibilities; that is, supervising, informing, directing,
motivating and suppeortinqg, that the researcher studied and
drew the conclusion of the research.

Similarly, since the non-~professional library staff
vere considered not professionally equipped sufficiently to
contribute towards decision-making in academic libraries,
they were not included in the study, This is because, as
demonstrated in Zoyinka's study (!935)92, of the 155
respondents only 51 were profegsional librarians. The 51
professional staff represented only about one third of the
whole population. The present study, therefore, covered
library staff who either have the two year non-dearee diploma
in Library 3cience and any other library qualification above
the diploma level,

The primary focus in this study was on leadership
styles, commonly exercised by departmental heads in \hmadu
Bello University Library Complex. For this purp;gé, the
researcher selected four dimensions of leadership styles in

the “style theory', namely: authoritarian (autocratic),
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democratic, laissez-faire and maternalistic leadership styles,
Zach one of them has an independent and unique focus, although
the four may be related in some ways. Issues of relationship
between leadership styles and other departmental variables
were nol examined, except to the extent that leadership styles
on one hand, and departmental effectiveness, on the otuer, may
indicate certain relationship.

At a second level, the researcher examined the departmental
el fectiveness, in terms of objective measures - perceptions,
The task of debermining organizational effectiveness is complex
and for this, the reseurcher favoured the use of library staff
perceptions. Thi%?girtly becouse of the researcher's limited
time as well as resources to embark on a long-time evaluation

study,
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Chapter 2

24 AEVIEW OF RELATED LITERATURE

The lack of published research directly related to
leadership styles used in Nigerian library organization
points to a need for study and exploriation in thils area of
library administration., The following review of literature
includes only a brief section of library administration
in Nigeria; the bulk of the review reports studies conducted
else where, There is need to use such studies to &etermine
their suitability for the Nigerian research application
(Ogbuehi, 1981),1 so, too, it may be useful to review the
findings of such studies focused on library leadership in
other countries to determine their application to Nigeria
contexts,

For a better understanding of the literature, the
researcher has reviewed some areas of philosophy of
management., The second category of literature is related to f
leadership movement, and the addendum in library management
as a whole and in Nigeria in particular. Understanding
other countries' approach to leadership will hopefully benefit
researchers of library management and leadership styles in
Nigeria,

2e1 The Philosophy of Management

Those who have the responsibility for deciding the
direction of an organization and who hold the authority to

move it towards its goals are the most important ingredients
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in determining the organization's succegss ol failure

(Drucker, 1973)2. VVhether in business, education, government,
religion or medicine, the quolity ol an organization's
administrators determines its sucerss. Successlful administrators
anticipate chance, vigorously exploit opportunities, correct

poor performance cnd lecd thHe oryanization cuvurds its
objectives, In contrast to other groups within an organization,
administratorg have the greatest opportunities to turn strew
into gold or the reverse,

Robbins (1976)3 suggested that management can be gtudied
as a discipline that sceks to answer such guestions as '"What
kind of life do we want?" and ‘llow can we best achieve it?+,
One can view management as 2 field of study that concerns
itself with the determination of how life's resources are to be
utilized efficiently and effectively, According to obbhins,
it is important to dovelop the ireasoning that management is
both macroscopic field, shaping ouvr destiny, and a macroscopic
field, giving direction to the individual practioners in
developing their attitudes on manzcement practices, The
macroscopic philosophical perspective is direcktly relevant to
the study of management process, If one views this process,
simplistically for the moment, as sctting goals, allocation of
resources, and coordinalbing human eifort towards goal attalirmont,
the integration of philosophy #nd management becones cleaRer
(Robbins, 1976).4 Fhilosophars concerrn themselves with
determination of purposes (seliing of goals) and how this
purpose can best be achieved (the allocation and coordinating

of resources). Therefore, since administrators in the acgregate
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have such a rrofound effect on pecple's lives, it seems
logical that one needs a hagic understanding of what
administration is all sbout, More important, however, one
needs to know why administrators act the way they do.

A microscopic perspective on managenent philosophy
focuses on establishing an orgonized system of administrative
thought, It looks at concepts and neticds, Its objeclire
is to describe administrative practice as thinking,
questioning, and understanding, ©nce one can understand
the pattern of the physical world, one can influence and
guide it to create a better life. 41ll1 administators have
a philosophy comprising 2 system of attitudes,
apprecaches, precepts and values that guide the way tl:ey
deal with organizational problem= (lobbins, 1976)5.

The diagram in Figure 2 describes the determinants
of management behaviour, Imputs include the organizatiorn's
history, the =zult'- * norms, ano *k< aducation and
experience of the leader, The last three imputs
determine an individual's value system, The four
combined determine leadership bLehaviour, No lezder
functions in a vaccum., One is influenced heavily by
the current cultural milieu ... values, beliefs, and
attitudes prevalent in society as well as the culture
unique to the organization. ‘A fact often overlooked,
is that the present has been determined by the past®
(Leavitt, 1974).° he previous successes and failures
which the organization has experiencad, dominant

administrative philosophies espoused by prior leader,

KASHIM IBRAHIM LIgRARY
AHMACL BELLD 1mnvEeerry

el m



LT

and precedents set by earlier leadership dicisions are
a few of the historical factors that influence the

behaviour of current leaders (Robkins, 19?6).?

Figure 2: Determinants of Administrative Behaviour

Organizational
History ‘\\
\., i
; oS
Cultural Mormsg R P Administrative
Behaviour
aduca tion
Exparience
(Adapted from Robbins (1976) p. 7.
2.2, : Leadership Movement

2.2+.1 Leadership defined

In an unpublished review, V.J. Bentz ligted 130
definitions of leadership obtained in a sampling of the
literature prior to 1949, Feortunately, Morrls and sSeeman
(1950),8 providued classifications of these definitlions,

A modified version of these helps indicate how the
researcher proposcs to define rthe game phenomnena covered

by these definitions.
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Status versus Leadership: One cluster of defiritions

makes leadership synonymous with the the importance of
one's position., The concept, status, can be used to rel..
to the value of one's position and =lthough status may
produce leadership, it is distinguishable hy obzervation
and measurcment from leadership and carn be indipencent of
leadership under specific conditions,

Esteem Versus Leadership: /i second cluster of definitions

defined the leader as focus of attention, as
representative of the group. This aspect can he examined
by using the concept of esteem, the value of members Lo
the group regardless of thelr position., uUsteem can =zlso
help to describe observations about sociometric choice,
anothur. way earlier recearchers defined leaders,

A Leader as a Leader: The leader is often defined simply

as anyone who engajges in leadership acts, Leadership
appears to be rather a sophisticated concept, '‘ords
meaning ‘chief* or “"king” are the ones found in many
languages to differentiate the ruler from other members
of the society. The word leader did not appear in
language usage until 1800 (5togdill, 1974).°

In the most recent study, Stoghill (1974)10 also
reviewed definitions and concepts of leadership and
concluded his study by focussing on the concept of
leadership as the initiation of structure and consideration,

He wrote:
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This group of writers have zilempted to

define leadership in terms of the variables

giving rise to the differentiation and

maintenance of rate structures in groups,.

For this reason, the definition appears to

have greater theoretical utility than those

that are more concrete and degcriptive,

They lead to a congideration ol the basic

process involved in emercence o *+a

leadership role,
But Stoghill (1952)11 demonstrated that persons in
differcent leadacship positions encane in different
specific bhehaviours. ‘/hat "A' does in order to exhibit
leadership in position 4pt may be different from what
"B does in position “B", yet both bring changes in the
behaviour of other memnbers both lead. Stoghill found
that among 46 naval organizations, while 2ll did some
supervision, the function was stressed in the work of
the executive.

2.2.2, Leadership Styles:

Leadership styles are the habits and work patterns
of an administrator. lMcGrath (1963)12, in his summary of
the literature pointed to two clusters of leadership
styles and attitudes which have heen the focus of most
psychblogical research in the area, These clusters have
been variously labelled as autocratic, authoritarian,
task-oriented, and initiating on the one hand versus
democratic, equalitarian, permissive, group-oriented, and
considerate on the other, However, in most literzture,
three styles of leadership styles are often mentioned;

democratic, autocratic and laissez-faire (liusaazi, 1982)13
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and Haiman, 1951)14. Thege thr«e pityles of leadership
behavliour date as far back as 1938 when Lewls and Lippitt
performed classical studies on the effect of the three
styles on the behaviour of a bovs! club (Lewis and
Lippitt, 1939)15. This raised many quéstions regarding
the degree to which a leader ghould be concerned with
persconal relationships in an organization, The leader
can either take the responsibility vor making decisions
and for directing the group members or he can, to a
greater or lesser extent, share the decision-making

and coordinating functions with the memberc of his group.
All these methods and any other combination of them, have
worked in some situations and not in others (Gibb, 1954)16.
Charlisle (1973)17, referred 0 thene styles as directive.
participative, and freerridoer, Stoops and Johnson (1967)18
identified four major types of leadersz i.e., laissez-faire,
democratic, hord bolled autocratic and benevolent autocratic,
The democratic form of leadership is pictured in the central
pesition alonyg a continum, nihers have differentiated
between charismatic, symbolic, neadmen  thenrist, =iltator
and authoritarisn types of leadership. In the ‘ligerian
situatien, Soyinka (1985)19 came out with a leadership

style he termed transacltional. The Lioblem of what
constitutes the best leadership behaviour has been one

of the major arcas of conltroversy in the field of

administration (Fiedler, 1967).2O
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A8 can be observed from the literature reviewed
above, 2ll the leadership styles identified depend upon
the inter-relationship betucen the leader and the people
vith whou he works,

2.,2.,3 Elcments in Leadership:

The topic of l1aadership has covered a wuide variety of
behaviours, nany unrelated with cich othoer, One step which
could help to delineate the problem more carcfully ls the
study of lecadership develonad by .lorris and Sacian

(1950), 79 & 21

In the study they idantified r'ive major
elements of significance: uroup factors, group cvaluatlion,
leader bchaviour, individual cvaluatior, »~nd indivi‘lual
fectors. Jshown in Pigure 3, are the cluments ag figuris d

by Stochill (1957)22.

2.2.4 Lendership and Behaviour Chonges

Agrecing with Barncrs! (19?3)23 definition of
lcadership as a process of focusing the attention ~nd
rcleasing the encergies of o people in desired dircction,
Bass (‘1.973)24 suggustad two ways vhere Wow ean chinge RVt
behaviour, by changing B's motivalion or changing hls
nodes of responding, v leader ean changse his subordinste
staff's bechaviour both in strenagth and dircction. sStitod
in diffcrent terms, a leador cin change his subhordinate
staff's goals, rewards, incentive: and their loportance.
Az was dumonstrated by Dass (1973)25, ir his statcmont:
“By pointing out the¢ challungye and rewvards of studying

law, a profcssor could arcus. .or strongthen in a studunt
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Figure 3, DParadiagrasm for thoe itudy of
Ladurship,
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Stromginterest in a law careers, | leader can also
change hic subordinates' habits by either reinforcing
certain hahits or reducina the strength of those
tendencies. ‘lotivation, too, could be changed either
by altering thc threat of punishment or the hope of
revard of members as individuels or as a group. This
could change as new goals or potential rewards are made
more visihble, replacing older ones through persuation,

2.3. Library Management Levelopments

Library lianagement, as might be expected, shows no
identifiable characteristic that would serve to set it
apart from other organizalional management, Trends,
theories, and Lechniques introduced in management
literature have slowly found their way into libraries,
This deveclopment can be traced through a brief look at
library literature,

In 1887 Cruden, then Librarian of the jt., Louis
Public library, stated that ""the duties of a chief
executive of : library differ in no essentiol way from
those of a manager of a skock company ... the librarian
may profit by the methods of the businessman"

(Drury, 1924}.26

Ros twick (19‘1‘1)27 addressing the MNew .ealand
iibrary ‘'ssociation, advocalted the adoption of the methods
of business efficiency in the operation of their library,

A number of librarians, including Williamson (1919)28,



41

emphasized the valueto libraries of industrial methods,
pointing out that "no one has attempted yet to treat
comprehensively the principles and philosophy of library
service or library marnagemert ., <This was the time of
development of the scientific mananement school, whose
theories were applied to a number of industrial situations,
but not yet to libraries. It was not until the 1930s
that particular attention was paid to the application of
scientific management to libraries, Coney (1930)2rJ
emphrasized the ''new approach by stating that * ..,
sciertific management furnishes library administrators with
a useful inctrument for orienting their activities®,
Twenty years later, in 195430, Kipp published an article
thut discugsod the application of scientific management to
library operations for the period of 1920 to 1950,
Kittle (1961)3:, in his dissertation, pointed out that
scientific management did not receive serious attention
in libraries until after World War II,

haw (1947)32, analyzed two trends in library
management - specialization and integration of specialitics
into a functional organization. In 1954,33 Shaw noted a
trend toward the application of scientific management
techniques to public and research libraries, on time-and-
motion sftudies, on standardization, and on management
surveys, Later in 1965, Dougherty and Heinritz publishod
the first full treatise on the appIICatiQn of scientific

management to libraries34.
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However, in 1934, Danton emphasized the trend toward
analyzing the human side, where “personnel administration”
became paramount to the democratization of the library
organizationas. Also McDiarmids, writing in the 1930336
recognized two paramount problems in libraries - the need
to delegate authority to the level of responsibility, and
the need to define library objectives and their influence
on the administration. Winslow, in her ‘195337 paper,
emphasized staff participation in '"democratic organization',
Reese's article (1959)38, directed to library administrators,
noted, among other things, an increase in staff participation
in management of libraries,

With respect to the social system school, Joeckevy,
(1939)?9 a pioner in the field of library management,
suggested that “library administrators will do well to
seek models from comparative studies in education',

"Twenty yezrs later, '/asserman (1958}40 supported Joeckel's
contention that " _,, in a very real sense library
administration is only an extension of public administration’,

Stone's (‘.1.96'?)4"1 ~urvey schoved ~ tendency “oward
emphasis upon theory and principles and basic functions,
bringing with it corresponding de-emphasis upon specific
technical skills., This is substantizal when one examines
the volumes that have been published in the last several

years on orcanization and administration of specific

types of libraries - academic, public school and speclal,
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Finally, one must look at the guantitative or
mathematical school and the influence it has had on
library operations, During the late 1960s and in 1970=s
managers of libraries began to use applied opera:ional
research in their decision-making responsibilities
(Swanson and Bookstein, 1972)42. More recently, Chen
(1976)43 in her dissertation, demonstrated how operations
research techniques can be used by library administrators
in their everyday decision making process,

Issues of major research journals and monographs on
librarianship make it clear that management ‘topics® are
receiving increasing attention, The proceedings of the
first Association of College and Research Librarieg
national conference (Stueart and Johnson, 1979)44,
presented the thoughts and concerns of academic and resge::._.
libraries in several major areas, including “Administration

and Management', The 1971 issue of Library Trends addressed

itself to the dilemma of ‘'How we can optimally integrate
the technical and human resources that we manage toward
achieving the library's service nmisgsion and, at the game
time, manage working arrangements and role relationships
so that people's needs for self-worth, growth, and
development are significantly met in our libraries

(stone, 1971)45. On that same topic, Cggleton, (1979)é5,
white (1985)%7 and Marte1l (1987)%% studied the issue of
participative management, An example, drawn from a number

of volumes on the subject of personnel in libraries, is
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a report done for the Illinois State Tibrary, which
identified the kinds of activities that are typical
of the training and background of individuals working ¥n
libraries (Ricking and Booth)49.

I+ 1s evident that the theories developed by the
different schools (scientific mai=agement, human rclatiorsz,
quantitative) are being applied to library operations
today (Stueart and Castlick, 1981)50. The continued
use, development, and refinement of those thoughts and
techniques will result in more efficient and effective
library service,

2.4 Leadership aghaviour in Library Administration

The belief that leadership qualities are inborn and
not acquired through training no longer enjoys ungualified
support among educationists and industrial psychologists

Boyd, (1979)°Y, It is now generally believed that most
leadership qualities can he acquired through training
and education, Thus, it is possible for a librarian to
acquire leadership gualitiesc that would enhance his
effectiveness in his leadership role as a library
administrator through training and educatlion (Ochai, 1985)52.
Indeed, already many scholarly works, i.,e., books, and
journal articles, on the management of academic libraries
exist i.e. Rogers s nd Weber (1971)53. Stueart and
Fastlick (1981)%%, Ifidon, (1985)°° only to mention a few.
The overall aim of these works is to enable librarians,

particularly those in administrative positions to adopt
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leadership styles that will make them effective
administrators, Put in another way, these works are
intended to help library adninistrators acquire cood
leadership qualities so that they can hecome eifective
leaders,

However, the majority of those works deal with the
situations outside Nigeria e,q. Drucker (1976)5G and
Howard (1980)57. Yet we know too well that an effective
library administrator in the United Stztes of \merica,
for instance, may prove ineffective in a Nigerian situation,
becuase the two environments are different, Thus,
leadership qualities which may prove to be “good leadership
qualities' in the U.S5.A, may prove to be "bad leadership
qualitieg” in a Ngygerian situation, because it is generally
agreed among industrial psychologists, that the workers!
cultural background, level of educstion and lraining
exercise hive more influence on the leadership styles
that will be adopted by those who play lezadership roles
in public organization like academic libraries or in
business (Mzsaczi, 1982)58. Trhis in part explains why
there is every likelihood that an academic library
administrator in the U.3.A. considered to posses "good
leadership qualities' may not he =0 regarded in Nigeria,
This phenomenon mades the utilization of the works, which
deal specifically with library management outsicde Nigerin
less profitable as a means of training academic library

L=
administrators to operate in a Nigerian situation (Musaazi)JJ
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It is essential, therefore, that librarians in Nigeria
should be made aware of the 'good leadership qualitiesg®
that need to be possessed by the administrators of
Nigerian University Libraries, Happily enough, some
librarians in Nigeria have already began to pay serious

50
attention to this important subiect 1,e, Soyinka (i985}°“

Abimbhola (1979)61, Adedeji (1974)62 and Nzotta (1981)63.
Though these works are very educative on Some aspects
nf library management in Nigeria, they are not vory ,
comprenensive, especially on the guestion of the ;I
appropriate leadership styles to be adepted by acadenmic
library administrators 1n Nigevia, This explains why
Ochai (1985)64 did not hesitaie to point out the need
for such a study, This apart, most of the works on
library management deal with libraries outside the
Nerthern cultural zone, Indeed, not much work has been
done to identify the appropriate leadership styles which
if adopled would make library administrators of A.B.U,.
library compiex more affactive leaders than thevy are
todayva. '

Turning to the researcher's central issue, 3,0,
Library Conplex, works which have concentrated on either
K.L,L. or its branch libraries include 3hika {1986),65

5 {
> Momoh (1985),6? Abdullahi (1983)°%% ang

ochai (1977)°
ggbule (1977),69 almost &ll dwelt mainly on the library
services., However, AmMoS (‘19'79)?J studied jok satisfaction

among the junior staff of the library. She (Aamog),
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discovered that ﬁosf of the juniof staff used the library
work ag a ‘'stepping stone" to further Lheir educatlon,
This 14 a sign of dissatisfaction, as most of them lefk
library work as soon as they got an opening else where,
Although Ifidon (1985),71 suggested several organizas-.
tional structures which enhance library effectiveness, no
study has followed this up to find out whether his
recommendations were adopted. Ceupled with this, Ochai

(1985), 2

poirted cut that the library management in
Nigerian univerzity libraries adopted a "trial~and-—error"”
method of management. It will, therefore, not be out of
place ror a researcher to try and investigate the type of
leadership styles adopted by university library
administrators in Ahmadu Bello University, Zarila, Nigeria,
It is hoped that guch a stuwly, would make a modest contrlbu-
tion to the existing knowledue on librazry management in
Figeria,
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Chapter 3
% METHC DOLOGY
3.1. Introduction

This chaptoer provides description of thua procass
of rcscarch for this study., The roesearcher prescents an
cxplanation of the methodology used in eonducting the
investigation, a delincation of sampling procedurcs and
the information concerning th. construction of the
instruyment used for colleating dota., Thoe chapter concludes
with a duscription of th.e muthods of statistieal analysis
employud, Since process influuncus output, thls procuss
may hclp in undorstanding the rescacch output in its
propur purspective, with the limitations and strengths,

3.2 Procudure for Collecting Datn

The study wos designed as an ex post fqgﬁq_:QSuarch

in which opinions of dupartmental hceads as well as their
subordinaty profussional -nd para-profussional library

staff were collected and nnalysed, This type of rescarch
aims at discovering the possible causcs of a bcehaviour
patturn (Borg and Call, 1978)1. In the study, the boehaviour
1s the offuetiveness, wheruns, the causce may be the
t.adership styles exurciscd by the supurvisors.

The primary focus in this study was on leadurship
stylus commonly cxercls.d by departmental heads in Ahmadu
Bullo University Library Complux. Hov.ver, = department,
rother than an individu~l doparimentsl hend was chosun °s

the unit of ~nalysis. For this purpos., th: rescarchor
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selected four dimensions of leadcrship styles, namely:-
authoritarian, democrstic, laissez-faire and maternalistic
leadership styles. <ach of these four leadership styles
has an independent and unique focus, although the four
may be related in some ways (Jennings, 1961)2. Issues
of relationship between the leadership and other
departmental variables were not examined, except to the
extent that leadership style, on the one hand, and
departmental performance on the other, may indicate
certain relationships. Based on the literature surveyed
during the preparation of this study, it was assumed that
some relationship between leadership styles and the
departmental effectiveness should exist (Fiedler, 1976)3,
So, a 'style theory" approach to leadership was adopted
in the study.

In prder to achieve the aims of the study, a sample
survey method which is a type of descriptive research
was used, In this type of research, data are collected
for the purpose of describing the conditions of the field
as they either exist or existed, It is an attempt to
descrihe the population characteristics by selecting an
unbiased sample and estimating the parameters from the
statistics obtained, Data are obtaired, either orally
or by means of a questionnaire, from a sample of
respondents, for the purpose of testing the formulated
hypotheses concerning the status of some problem in the

field (sax, 1968)4. In this case, the researcher decided
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to carry out the investication by means of a questionnaire,

The questionnaire methodology which the researcher
adopted iz not the only one that could be utilised for
this study. Indeced, there arc other alternatives. 5Such
alternatives include the utilization of oral interviews
as opposed to the questionnaire, But the researcher
discarded the oral method for 2 number of sound reasons.

In a study such as the present one, the utilization
of oral iterviews would be futile, hi%ae it is true
that in certain cases such as historical studies, oral
interviews are useful, in the case of the present study,
such an approach would be less rewarding than the
guestionnaire methodoloqgy., Because of their concern for
their career prospects, many respondents would not willingly
volunteer candid information about their duties »nd
performance if their identities were not concealed, This
would not be possible if this researcher were to conduct
oral interviews, particularly so that many of the
respondents are yet to reach the acme of their careers,
They wouid not want to be associasted with the views which
seem to depict them as poor performers or which are highly
critical of their supervisors,

But this problem does not ariszse in the case of
questionnaire method. 1In the case of questionnaire method
that was adopted, the respondent's identity was not
required., As such, respondents felt free in answerinc

questions put to them truthfully, since the answers were

NASHING IBRARIN, LisRamy
*“”“Pﬁ_?f&hﬁ UNIVERSIT

FAD .n

not likely to harm their career prospects
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Besides, the ahove advantage of using a questionnaire,
there is also the uniformity in the way the guestions are
asked, thereby making greater comparability in the
responces (Nwadike,-1982)5. The factor of uniformity
in the questions was also one of the major reasons for
using questionnaire. This 1is Deccu~- i... data which was
obtained from fifteen departmental hecads and seventy-three
subordinates was to be computed, compared and contrasted,
Indeed, there is no way dismilar variables can be compared
and contrasted.

The purpose of this study was to teszt the following
hypothesis: #rThere is no significant difference in the
way the library administrators - departmental heads - of
Ahmadu Bello University Libraries perceive their leadership
styles from the way their subordinate library staff perceive
these leadership styles," In thic case, therefore, data
were collected, to describe the sample population in terms
of the leadership styles they exercised in their everyday
activities with their subordinate staff.

3.3, Instrument used for Collecting Data

The instrument used for collecting data for this
study was a questionnazire (see appendices 3A and 3B)
Before deciding on the kind of instrument to be used for
this study, the regearcher carefully studied research
instruments which have bcen used by previous investigations
and the possibility of collecting responses from all the

sample departments in the study, The rescarch instruments
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that were used in other studies related to this research
were found wanting in one way or the other., It was then
realised that to enable the researcher collect resporises
from her study population, it was necessary to use a
questionnaire specifically designed for this study -
taking into consideration the envi-onii-ntal and cultural
background, Here I mean for example, in some of the
literature I read, the researcher would ask his respondents
whether their leader even paid them a visit in their homes,
This is uncommon here in Northern Nigeria., Instead, it is
the subordinate who should visit his leader,

The thrust of the questions was on finding the
leadership styles exercised by departmental heads as they
were perceived by departmental heads themselves and their
subordinate professional and para-professional staff,

For this reason, the researcher designed two types of
questionnaire, namely:~ one for departmental heads
(appendix 3A), and the other one for subordinate professional
and para-professional staff (appendix 3B). The two types
of questionnaires were both grouped under four sections:
(a) personal data, (b) one's knowledge of leadership
theories, (c) one's opinion about the leadership styles
exercised by his/hér departmental head and (d) orinions
about the departmental performance/effectiveness, 1In the
case of departmental heads, sections (c) and (d) attempted
to discover how they themselves perceived their leadership

styles and their department's effectiveness, Some of the
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questions were specificaliy related to a departmental

head's context, but others sought his/her perceptions

of what exist in his/her department, Both questionnaires
consisted of check 1ist, for example most of the questions
in section (al), (b) and (c), However, section (d) consisted
of rating scale, There were some opinionnaires here and
there in section (b) and (c) i.e. questions 11(b) and

27(b) in the subordinate staff's gquestionnaire, and
questions 11(b), 27(b) and 39 in the departmental heads'
questionnaire,

The questions, especially the one in section (c)
consisted a series of written questions similar to those
which could be asked in an interview, but carefully
formulated (Tryrus, 1964)6. Five written answers to each
question were designed to display the four leadership
styles, 350, all the resp>ndent v-- required to do was to
indicate the answer to the question asked, which he/she
associated with his/her departmental head's stvle of
leadership. This was designed to ascertain the type,
intensity or frequency of the stuvie heino measured
(palen, 19?3)7. The grading of responses required in this
study, therefore, was the type of leadership style
exercised hy each departmental head In most caseg hardly
ever or never donated (1), whereas always donated (5).
Furthermore, each number symbolised 2 leadership style
ag it will be demonstrated in section 4,4 of the next

chapter,
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33,1 Construection of thr Questionnaire

Maheshwari (1980) @ and Stogdill (1963)9 were the
basic guides in the preliminary planning of the
questionnaire, However, several considerations formed the
basis of the selection of the items, Before drawing up
the questionnaire, the researcher first of all tried to
single out the properties of the phenomenon she was going
to observe which were relevant to the gquestions she was
going to ask., The properties, as far as the researcher's
investigation was concerncd were the attributes, tasks
and responsibilities common amongst departmental heads
in Ahmadu Bello University libraries, These included
among others: motivating, informing, supervising,
directing and supporting (Moskowitz, 19?7)10. Accordingly,
the researcher framed questions in which each of the
four leadership styles being studies was displayed in the
answers, The respendents were then asked to mark with an
"X? in a box drawn by the side of each answer, the
appropriate response, After getting all the responses
all observations were tallied and classified into
equivalent classes, so0 that observations falling into the
same set were though of a qualitatively the same and those
in different classes were qualitatively different in some
respect, In general, each observation was placed in one
and only one class so as to make the class mutually
exclusive and collectively exhaustive (Hetzberg and Stone,

1971)11, Collectively exhaustive -~ this means that no
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observation was left without a class,

i.e.

,authoritarian
Leadership styled- democratic
\ ‘laissesafaire
maternalistic

The subject matter for the 1tems to be included in
the questionnaire was obtained from two sources, The
first source was a survey of the literature, which
disclosed basic issues that have been shown to be of
importamée in previous studies in the field, The second
source w;s other questionnaires that have been used in
similar studies exploring the leadership styles/benaviour
(Maheshwain, 1980723 sStogdill, 1963)%>,

The questionnaire was then designed in accordance
with the Leadership Behaviour Description Questionnaire
(LBDQ) which was developed from the original Ohio State
Research on leadership group for use in obtaining
descriptions of & supervisor/manaqef/leader by group
members whom he/she supervises, It was also used for the
supervisor to describe his/her own behaviour, The LDBQ
was chosen as the researcher's guide in dasigniﬁg the
questionnaire for this study because, it (the L3DQ) has
been wigfly used in empirical research and it has
reasonably good internal consistency (Stogdill, 1963)14.

Buros (1978)15, described the instrument as by far one
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of the best of the Chio State Leadership seales and a

good research instrument," Although the LBDQ was

developed for American population, it has been used

before in Nigeria and found appropriate (Ogbuechi, 1981)16.

3e3.2 Sampling Procedures

The universe for this stuwly consisted of 26
departments this includes eleven departments in Kashim
Ibrahim Library (K.I.L.) which is the main University
Library with a staff population of 64 professional and
para-professional staff and fifteen branch libraries
(Mahmud, 1987).17

Since the problem of the study was the leadership
styles adopted by departmental heads in Ahmadu Bello
University Libraries, there was no way the researcher
could have studied departments with only one professional
or para-~professional staff in the department, This is
because studies in this field tend to compare and
contrast the perceptions of the departmental head with
those of his/her subordinate staff, (i.e. Soyinka,
1985)18. To enable me fix a standard sampling size, I
got three pieces of paper on which I wrote 1/2%, 1/3%,
1/4%, oOne before the stroke stood for departmental heads,
whereas the number following the stroke stood for the
subordinate professional/para-professional staff in the
department, Accordingly, I folded the three pieces of
paper yery well and put them in a container, I, then

asked my daughter, Kemigisha, who was with me in the
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library at the time, to pick one piece of paper from
the container., This she did, and indeed picked the
paper with 1/2% on it, This indicated that my study
would cover departments with, one departmental head
and two or more professional/para~professional staff
(See table 3,1,)

I then went to the Senior Assistant Registrar
incharge of Administration Division of the library whom
I contacted in connection with the staff list., Happily
enough, she had just finished updating the senior staff
list which was in tabular form, She gave me one copy,
and that was the beginning of the field work. The
list included information on names of staff, rank,
salary level, work place (library), etc., (see appendix 4),
I then got several plain sheets of paper, and as I was
going through the list; each time I came across a name
of a library/branch library, I would write that name
down and then 1ist down all the staff members in that
very library, This was how I was able to discover branch
libraries with two and more professional/para-professional
staff, for inelusion in the study. These included:
Advanced Teachers' College, Kano (ATC, Kano, 4);
Advanced Teachers' College, Zaria (ATC, Zaria, 4)j
Institute of Agrieultural Reseach Library (I.A.Re Library,
7); Institute of Education Library (6); Medical Library
(7); President Kennedy Library (P.K.L., 8); Samaru Public

Library (3); and Veterinary Medicine Library (4)., Three
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of these branch libraries namely:- Institute of Education
Library, Samaru Publie Library and Veterinary Medicine
Library are located within a five minutes walking
distance from Kashim Ibrahim Library the main University
Library, The rest i.e, I.,A.R, Library 1s located about
three kilometres north of the main campus in the
Institute of Agricultural Research; the Medical Library
is located in Tudun Wada about 8 kilometres south of

the main campus in the Teaching Hospital premises.

Close to the Teaching Hospital is the Institute of
Administration with President Xennedy Library which
serves the interests of the Institute. Advanced
Teaechers' College, Zaria too is in the same direction
with the Teaching Hospital but further than the Institute
of Administration, The Advanced Teachers' College
Library, Kane is the furthest from the university, It

is located north of the Ahmadu Bello University main
campus, in Kano State about 180 kilometres away,

In the case of Kashim Ibrahim Library, all the
researcher did was to visit the various divisions and
enquire either from the departmental head or any other
staff for the number of professional/para-professional
staff in the division, From the visits too, the
researcher discovered that only eight of the eleven
departments qualified for the study, The numartcal
distribution of the smaple population is presented in

Table 3.1.
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Table 3.1 Numerical Distribution of
the Sample population.
: T‘W* % raceived | % of contri~
Dept, | Sample Responses | from each ution to the
No. Population | returned department | whole study
1s 3: (1/2) 1/2 120 3.4
as 14: (1/13) 1/13 . 100 16.0
3. | 6: (1/5) /5 {100 6.8
4 ¥« 'S (1/3) 1/2 | 75 3.4
Se 9: (1/8) 1/8 100 10,2
6o 4: (1/3) 1/3 100 4.5
y F3 S: (1/4) 1/4 100 5.7
Be 7: (1/6) 1/6 100 . 8.0
¢l 4: (1/3) 0/2 50 2.3
10, 4: (1/3) 1/2 75 3.4
115 7: (1/6) 1/6 100 8.0
12, 6: (1/5) 1/5 100 6.8
13, 7: (1/6) 1/5 86 G.8
14. 8: (1/7) 1/5 75 6.8
15. 3: (1/2) 1/2 100 3.4
16. 4: (1/3) 1/3 100 4.5
Total 95  |15/73=88 | 91 100

There is only one departmental head in each
in the case of department

department.

However,

9, the head of department did not respond to the
questionnaire,
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For the purpose of distributing the questionnaire,
the researcher took the trouble of visiting almost all
the selected departments between 1st March and 20th
April, 1988, The researcher personally disiributed the
questionnaire to most respondents., The mode of data
collection used by the present researcher provided her
with the opportunity to establish rapport, explain the
purpose of the study, and wherc necessary clarify some of
the points raised in the questionnaire. Though expensive,
and time consuming, this method yielded high returns,
out of the 95 questionnaires administered to respondents,
88 or 91% were returned, and a2ll the returned questionnaires
were usable.

3.4. Procedure for Analysing the Data

The two types of questinnaires were collected,
scored by computing the total scores for each category.
As shown earlier on in this study, the questionnaire
was divided into four major sections namely:~ personal
data, one's views about leadership theories; one's opinion
about the exercised leadership style an?! then one's
opinion about the departmental performance. The data
needed for this study in sections (a) and (b) was
computerised and summed up in tabular forms using sinple
percentage as presented in gection 4,2 of the next

chapter,
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However, the scores from the core theme of the study,
sections (c) and (d) of the gquestionnaire had to be
computed and used for testing the hypothesis, The scores
from section (c) = perceptions of the adopted leadersghip
styles; were computed to identify the predominant
leadership styple. A Spearman's Rank-Order correclation
was used to determine whether there was a relationship
between the exercised leadership style and staff
performance, A chi-square test was then done at 0,01
confidence level to find out whether there was a
significant difference between the perceptions of
departmental heads and the perceptions of subordinate
staff of the leadership styles exercised by departmental
heads,

The results of the investigation are reported in
the next chapter,
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Chapter 4
4. ANALYSIS AND INTERPRETATION OF DATA
4,1 Introduction

In this ehapter, the results of the statistical
analysis of the responses are reported. The study's
sample considted @f eighty-eight respondents; out of whom
fifteen were departmental heads and seventy-three were
subordinate staff, The sample was drawn from sixteen
departments in Ahmadu Bello University Library Complex.
Eight of the sample departments were from Kashim Ibrahim
Library, the University's main library, and the other
eight were drawn from the University's branch libraries,

The researcher used the survey researeh method in
earrying out the investigation. Responses were collected
using a questionnaire (LSDQ) which was designed by the
researcher with the guidance of Stogdill's (1963)1, and
Masheshwari's (1980)2 questionnaires.

442 Description of the Respondents

The researcher distributed ninty-five questionnares
to the sixteen departmental heads and their subordinate
pﬂ.fessional and para-professional staff in Ahmadu Bello
University Library Complex, However, seven questionnaires,
whieh represents 9 percept of all the questionnaires
issued out, were not returned, Only one of the unreturned

questionnaires was a gepartmental head's questionnaire,

This showed a 31 percent returns.
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Table 4,1: Responses by l'osition Group

Position Group Number Percentace
Departmental Heads 15 5 % 4
Subordinate Staff 73 J 83
Total 88 100
» e { . |

As it can be seen from the table 4,1, of the 88 total
responses, 15 (17%) were from departmental heads, The
subordinate staff FESPONSESimbered 73 which represented
83 percent of the sample population,

Table 4.2 below shows the distribution of the
respondents by their sex gender, Female regpondents
were 26 (33%) of the total number of respondents while
male respondents were 52 representing €7 per cent of the
whole number of respondents, This showed that of every
three responses received, two were from male staff,

while one was from a female staff,

Table 4,2: Cistribution of Responses by Sex

4

Pogition Group Male felale ﬂotaiﬁ
Departmental Heads 13 2 15
Subordinate Stoff 49 24 73

Tot 1 - i é; 26 88
Percentace 67 33 100
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However, since the present investigation was
interested in the difference between perceptions of
departmental heads vise versa their subordinate staff,
the remaining disgribution of respondents were presented
separately, The following two tables (Table 4.,3a and
4.3b) show respondents from each ggoup by their acadenic
qualification,

Table 4,3a below shows that departmental heads in
Ahmadu Bello University Library Complex are academically
hichly qualified personnel. Of the 15 respondents, only
one (6.7%) has no university degree., The departnmental
head concerned possesses a higher diploma of the
University of London, Gf the other 14 only one has no
higher degree. Of the remainder, i.,e. 13; 8 (53,3%)
departmental heads have a higher degree, i.e. M.,L.3.,
while 5 (33,.3%) possess both M,L.S., and pPh,D, degrees in
Library Science., One of the 5 Ph,D. degree holders, the

Ph,D. degree is in Bducational rsycholegy

Table 4.3a: Distribution of Departmental Heads
Responses by Highest /cademic

Mualification,

[: Qualification Number Percentage
B.L.S5, degree 1 6a7
MeL.5. degree 8 53.3
Ph,D. degree 5 33,3
Any other 7 6.7
r Total 15 100
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Table 4,3b: Distribution of Responses from
Subordinate Staff by Highest
Academic Qualification,

Qualification Number Fercentage
Non~degree diploma 29 39,7
BeLeS. degree 31 42,5
M.,L.5, degree t p 16.4
Ph.,D, degree 0 : 0
Any other 1 1.4

Total i 73 100

On the other hand, table 4,3b above shows that of
the 73 subordinate staff respondents, 29 (39,7%)
regpondents have a diploma in Library Science; 31
(42,5%) fespondents have B.L.S. degree; 12 (1G.4%) have
a higher degree, i.e, M,L.5, Only one of them,
representing 1.4 per cent has neither a university
degree nor a non-degree diploma in Library Science,

He possesses a School Certificate, But due to his

long experience in library work stretching over a period
of 14 years has risen to the rank of a Library Ufficer,
This position is commonly held by non-~degree diploma
holders,

Looking at table 4.4, one can see that the majority
of the departmental heads are seasoned librarians,
Indeed, of the 15 departmental heads, 12 or 80 per cent
have a working experience of more than ten years; two

have a working experience of seven years while only
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one has less than six years working experierce,

Table 4,4: Distribution of Respondents by Years
of “perience,

Year Departmental Heads Subordinate staff
E NQ, % NQ!__ e
1 -3 0 0.0 17 23.3
4 - 6 1 6.7 15 1 20.5
7 -9 2 1343 15 20,5
10 and above 12 80,0 26 35,7
Total 15 100 73 100

The subordinate professional and para-professional staff
are also very experienced librarians, FPor instance, 41
have working experience of more than seven years while
17 (23,3%) have working experience of more than one year
but less than three years.,

The distribution by rank shows that 60 percent of
the departmental heads are principal librarians; 20
per cent are Senior librarians while the remaining
20 percent is made up of Librarian I rank. On the
other hand, a good number of tne subordinalte staff
(31 or 43%) is made up of library officers and library
Assistants, However, 33 (45%) of the subordinate staff
are of the rank of Librarian I or Librarian II, Of the
remainder, 9 (12%) of the subordinate staff are either
of the rank of Senior Library officer or Principal
Library Officer, Table 4,5 is a summary of the respondents

by their rank and salary level.,
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Table 4.,5: Distribution of Respondents by Rank
ancd salary Level,

Rank Salary Level | Dept, Heads | Subordinate Staff |
NO. y 4 No. %
Library Officer/] USS 6 - 7 - - 31 43
Assistant
Librarian I/1II 8 -« 9 3 29 33 45
Senior Librarian 10 - 11 3 20 ) 12 |
Principal i
Librarian 12 « 13 9 60 - -
Total 15 100 73 100

Regarding their place of training, 10 (66,7%) of the
departmental heads indicated that they were trained as
librarians at ./ \nmadu Bello University, Zaria., 7Two were
trained in the Universities in the United States of
America, one was trained at the University of Ibadan
another one was trained in a British University while the
other one was trained in a Canadian University. The
subordinate staff were also dominantly trained at Ahmadu
Bello University, “Zaria, For instance 50 (82%) of the
subordinate staff received their training at Ahmadu Bello
University, ‘laria,

Table 4,6 is a summary of the responses,
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Table 4.6: Distribution of Respondents by Location
of Training School.

Location of Training Dept, Heads ]Jsubordinate oStaff |
School No. % No. %
Ahmadu Bello University, 10 66,7 60 82
Zaria.
Bayero University, Kano - - 2 267
Maiduguri University - - 1 % oh
University of Ibadan 1 6.7 4 5.5
United Kingdom 1 6.7 3 4.1
United States of 2 13.3 1 1.4
America
Else Whecre 1 6e7 2 2.7
Total 15 100 73 100

The departmental heads alone were asked questions
dealing with the proceeding variables: (a) attainment of
departmental headship; (b) criterion or criteria applied
in the appointment 5f departmental heads; (c) duration of
the departmental head's career and (d) level of training in
administrative leadership. Thus, the following description
mainly describes the departmental hezds in the licht of
their responses to the questions based on the above mentioned
variables.

Each departmental head was asked to indicate the
manner in which he/she attained his/her headship. Of the
15 respondents 14 (93%) indicated that they were promoted

to the headship by the University Librarian while the 15th
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indicated that he/she attained his/her elevation of the
departmental headship through an advertisement, iach
departmental head was further asked to indicate what
criterion or criteria were applied in his/her selection
for the departmental headship, Of the 15 respondents

4 (26.7%) claimed that their elevation to the departmental
headship was due to their administrative acumen;

4 (26.7%) claimed that their appointment was dueto their
academic qualification; 5 (33.3%) claimed that their
appointment was due to their long working experience in
the departments which thev were appointed to head; while
2 (13.3%) claimed that their appointment was due to long
working experience in A,B,U, libraries, Table 4,7

Bhows the distribution of respondents according to the
criterion applied in their elevation to the position of
departmental headship.

Table 4.7: Distribution of Respondents by criterion
Used in Elevation to Headship.

Criterion Applied to Number{_vercentaga
Elevate to Headship
Academic qualification 4 26,7
Working experience in division 5 33.3
Working experience in library 2 133
Administrative capability 4 26,7
Total 15 100

In response to the question on the length of time

each departmental head had been in his/her position the
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distribution was mocerately even, Thus, four respondents
each of these: one to three years; seven to nine years
and ten years and above, However, the four to six years
duration had a frequency of three,

Responding to the question as to whether they had
received formal training 1n administrative leadership;
only 4 (26,7%) of the respondents indicated that they
attended courses in the subject, Thus, eleven of the
respondents (73.,3%) did not receive formal training in
administrative leadership, However, of the 4 responde -
who received formal training in administrative leadership,
three received the training at Ph.,D, degree level while
the fourth received the training at Master's degree level.

Table 4.8: illustrates the point in view,

Table 4.,8: Departmental Heads' Responses to the
Question on Formal Training in
Administrative Leadership,

Did you receive any Formal
Training in Administrative | Number Percentage
leadership

Yes 4 26,7
No 11 73.3
Total 15 100
4.3 The Findings of the Study

The analyses were conducted to satisfy the research

hypothesis of the present study namely, "There is no
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significant differencr 'n *“he 'ay the departmental heads
in Ahmadu Bello University Library Complex perceive their
leadership styles from the way their subordinate staff
perceive these styles.,'” Thisc hynothesis raised five
research questions, as shown in section 1,4 of chapter one,
In order to enable her to answer the researchn
questions raised, the resezrcher investigated (a) the
tasks; (b) responsibilities; and (c) attributes common
amongst library departmentzl heads. According to
Moskowitz (1986)3, a librarizn's leadership roles' include
among others, directing; informing; motivating; supervising;
and supporting, The resecarcher then constructed an
instrument reflecting the ‘ive mentioned leadership roles,
The instrument included serenteen questions whereby four
leadership styles under study namely: democraticj autocraticg
laigsez-faire; and maternal.istic leadership styles, were
displayed in the answers to each question, The respondents
were asked to mark X" in a box which corresponded with the
answer they associated with their departmental head
(see Section C of Appor-ies 3" ond 3B), The scores from
the questionnaire were submitted to the university computer
for analyses4. The results of the analyses follow a
restatement of the res~acc.. gquestions addressed,
Research question one asks, "How do departmental heads
in Ahmadu Bello Univerzl:, I.ilrary Complex perceive their
leadership styles? Tc ancuwer this question, descriptive

statistics (frequency, percentage, mean mean and standard
deviations) for each of the five leadership roles were
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computed according to the four l2~dership styles. The data
pertinent to the first research question are displayed in
Table 4,9.

Generally speaking, departmental heads perceived their
leadership style as autocratic as evidenced by the frequency
on the questionnaire, The tendency to autocratic leadersiiip
style was very much pronounced i{n the supervisory and
directive roles where the majority (12 and 11 respectively)
showed that they were autocratic in their conduct of these
two roles. The departmental heads also showed that they
were autocratic in their suvpportive role to the subordinates.
They saw themselves as democratic leaders on the informing
role, But they were less confident about their motivating
role, In the motivating role, 7 (44%) departmental heads
saw themselves as demecratic leaders; 6 (42%) saw themselves
as laissez-faire leaders; and 2 (13%) saw themselves as
autocratic leaders, Ho'~ver, the overall mean seem to
suggest that 9 (52%) of the departmental heads perceived
their leadership style as autocratic, 5 (32%) as democratic,
2 (14%) as laissez~fal~e and r~ “~*owrn-listic leader,

Reseach question two asks: “'How do the subordinate staff
percelive their departmental heads' leadership styles? The
subordinate staff responses to tne LsSDQ in section C of the
questionnaire were summarized =znd descriptive statistics
computed to determine how :"hey perceived the departmental
heads' leadership styles. The statistics are presented

in Table 4,10,
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Table 4,9: Mepartmental Heads' lesponses on the
Exercised lLeadership style.

RCLE Democratic Autocratic Laissez- lMaterno-
faire listic

1 F % F % P % F 4
pirective | 3 18 11 75 0 1.7 0 0
Informing | 8 56 4 27 2 15 1 0 o
Motivat— 1

ing 7 4 44 2 13 6 42 o) Q.
Supervi- |
sory 2 10 12 80 1 5 1 5 1
Suppor-— i
tive 5 33 9 58 0 2 1 7 |
Mean 5 322 [ 8 51 2 13 0.4 2.5
S.D. 2.3 16,7 | 3.9 26,4 | 2.2 15.2| 0.5 2.0
No. of ol
Dept., 5 9 2 0 A

Table 4,10: Subordinate Staff Responses on the
Exercised Leadership Styleé.

ROLE Democratic |Autocratic Laissez- | laterna~ o, T
Faire listic i
P % |F « P e e |u| :
- - —.-.—--—----.-_—jl—- - s s e ---..a:,—.;J. -
Directive 16 22 {37 51 20 { 27 ; : c‘i ’
Informationi{ 106 22 36 49 19 26 2 3 : 73, 3
| il A e e S . = et e - g -
Motivating | 25 34 |39 53 9 |12 | O 1 73
- - - ...--.'-.--—-u,.-. b . . -
Supervi- :
sory 13 18 {49 67 8 {10 {3 51 73
— — - ==
Supportive 11 15 46 63 12 17 | 4 6 ; 73
— — —— SUR I [UTEI N — ) e gt — P S T ——
f
Mean | 16 22,2 |41 | 57 14 {18 {2 !3}! 7
- g e
S.D, | 4.7 ] 6.5 5.2 | 7.1 ! 5.0{7.0 | 1.6|2.5]
1 o | B
NO. Of ' L] A ¥ -
Dept. I 3 9 3 0¢ < i .
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Gilven the frequecy scorus on the questionnoire, the
subordincte staff purccived the mojority of thedr doparimontal
hcads as authoritarian in 211 the Five leodorship roles.

This was displayed in the mean score: of 41 (5772) of thoe totnl
numbur of 73 ruspondents, The rumnining 30 (42))) scores wure
almost uvvunly distributed between the democr~tic and
laisscz=foirce leodership styles., The overall picture

here is that L{he subopdinate stoff purceived 9 of the
departmunts to be undur authoritarion lendoership, 2 wuder
democratic lendership, ~nd 3 under laissez-frirce lendership,

Rescarch question three asks: '"Do thoe subordinate
staff's purcuntions differ significontly from the
dupartmental hends' purceptions of the dopartmentnl hesds?
leadership styles?” In answering this question, the
rescarcher took into considoeration the main roscarch
hypothesis which is: "There is no significant diffcrence
in thc way the library ~dministrator in Ahmodu Bello
University Librory Complex purceive their le~dership styles
from the way their subordinate stoff perceive thoese styloes,.”
The sumimed up comparison betwoen the perceptions of
department2l hecds and perceptions of subordinote st-FF
of departmental lc~durship styles c¢»n b scen in
Tables 4,113 4.12; and Figqure 4.

Table 4.11 Comp~-ris .n Between Departmental Hoads!
and Subordin-te Stoff's Perceptions of the
Exuvrcisesd Lendership styles by Froquoncy,

- -

GROUP| Democratic|Autocrotic|Laisscz-Faire L"turnaikutic
X SD X sb | X so | X sz |
Duporte| !
mental 5 2.3 | 8 3,9 2 ! 2.2 i 0.4 0.5 {
Hunde {
— s -*____*..--___J
Subor- E r l
dinatc L15 4,7 41L5'2 14J .a_j_ 2 146 '
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Table 4,12. Comparison Between Departmental
Heads' and Subordinate Staff's
Ferceptions in Percentages,

GROUF Democratic Autocritlc i{T.aissez~-Faire|Maternalistic
X sD b so ¥ so | R 30
Depart- |
mental 3z 1657 51 26.4(13 13.51 2,8 2.8
Head. ?
! i e |
Subor.-
dinate 22 65 57 T«1118 7.8 3 2.8
Staff

A Spearman~Rank Order correlation was conmputed
between the departmental headg' mean scores and the
subordinate staff's mean scores., The Spearman~ilank~Order
correlation was found to be 0 (zero)., Although there
were some small differences here and therey; as seen in the
test of the hypothesis for each variable; (see section 4.4);
hoth groups perceived the leadership style exercised
frequently as authoritation, This was then followed by
democratic; laissez~faire and lustly maternalistic,
However, the two groups' perceptions of the democratic
style of leadership differed slightly. For instonce,
while the departmental heads viewed the leadership of live
departments as democratic, the subordinate stzff viewed
the leadership of only three departments as democrntic,
The subordinate staff viewed the other three departments
as being under the liassez-f£aire leadership. In fact,
neither group perceived any of ipe departments as being
under maternalistic leadership. The following diagram

(Figure 4) illustrates the comparkison between the two groups.
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Flg.4 Graphica Comparicon Detween Departmental lleads! a.nd.
Subordinate 3taff Perceptlons
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Rescarch question four n~sks: Whot le~doership styloes
do dupartmental h.~ds in “ho~du 3¢lle University Librory
Complux fruquently excrcisc? To answer this roscorch
quustion, the investig-tor summed up the frequencics of
wach leadership ztyle as purc ived by o-ch group; i.o,
departmental hezds and subordin-te st~ff, The rpsults
indicatud that departmentnl hends in Ahmadu Bello
University Libr-ry Complex are very cuthoritorisn in
their supcrvisory and supportive roles, This con he
gle2ned from the informntlon provided in Table 4,13 2nd
Figurc 5, OF the 88 respondents, 61 (69.) respondunts
purceived the deportmental heads lendership styles os
authoritarian in their supcervisory roles, while 55 (637)
respondonts purceived thoe depactmental herds as
authoritarion in their supgportive roloe. Following the
two rolus mentioned above closi:ly w-= the dircctive role
which scorcd a frugquency of 49 reprusenting S5 por cent of
all the roespondents. This wos followad by the motivating
role which got 2 muan froequency of 41 (47) in the
authoritarinn loendership style. The informing rols:
roceived 2 fruquency of 40, roeprescnting 45 per cunt in
the authorit~rian lcedcership style., 'When the roesponacs
for all the five lendurship roles in the authoritcorian
stylc of lundership woere added tog-thoer, thoy gave an
averag. of 49 scorys, which ruepr.scents 56 pur cent,

This can be inturpreted to mean thht of the 16 library

departmunts under study, 9 dopartment (57%) orc
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authoritarian managed, This is to say, that more than
half (8) of the library department under study are under
authoritarian headship.

The democratic leadership style came a poor second
with four departments, The motivating role in this
style of leadership got the highest score of 32 which
repregsents 36 per cent of all the total scores, The
supervisory role got the least scores of 15 or 17 per cent.

Next to democratic leadership style came the
laissez~faire leadership style, From all indications,
3 of the departments in Ahmadu Bello University Library
Complex are under laissez-faire headship. The three
departmental heads. showed more tendency to the
laissez-faire leadership style in the directive and
informing roles.

There was virtually no sign of maternalistic
leadership in shmadu Bello University Library Complex,
This was, however, not surprising, Most literature in
administrative leadership agreed that such style of
leadership is very rare indeed. Therec¢ were, however.
some minor trends towards this trait. But these

were too minor to be recognized as shown in Table 4,13
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Fig.5: Graphica Leadershlip Styles as Perceived by
Departmental Heads and Subordinate Staff
According to the Leadership Rolés
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Table 4,13, Leadership Styles as Perceived by the

Two Groups,
ROLZE Democratic| Autocratic | Laissez-| Materna Total _]
Faire listic to the
nearest ;
I ot P % P % » % o % 1
-.n--'
Pirective}19 22 | 49 55 20 23 lo o- 88 100 |
. N -
Informing {24 27 40 45 29 24 2 23 88 100
Motivate {32 36 | 41 47 15 17 |o o 88 100 !
ing
Supervi- {15 17 61 69 9 10 3 3 88 100
sory ;
—
SUppPOre 16 18 55 63 12 14 > 5 g8 100
tive
Mean 21 24 49 56 16 18 2 2 88 10C
Se Ds 4.1 4.5 Tl 83 4.8 5.3] 1.9 1.9 0 0
P— |
No of
Dept. 4 9 3 0.3 16
b . -

From the above diagram (Figure 5) it is obvious that
there is a clear cut indication that the autocratic
leadership style is the commonly exercised leadership style
in the departments of Ahmadu Bello University Library
Complex,

Research question five asks thus: '"Does the style of
leadership exercised by departmental heads in Ahmadu Bello
University Library Complex have profound positive or negative
effects on the library staff in the conduct of their work?"
As it has been observed in the previous research question,

the leadership style which is commnonly exercised by
departmental heads in A.B.U, library complex is autocratic

leadership style., Just as the researcher used the perceptions
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of her sample population to find out the dominant
leadership style, perceptions of respondents on departmental
effectiveness were also soucht, FEleven questions uere
included in the questionnaire of both groups (see
section D of .\ppendices 34 and 3B). The questlons usgked
the respondents to grade the vork done in their
departments on a 5 point Likert S5cale. To enadle a
reasonable comparison, particularly when there were not
enough scores on the 5th scale, the scales of 4 and 5 rere
combined to read as 4 in the summary., nccording to the
scale, one was the lowest grading for very poor and five
was the highest grading lor very satisfactory (presently
shown as 4).

Ten of the B8 respondents circled 4 which represents
11 per cent of the whole population, This, according to
the study, shows th-t only two departments performed
their daily work very satisfzctory. Agnin, on average
of 28 respondents represonting 32 per cent of the whole
population perceivoed =2 satisfictory work done by their
departments. This was shown by circling 3 on the
Likert Scale. This percentage, a2ccording to the present
study, represents 5 depoartments which render average
library services. when added together, only 7 or 44
per cent of the sample library departments perform above

average i.e.,, effectively,
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On the other hand, an average of 16 respondents
recorded that they vere very dissatisfled -1ith the work
done 1in their departments by circling 1 (one) on the
scale. \/hen ealculated, these represent 3 departments,
Yet, an average of 34 respond=unts, the biggest number
so far, representing 39 per cent showed thet their
departments were poerforming below average - the 2 (two)
seale, This is rather a disheartning situation, The
perceived situation is illustrated in Figure 6,

When the findings from the leadership style
exercised, and the percaived departmental perlformance vere
put on 2 statistical test to find out whether there was
any correlation betw:en the two, it was discovered that
there was a very strong correlation of 0,8, This was
performed on the Spearman's rank-order correlation as

folloug:=

£P-1-6%d°
n(né1

In this study the czlculation were:

(‘*?.1-5:«2 =1=12 = 0.8

4T16=1) z0
This shows that thore is a strong relationship betveen
library performance and the leadership style exercised
by departmental heads. In other vords, staff performance
is influenced by the leadershis styles adopted by library

administration, And, as this study has shown, the current
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Fig.6: Graphica Departments' Effectiveness as Perceived by
Departmental Heads and Subordinate Staff
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exercised leadership style, i,e, authoritarian, has
adverse effecis on the neriormance of the subordinaie

library staff,

.4 Testing the Hypothesis

The null hypothesis fornulated for the present
study was:

There is no significant difference in the

wey library administrz-iors In Ahmadu Bello

University Library perceive their leadership

styles From the way their subordinate stoff

perceive these stylesg,

The null hypothesis was concerned with the comparison of
perceptions of departmental heads and percentions of

thelr subordinate staff, The data for testing thie
hynothesis were obtaincd from the seventeen questions in
sectlon C of the questinnaire For each group across the
leadership styl s under study (see Appendices 34 and 38),
The scores from each question uere subjected to a2
staetistical test of signific nce to see if any stotistical
dif ference existed betwecen the two groups.

»n chie-square test was performed on the two arouns!
scores from each of the seventcen questions, The
researcher found the chi-square (xz) test moce appropriate
for her study becausec it is » test of independence, It
allows the researcher to test for a2 rolationship betiveen
the variables of interest in the populcotion (Carpenter,
19?8)5, The researcher wasz only interested in establishiog

vhether a relationship between the two groups existed.
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That 1s why the chi-square tcct was found appropricote
for the study, :aides, thr: chi-square test hasg been
referred to ©3 "goodness of Fit® stokizstic (Ferquson 19?6}6.
Thls is becau:e it shous the diffcrences hetueen tho
observad fraguencles "nd the expected froguencies,

In order to avoid types one and two errors in testi: -
Lhe: hypn?b&sis, the research~” sclocted F. 0.01 level o7
significance, The 0,01 probability lcvel is desecriptive
of the deyrae of confidence tiot a real diffcrence esiusts
or that the observed differcrce is not due to the capricc
of sampling. A researchoer cowtits cype one arror vwaen
he/she iz falsed to reject a null hypothesis which is
true, Z2imilarly, he/she cormits type tuo error vhen he fohn
accents 3 null hypothesis which is ot true, The p, 0,01
level of significance avoids bthesc tvo errors by
ofering » very small level of sianificance (Ferauson
1976)7. When the obsorved chi..sjusre is orcater Lhan he
tabled volue, the null phypthcsis is reiccted, o ever,
if the cbaorved chiesquore in 127= than the tabled v-luv-~,
then, the nrull hypothesis cannct be rejected,

The procecding tobles (Tables 4,14 - 4,19) and
discussions exowine the respongeg of the azmple vopul Hion
on the saventeen gueziions in the quastionnidre using tihe
chi-squore test, The questions were grouped into five
divisions according to the five lceadership roles under

this study for convenience,
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4,4,17 Questions on fhc Directive Role

Question 16,

DH, ''hen you glve work to one of your staff mambers
under your supcrvision, ho'r much datails do you
gilve to suech an individual on how to cairry out
the work?

55, When your head of division/library gives you work
to do, hiow mueh details dous he/she give you on
how to carry out the work?

a) Hardly any details ... eve e Loissez~fairc

b) v few details .ee eoe - Bomies Maternalistic

c) Soma details but not much e Democratic
d) A lot of detalils iWp eoe S Autocratic
e) All the details e e s Autoepntic

Question 17

DH: «hen the staff member is doing the work, how much
monitoring do you do to sce the progress bi-ing made?

SS8: Whenyou are doing the wvork, how much monitoring

does your head of division/library do to sce the
procrcss being made?
a)., Much montoring - - - sutocratic
b). Some monitoring but not much ... Democr” tie
¢). Cccassional monitoring o i Maternalistic
d). Seldom monitoring ... . - Maternalistic
e). No monitoring at all R, . Laisscz=faire

Question 18

DH: ‘hen telling any st~ff under your supervision what

to do, how specific do you explain the work to be done?
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55: Jhen the head of division/library 1s tellinc you
what to do, how specific is he/she 1n his directlon”

a)., Very specific ore ove .ss Autocratic

b), Some how specific ... ailE - Autoerztic

C)e Just specific ane PRy e Democratic

d). Not specific - i e Maoternalintic

e). No discussion/explanation o Laissez=Fol:

Question 23

DH: ihich of the follaving orders do you use?
5S: \hich of the following orders do you associate
with your head of division/library?
a). sudu, will you see that thosc books get to the
shelf today? ade S i Democratic
b). Audu, please take thosc books to the
shelf ere oo sae Autocratic
¢). sudu, Hassan and Hauwa, sc. thosc books,
can onc of you take them to the shelf, Maternalistic
d)es Audu, take those books to the shelf,, autocratic
e). Take those books to the shelf ... Lalssez=fairc
The obzerved K2 of the directive role above vas
6,93 with the tabled significant value for P = 0,01
of 9,21, The result is not statistic.lily significar..
Therefore, it can be viewed a3 indicating 2 homogeneous
response, The only differencc in the perceptions was
seen in Question 17 (Table 4.,14) where the null
hypothesis was rejected with an observed x2 of 10,0
and the tabled value of 9.,21. The differences occured
in the two aroups' perceptions on the laissez-faire

leadership style. The departmental heads saw no trace s
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of laissez-fairc leadership style. Howevor, 43
percent of the subordinate sta®f viewed the departmental

style as laissezefaire on this qucstion,
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i-Squere Test on Responses to the Dircctive Role

| M Depci tmental Heads Subordinate Staff hwwymai@
| H P R . e value ~ -
ocamwwonﬂ Demo- {Auto- [Laisscz=jMater- S.D.|Demo~ fAuto- |Laissuz-|Moter~ s.p.las xN at mxwvowwmmwm
—.nwgnwn cratic|faire nalistic} craticjcratic|faire In~listic Dol g SEA Tﬁ.ow :
| e e - - e e — B T T FEERE—— T . T ———— I I ——— |
16 | 2 12 1 | o ja.8| 11 43 19 0 15.8|2 | 3 |9.21 not
“ ! re jected
- —— . — |Ll.i.i.r..||...r|l.! - -ﬂ.lll - |.l.._l,.- - R . _ e —
17 6 g | 9 ! 0 3.9 20 | 21 32 L0 11.5;2 110 ]9.21 m not
] . i _ o rejectod
SERETE m— — acambicaa — " - N g e

1

Mean

ot

18

=%

—— cm - - -

14

34

25

11
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e

R —

{9.21
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|

not

e
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4.,4.2 Questions on the Information ROle

OQuestion 11

How often doss your division/library hold general

meeting?
a), Hardly ever . o i P utoecratie
b). Occassionally hut not often .., Autocratic

c)e Often ade P see e Democratic
d). Fairly often ... .o - Maternalistic
©)s Very often evw ese cow Laiscez=faire

Question 15

DH: After attending heads of divisions/librariag
mcetings, how much of the informatlon you obLtaired
from these meetings do you communicate to the
steflf under your supervision?

53: Aafter attending heads of divisions'/librarica!t
nectings, hou often does your head of division/
library inform you of what was discussed oL zsuch
meetings?

a). All the information ... one ees Lalssez-faire

b). Most of th> information, but not 211 Haterr=7-~

c). A fair amount of information ee+ Democratic

d)., Little information ... S eee Autocratic

e). Hardly any information - eee sMltccratic
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Question 27

DH

-

al.
ble
cl.
d).

el.

How of'ten do you give wuritten instructions to
the staff under your supervision”?
How often does you head of division/likbrary

sent you written instruction?

Very often ave deé P eee Lalssez-~faire
Fairly often ,,. o g eve Altoecratic
Occassionally ... ses PP ees Deonocratic
Seldom ove eoe coe ees Democratic
Never cor - . ese Maternalistic
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Table POHmu n...HJHI..[;QC.mH.mh Test on aesponses o the Information Role

_ Lepartinental Heads Subordinatc Staff
_ o moenceccs i > ﬁmwuoa
question { Demo~ {Autc.. JLaissez-]lMatir- S3D.| Demo~ |Auto- |Laisscz=}lizter~ 3.0 )ad xepveluc - -
* craticlcret cffaire nalistic craticleratic|faire Prnalistie omwu Hypothesis
fias N S e 2
i 11 6 4 5 N 23 13 40 20 0 14,5]2 B.04| 9.21 not
H _ re jccted
- e - | N |
15 g 6 & 1 3.3 9 47 10 7 16,6}3 N4l1]11.34 not
rcjceccted
- - - -_—
27 11 2 2 0 4.3 26 19 28 0 11 2 71361 9,21 not
rejectd
Mean 3 4 243 0.3 2.8 16 37 19 0 42:513 B27111:34 not
_ rejectad




9_9 '-

The obscrved cﬁi—squara of the information role
was 6,27 with the tnbled significant vaoluce st P = 0.01
of 11.34, The result is not statistically significant,
It cnn therefore, bc viewed as indicating no relationship
between the variables. Both the depnrtmentazl heada and
their gsubordinate staff perceive the leadership style,
exercised by departmental heads in the informing role
similarly. Howevery as it con be noted on question 15
(Table 4.15), wihere 53% of thoe depoartmental hesds
perccived thoe frequently exerciscd leadership style as
democratic, The subordinate staff perceived thoe
leocdership style exercised in this variable differently,
This is because only 12% of the subsrdinate staff
percaeived the style as donocratic, whereas the mejocity
of them(64%) viewed the style auvtocratic, This not
withstanding, the chi-square test on the overall mean
for the informing role showed no statisticeal significance
in the two groups! perceptions of the leadorship style

cxcralsced by the deportmental heads.

4.4.3 Questlons on the Motivating Aole

Question 12

wWhat oroportion of the staff:in vour division/library
contribute to digcuscilons ot divisional meeting?

a)., All the staff ..; sow e Maternolistic
b}, The majority of the staff voe Democratic

¢). Less than half but more than gquarter .., Autneratie



-

100

d) Just about one quarter »f the staff ,,. Lalgssez=Falre

e} Hepaly any staff .. ses von «ss Autocratic

Questioh'ia : - S

DH:

ale
b).
el

d)a

E)o

During such meetlngs, haow much hime do you toke

to contribute to the discussion?

How much dlscusslion doss the head of the division/
library contribute at such meetings?

Almost all the tilnes 4.. cuw ess Aultocratic

More than half of the time ... ees AULOC.ulac

the
Just about half of /time —_ .»» Democratic
About one guarter of the time s »» Maternalistic

Very little timc see ' see wee Lalsces-faire

Question 14

DH:

85

a)e
b).

Cle

WJhen you Wanf o o ko éttend.headé of diviginng*/
libraricst mectindgs, how oftun do you ask the
staff under your supervision to tell you thelr own
views on the toples to be discu=sed at such
mectinge? |

When your head of divislon/library wants to oo to
attend the hcads of divislonst'/librarieg! meetinse
how often does he/shce inform you, so thaf you

can tell him/hérlyour own viewsg to take to the
meeking?

Always cre coew ave PR coe Maternalistic
OFLCN  ee  see  ses  wee  ses Democratic

Occagsionally ... cas P eeo Autoeratl~
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Table 48162 Chi-dquarce Tsst on Responses to the Motivating Role o~ NZQ},_ﬁmmﬂir
Departmwntai Heads . Subordinate 3taff
questionlDemo~ [auto- [Laissez-]Mater- ﬁm-U. Demo-~ |Auto- (Lalssegz-|¥ater- S.D.l df xm Tahled
craticjcraticlfaire nalistic creticicraticifaire naliztig value
at Hypothesis
0,01
12 10 1 4 0 3.9 37 23 13 0 13.6 12 3,9 |9.21 not
rejected
13 4 4 7 0 2,5 22 48 3 3 19,1 +2 23,03{19.21 N
rejected
14 & 1 & -0 3.3 16 27 10 0 7.6 {2 18,8 19,21
, reijected
Menn 7 2 o 0 2.9 25 39 9 0 15.0 12 § 9.01§9,21 1.
rejocted
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d), sSeldom g P e - Lolsscz~faira:
¢)e HNever - e P P Lalssczefaire

In the motivating role, the null hypothesis was
rc¢ jected becauze the observed chlesquare of 9,01 was
almost equal to the tailed signficant value at 0,01 of
0,01 of 9,21, This shows that there is no homogenity of
responses, That means thot the two groups diffcr in
their perccptions of the: excrcised leadership styles on
the motivating role. s it can be obscrved in question
13 and 14 (Table 4.16), whcrcas the departmental heads
perceived their leadership style os luissez-fairc (53%),
the subordinate staff viewed the style on both questions
as autocratic (65%). This brought about the differing
nerceptions in the iwo c¢roups., When thc scorces of cach
lecadurship style was totalled up and divided to find the
me~n, the chi-square test for the mean scores chowed
that there was no homogenity in the responses as shown
in Tuble 4,16,

4,4.4 Questions on the Supervisory Role

Question 21

DH: How many members under your supervision did you «
to visit at their desk/in their officc in 198772

S5: How often did your head of division/library come
to visit you in your office/at vour table in 1987,

a), Hardly any PP ees S Lainscz=faire

b)e about one quarter i ud Maternalistic

c), About one half ... .o - Democratic
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d). bLout 754 of the stoff - anutocratie
€)oo All the staff ... R Bmin ~Mtocratice

Question 24

DH: Hov do you sce yoursclf in rel~lionship to the
staff undcr your supervision?

8S: How do you vicw your head of division/library?

a)e s our/their leader .. - Democratic
b). s our/their colleague —— Maternalistic
e). 38 ourgtheir boss . R ~utoeratic
d). /s our/ftheir superior i Autocratic
e). Nonc of the "hove Sad i Laissez=faire

Question 25

DH: ‘“When some members of st~ff under your supervision
are doing a difficult task, what would you say to
them?

SS: 'hen yoy ~rc doing a difficult task, which of
these st-tements is your head of Jdivision/library
likelyz;ay to you?

a)e 7Try ond try and try againg; ... Mz ternalistic

b), Just try your luck., ... prpn Loissez=faire

c). Make sure you <et it done. ... utocratic

d). Check with me in case of difficulty ... Democratic

e). You could qgo and seek hel]: from someone elsc

.- aw L L - e . Iaaiascﬁ-fﬂire

Question 26

DH: If you gished to give instructions to one member

of staff under your supervision, “hat would you do?
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When vour head of division/library uants to Lell

55
you what to do, what does she/he do?
al)e Soend someone to tell him/her/me ... Laisrner-fire

). Surmon him/her/mg o my office voo autoer-tic
Clo S nd nim/her/me a weltte:. rote aaa ko tin

d), Go to his/her table/office ... ... Oemocrsiic

e}, Tell her/him any where I mect her/him Lolgses-falire
The obscrved chi-square of the suporvigory role

was 3,11 ulth the tabled significant value at 0.01 of

11.34. The EesUiE Wng not statisticnlly significant,

Thercfore, it c=n bo viewed os indicating a homogeneous

response, In all the four quastions (Table 4.17),

the responscs were almost uniform. In this QAE,

the hypothesls cennot e rejecltoda

]

4.4.5 Questions on the sunportive Role

Question 19

DH: How many membears of staff under your supervisgion
came to relate personal problems to you during 12877
38: How often did you 0o to relate personal problems

to your head of division/lihrary?

a). Hardly any . R cow aoe Lalssez~faire
k), Lazs than 2584 ces ...' - Autocratic
Cl. About half of the staff .. soa Democratic

d)., HMorec thon hMalf the staff ... evs Maternalistic

). All members of staff “oas oo Maternealistic
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Question 20

DH: [low many members of ataff under your supervision
came to you to relate persona) achievements in
19872

Hlow often did you go to relste yeur pecsonal

{7
i
e

achievements to your head of division/library?

a). Almost all the staff o & o lNaternalistic

ble More than half the staff R Maternalistic
e). +~bout half of the st [T o Deniocratic
d). sbout 257 of the staff ... e wtoeratic
e)., Hardly any staff oeie ése Laissez~faire

guestion 22

BH: How manv of your staff did you praise for special

achievement in 19872

SS: .ssunming that you made some achlevement in 1987,
how often did vour herd of division/library praise
you?

a), Hardly ecver/any P Ve Lalssez~faire

b). Occassionally, about 257 PR . utocratic

e), Often, about 50% cee e Democratic

d). Fairly ofizn, about 75/ sae Maternalistic

e). aAluways, almost all the staff ... Maternalistic
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The null hypothesis was not rejected in the

supportive role.

This is because the observed

chi-square of the mean in the thrce questions

(Table 4,18) was 3,81, with the tabled significant

value at 0,01 of 11.%4.
significant.

difference in the way departmerntal heads in

The result is not statistically

This shows thzt thore is no significant

.\‘B.U.

library complex perceive thelir leadership styles from

the vay their subtordinatec staff perceive these styles.

Table 4.

19:

the Five leadership rulcs,

Chiwsguare test on the_ overall mcan for

Group —[;emo-

teratcic

Dept.
Heads

Subord,
Staff

Suto-
cratic

e

Laisscz-—
Falrec

Mater—
nalistic

S.D.'dJ

T
v2| Tabled
" lvalue
at
0.01

- ——

Finally,

verc computed across the four jeadersnip styles,

D

' 14,2

0.85

11.34

the mean scores of each leadership role

The:

mean scores of cach role were also put on a ehi=-squarc:

test of significance,

(l:ablﬁ: ".'&.'19)0

non~rcjection of the null hypothesis.

The result was

by |

This wns becausc

the obscrved chi-squarc of the two groups was 0,85 with

the tabled significant veolue at 0,01 of 11,34 was not

statistically significant. ‘c

confidently cornclude that,

can,

therefore,

there was no statistical
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differcnce at P, 0,01 level between the way departmaentsl
heads in ~,B.U, library complex porecive thoir

leadcership styles and the way “heir subordinate staff
perceive these styles, Both qroups perceived the
dominantly exerciscd leadcership style to he auvthoritarinn,
followed by democratic, laissczefoire and then

maternalistic leadcrship style in that order,

4.5. Discussion of Tindings

4.5,1 Factors that dectormine departmental
heads' lcadership styles. )

The study rcvcaled thot only four of Lhe
departmcntal heads in ..,8,U, library complex practiscd
democratic leadcrship style; nine practised
authoritarian leadcrship stvle; while threc practised
laisscez~foire leadership style, Thesc roesults are
illustrated in Table 4.13. on page 86,

Training

The resc~rcher is inclined to believe that the
four departmental heads who practised democratic
leadership style werc thosc who took courses in
administrative lesdership. Though four of the
dupartmental heads roceived their training abrocd, it
would be far fetched to assune that they practiscd
democratic leadoership style becausc of having been
trained abroard, There is rno basis for this assumption,
For there is no cvidence to suggest that all libirarians

trained in the United s5tatoas of americo or the Unitod
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Kingdom or Canada, whurce thusce departmental heads were
trained, practisc dumocratic leadership. There arce
good grounds to ngsumc, how:ver, that librarians who
arc well grounded in odministrative leadership arc mor.
likely to appreciate the advantages of participative
manaagement and thoercfore more prone to adopt dumocratic
leadership style in running thoir dopartments,

It is not buing suggested herc, how..vur, that cvory
librarien who studic s administrotive leadership will
adopt a dumocratic leadership style in managing his/her
department, But, sine. it 1s now gunurally ngread
(Ochai, 19858; Benne, 1961)9, that administrative and
lendurship skills ean bu scquired through training, it
is rinsonable to asscrt that thoe more onc is advancud
in aduinistrotive leodorship studiis, the more he or
she is likely to ndopt diumocratie leadurship styles
since it is gunerally accupted oz the boest mcans to
manage a university library. In fact, Ochal (1985)10
has imputed poor administration of university librarics
in Niguria on lack of training in library menagement
by library administrators, thus by infurcence suggesting
that onct's ndministrative and lendorship skills can
be enhanced by training, This Further strengthons
the roscacchert's contention that the four departmental
heads who praectiscd demoeratie lendership styloes in

A.BeW 1ibrary eomplex vwerc the four who took cours:s in
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administr-tive leadorship, Since they come: from

similar cultural back ground as the dupartmontal huads
who proctis. authoritarian and laiss.z~fairc lozdoership
styles and, since A.B.U. library complix constiltutes

a homog.nuwous cnvironment that dous not warrant
different approaches of library management, their

mod.rn 2pproach to libriory management can bhe ascribed

to no gchep factor oxcept thoeir training in administrative
lendership,

Cultural Valucs ”

It can be aptly argucd that the departmoental heeds
vho practiscd ~uthoritarian leadership stylc werc those
whose knowludge in 2dministrative leodoership is
duficiont, The nine departmontal heads concerned all
admitted in thedr poesponscs that they had not studied
administrative leadership. Their administrative
approach was that of "trisl-and-crror’ m.thod
{ochai, 1985)11. Th. lack of knowludge of administrative
leadership, 2s currcntly undurstood (vhity, 1985)12
allows traditional cultural valucs regardino the
uxuercise of one's authority to proedominatco.

In Nigeria, as clsuwhere in most parts of Black
Africa, traditional cultural valuus by ond large,
favour the authoritarion leadership stylce which is
commonly practiscd in most traditionnl situxtions,

This, couwl.d with the foct that many people Pelicve



112

that an average human being hoas inheroent disiike for
work and that puople must be courced, controll.d, and
dircctud, and threntuned with punishment to guet them

to work, (MeGrogor 1960) 2

e hove the offort of
cncouraging less informed library administiontors in
Niguria to adopt authoritorion leadoership style,
They are gonorslly unaware of the buncefits vhieh
participative management would bestow upon the
duportments under their chirge, Thoey still view thelr
lcadership roles in the traditional way, i.w,, to dincct
and dominate their subordinmtis. Thisg behaviour is
sanctioned and encouragud by the Nigerian socictol norms
undcr which a "leaders is swen 23 2 "bess' who gives
orders which the subordinsites must obey without guestion.
Honce, Nigoerian librorians whose bolief An
traditionnal eultural values roegarding the use of
authority hes not boen vitiated by tralning in
administrotive leadership, os is the casce with most
departmentoal heads in A.BL,U, library eomploex, ~re prone
to ~dopt anthoritarisan leadership style, To Lhenm
participative management undoer, which the subordinate
staff are allowed to play an active: roloe in policy
dueision making, would mean a2 loss of zuthority and
thercfore undesirable, This gloomy situatlion is not
limited to the ALB.U, Library compler alonu. for
instancu, Soyinka (1985)14 has shown that the chief

librariang in Lagos Stnte practised non-participatory
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leaduership' or authoritariaon luadership style,

Frustrotion: The throc dopartmental hends who practiscd

laisscawfaire leadurship style, like thosc who practiscd
authoritarian luadership style, chorish traditional
authoritarianism, Their belicf in traditional volucs
regarding lcadorship in traditional socicty hos ~lso not
becn vitioted by troining in mod.rn monagement techniques,
il.,c, rdministrotive lendorship. In thuir responses
they indicated that they did not take coursus in
adminjistrotive 1caduership during thelr training
(sve Table 4.8} Thet they proctised lalsscezefaire
lenduership style instuad of ~uthoritarian lendersinip
style wrs not out of dusign, but rather out of frustration.
This frustration is born out of pow.rlcssnuss on the port
of thy dupsrtmuntal heads concurned vho, as 0 result,
have resignued their l.adoership roles in despoir,

This is not surprising, howcvur, It is common
knowluedge thot powerlessncss on choe part of a managoer
of a noneprofit making public utility, likc a univorsite
librory, to cnforce his ducisions ean make Aim losc
inturest in his job and forec him to resort to
laisscz=falrce lendership style (Musoozil 198215; Durcy,
1985)16, Thus, the thrce doepartmental heads in A.Bl.U,
librory ecomplex who proctiscd 1nissum=fairce lendorship
style woere among the longuest serving oncs. Through

their long cxperivnce they have come to renlize that o



departmental head in A.3,U. 1ibrﬂr? complex locks
suffici.nt outhority to unforce his ordurs ond
docisions uxewpt, of courcw, with the approval and
conswnt of the Univorsity Libreoricon, Howewer, in mony
cnous, thisg consuent is hard to obhtnin,

This is not becausa the University Librorion in
uncooperative but ocauss the umployment toerms of the
staff shicld them from disciplinary action not
specificd in the YRegulation governing the conditions
of Appointnent of Jonior SEnff of A,B,U:a7 This tends
to fostoer indigcipline smong the staff which o
unpunished du.: to laek of sufficicnt suthority on the
part of the University Librarinn and thy doepactmental
hende,  Because the "Regulations® are silent on most
igsucs which confropt the dopartmentnl honds in their
supvrvigory roles in running thelr departmoents,  The
result is that throe of thoesce departmental heads have
buecome: lethargic and allowed thelr depoartments to drift
without dircetion. | o

Thoese are among thoe four dopartmental hexds viho,
cpart from being frustrrtod by powerlessness of their
positions, are nlse frustroted by poor promotion
prospuects. They lock the nocessnry gualifichilions for
promotion bevond thelir present ronks. Since the AL,B.U.
libraricns revoertod to reodomic status in 1984, it hos

become increngingly difficult for long surving librarinns
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without Ph,D. degrees nnd publications to bc promoted
beyond Lhe rank of Scnior Librarian, Yct most
decpartmental heads aspire to higher ranks than Senior
Librarian, However, four of thc cicht longust scrving
duepartmental huends Y~ek those roquircments for promotion,
This gloomy situction has luft thrce of thum lathargle
and forcud thuem to ~dopt loissczefalrce leadership stvle,
The prosp-cts for promotion for the othur four long
serving depacrtmertal heads are good in thalt thoey have
obtainud Ph.D. dugrious, Thus, despite the foet thot
they too may boe frustroted by l2ek of suffieciont
authority to unforec thuir ducision on the subordinate
st>ff under thuir sup.rvision, they still carry out
thuir dutics aetively in order to cnhance thoeir chances
for promotion,

4.53.2, Performanece of dupartiicnts

The study a1lso roevenled that the lendership style
practiscd by dupartmental hends ean have positive or
negative offects on the librrry strff in the conduct
of thuip dutics, That is to s~y, that there is a closc
correlation butween the luecdership style exercisced by
duepartmental hends ~nd the level of performance of the
departments, Thi rescorch showed thot the purforaance
of two dupartments was very satisfrctory while th-ot of
five. dupartments was satisfactory. Thoe performones of
the othur ning departments was cither poor (6) or very

poor (3) (s.« Fig, 6).
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The scven departmoents whose performanec wes
¢ither vory sotisfoctory or satisfictory include the
four departmunts which were undor doumocrotic leadership.
The othur thrio were the depoartments which, though undor
authoritarian departmental hoerds, hove he~ds of units
who >rc¢ bold ¢nough to “dufy+ thelr bogst'! zutocratic
methods of monngement in fovour of - limitud moezsure
of participative managument tuchnicgu.s in wxceuting
their supurvisory dutics in the units undoer tholr
supcervision, Such hu~ds of units wre among thosc
tr-ined ot 1.8,U. sinec the c¢arly 1980s vhen some
rudiincnts of library mancgemoent werce added to tho
curriculum of the library scaool.

The ~dministrative aetivitics of the hoads of
unit who praoctis.d - limitud me surce of particip-tive
management minimized the negative CFfocts which tho
departmenterl hends® authoritarian leadership stylo
would othurwisc have had on the perform-ncc of the

departments thereby enhaneing thedlr overnll po-form-nce,

Inded, in o situotion whure clevation to thoe departinental

herdship is haphrzard roitther than being strictly bascd
on oncu's administrative skills, communic-tlon skills,

puersonncl skills and lendoership skills, which arc the

skills most nueded in librory mon~gegurs (Mayoski -nd

sSharrow, 198218 and Luee, 1971)19, ns 18 thoe easc

with thu appointment of thoe dupartmontsl hoeads in

A,B.,U. library complex (sue Table 4,7), the possirility
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that som: hunds of units could moke botter library
manager, if given =~ chance than some of the currunt
departmental heads, cannot be ruled out,

It is the contuntion of this study tiint in the
contuxt of AaB.U, library complex, only departmonts
under democratie hendship, or thosc which, though under
authoritarian headship, hove he~ds of units who practisc
a limited measurce of participotive management techniques,
can purform satisf-ctorily. Tho subordin~te stnff of
A.B.U, libr ry complix, cspecially the s-mple populntion,
are ac~demicnlly highly qualifi.d for the positions vhich
they now hold., Most of them hold good university degroecs
from rceput~blc undversitics (see T=ble 4,6)., Because of
their university education, they hold themsalves in
high estcem and cxpect others to do the same,

Thus, thosc among tham who are undur the jurisdiction
of departmental hends that proetisced authoritarian
lendership style, which laft no room for their
porticipotion in the decisions ~ffoecting the dup-riments,
lackced motivation to dircet thulr cnergics touords
departmental gonls (Martell, 1987)20. They felt thot
they were donicd opportunity for sclfercolization,
which, due to thcir university edueation, they roegord
as 3 mntter of coursc, Mot ummaturnlly, thuey were
dissgntisficd uvith their jobs,

This is hardly surprising, Marchant (19?6J21



hag shown, for instnncu, thrt stéff in university
librarics where the system is authoritarian 2re loesa
s~tisgficd with thelr jobs than whore the gvstem 1s
participative managen.nt or democratic leadership, nnd
thor.fore, lasa productive, Thilis is equally awplicable
to thae subordinate stnff of A.B.le library complux who
labour under authoritnrian le>dership. This oxpl-hins
ythy the poerformance of most departmoents (Pig, 61,
unduer thoe charge of departmental hends who practised
authoritarian lexdership wos 'poor™, while that of thu
duepartments under dumocratic lenadorshin was f'vory
satisfactory™, .

BucausSwe thae subdrdinﬁtu st~ff under the domocrmiic
lendwrship style which, allow them to participrtu very
actively In the decisionemaking of the depnartments,
were highly motivntod, Their particip-tion in tho
ducision-making of thoe dupoartmoent, gove tham o feeling
of achicvement, sclfecstecn and gelf-actualizaotion,

: and
These have positive offect on Job satisfaction/incrunsoed

output (Likurt, 1961)“8. This is more so in that

b

generally spenking the managers wvho ezorcise doamecr-tic
lcadorship style allow their subordinnte str{f much
freadom of oction in ¢errying out thelr dutics, This is
becnuse their behoviour is influcncoed by thu.buliuf

th2t a human being 1s bound to ;XEKCiSw solf-dircction
and sclf-~control in achicving some of his/her poersonal

objectives.
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induqd, Arqgyris (1964)23, has optly argued thot,

when people arce nllowcd opportunity for sclfe-rcnlization,
as is the ense undur democrartic lundership, thoy will
dir.ct thoelr cnergicec towords organiz-tionol goals,
thus bucoming marce productive, In fruct, most -~uthors
hold th.: vi.ow thot the porticipntive or dumocratic stylc
of luadorshilp contributcs the maximum to the orgnnizationnl
¢Ffectivuncess becrusc it generates not only high morale
and sotisfrction but also grunter production (Ifidon,
198524 and Maheshwari, 1980)25. The c28¢ was morc
explicitly st-ted by Likert (1961}26, who obscrved that
high producing organiz-tions wurce thosc whosc mnnzgem.nt
systums were tilted towhrds porticip-tive management
which is -~ conecomit-nt of thc democrotic leadership
stylc., Induud, our nSSQrfioH that only denrﬁmunts @hich
c¢n joyed a-muﬁsurc of dumoqratic_lu:durship ih A.S.U.
library complex purforqu.s;tisfactprily fg éorroborotud
by the findings of Bailey's study (198‘1)27 which
showed that in lorge librzrih;, such ~s the A,B.U.
lihrﬁfy complux, democratie lcadfrship stylc xiuldsl
bettor, library survicUs; thot i; better performance,

_fﬁc threo dupartmgntﬁ_yhosc per formance was_r*nkua
tyery pqdr" arc thosce which were under 1$1ssuz—fqir§
lgndu;shib. It is ci&cr from.thu finqings on the five
laaa;rspip rolus that the thtu; dupgrtmcntal huﬂﬁs who

exwrciscd laissez-frirce le~dership style were found
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wanting in thc three most important lundership roles,
namely, motivatings dirccting ~nd informing (sce Flg, 5).
This muont that the subordinnte stoff in the departments
under loissez-f2irce le~dorship werc not motivated by
their hecds ~nd earricd out thelir dutics without a cemmon
purposc or dircetion »nd in ecomplute ignorance of the
goals of thuir doepartanunts,

The subordinate st €f in sueh dupartments did their
jobs whenever they viznted ond iﬂipnnncr that suitad
their pursonal inturcsts in complete disreqgard of tho
objuctives of thedr dupnrtments. They werce more likely
to ~bsent themesclves from work, as induwd many of thoem
did, thon thos. under ~uthorit-rian le-dership or
democrotie lundersghip since their departmental heds
would hardly bother azbout the gquality of thuir work,
For instancc question eluven (B) (11 B) on the
questionnaice (ApPendices 34 and 3B), wns a2n opinionnairc,
Respondunts were requested to indicate topics which
dominntud discussions 2t thiir duparimental mectings,
Thirtecen, reprusenting 14.8 pur eunt indicated thot
lateniss to work -nd abscntism from work woere some of
the issucs which dominated their discussions -t moectinos,
When this whs eorrulated with the four leadership styles
under study, it corrulnted with the leisscez-fairc
deportmental headship, Thus, aport from lack of
motivation, the subordinote stnff under laisscz-foire

leadership were dinied the opportunity go get a2 focling
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of achicvoement ~nd Sulf—rcnliz:tibn, aincc thoir
dupartmental heads were most unlikely to approciate

and reword thelr outstonding performance, Thig loft

no room for satisfrctory poerformonce (Lynch, 1976) °
It has already buen noted, for inst-nee, thet
subordinate staff who lock motivation as o result of
being denied bthe opportunity for sulf-roealization arc
dissatisficed with their jobs ond porform poorly.
Howover, in the cnse of the subordinate st-ff undor
lnissez~faire, lundership in AeBelUa Library Complex
the matter w-s ruffled furth.r by the foaet that thoey
did thuelr jobs in utter confusion ~nd without dircctieon
of purpose, since cnch person wes loft to doeclde for
himsclf or hoers.1f how to go obout his/her job,
This wns Bound to lend to very poor performancea of the
departments concerncd, renlizing that, by -nd lorge,
the ottitude of mony Nigurinns inciuding the wmployecs
of A.B.U. librory complex to ‘'government work® is so
poor that they cannot do their jobs satlisfactorily
without «ffe:ctive loadorship.
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Chapter 5

S5e SUMIL .Y, CONCLUSION AND RECOFMENDATIONS

This investigation was set up to critically
reseorch into the leadershup sytles which are
exercised by departmental heads In a,2.Ue 1librory
ccmplex and how the leadership style affected staff
performance, The investigation was carried out by
means of a questionnaire specificolly designed Ly
the reseorcher. The collected data were analysed and
interpreted in chapter four,
el Summary

Chapter one of this study introduced the
researcher's proklem, The researcher argued that due
to lack of conviction about the efficiency of the new
managemunt techniques, librorinns, espceclally those
in developing countries (Ifidon, 1985)%, still
continue to practise the traditional authority based,
that is bureaucratic stylc of management, The
rescarcher, then gave a brief summary of the theories
of leadership. She went on to give an overview of
the leadership style theory., Towards the end of the
chapter, the rescarcher spelt out the aims of her
study as well as her research hypothesis, The
limitations of the study were highlighted,

In chapter two, the researcher reviewed some of

the literature which are related to the present study,
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The bulk of the literature reviewed werc studics
conductcd else where, However, some rcports of
studies conduct.d on library monacement in Nigeria
within reach of the resenrcher were also revicved,
Works like those of Ochail (1985)2, Ifidon (19u5)3,
and Soyinka (1985]4 were all cited in the review,

Chapter three examined the method the researcher
employed in carrying out hur investigation, The
investigation was carricd out to identify the leadership
style commonly excrciscd Ly departmental heads in #.B.U.
library complex with z view to determine whether such
style had any c¢ffcct on staff performance. The
researcher usced 2 survey method with the help of a
questionnaire. This method of research was preferred
to other methodg lecausc of its secretive nature,
This was mainly duc to the sensitive naturc of the
arca of the investigation,

In the methodoloqy, the researchcer pointed out
how she came ahout the recseoreh instrument
(questionnaire) she used for her study. She also
showad the statisticnl test she used in testing the
hypothesis formulated for the study,

Chapter four is o report of the findings, Section
two of the chapter gives a description of the sample
population, The sample population, according to the

report included sixteen departments in ,B.U, library
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complex. The rcscarcher cdministoered questionnaire to
all the sixteen departmental hends included in the

study as well as to 79 of their professional and
para~profcssional staff, Eichty-cight, representing
ninety-one per ccnt of the sample population responded to
the questionnaire, The datn which were collected from
the respondents werce used in answering the five research
questions gs indicated in scctions threc and four of

the chapter.

Corrclation analysis was performed to detormine
whether st2ff performance was roelated to the excercised
leadership style, 4 chi=-squarc was also used to test
the null hypothesis: "There is no significant difference
in the way departmental heads in A.B.U. library complex
perceive their leadership style and the way their
subordinate staff pcrceive thesc style’. 1In thc report,
where therc were statistical significant interactions,
the results werc prescnted either Ly means of a graph or
a table to demonstraote the relationship, The null
hypothesis waz not relected with =n o"scrved chiesggusre
of 0,85 and the tabled significont value at P = 0,01 of
11.34 on 3 degrees of freedom., Section five of the
chapter discusses the findin,s of the d-ta which were
ana}lysed in sections two, thrce and four of the same
chapter,

The last chapter, is = summary of the investigation,

conclusion and recomme¢ndations.
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5.2 Conclusion

The result of this study did not show any dafferences
in the perceptions of departmental hecds end thedir
subordinate staff about the leadership style adopted by
departmental heads, Therc wes a clear demonstration that
departments in A B,U, library counplex are authoritarion
managud. This was partly duc to lock of knowledge in
administrative leodership as indicat.d in the responscs
and partly duv to the cultural valucs, Cnw of tac
questions vhich wes included in the dopartmental heads
quustionnaire (qr, no. 39), requested them to list down
some of their leadership rol.s, Inciduntly, 7 or 47
pur cent respondunts li:ft the space blank. Uthen thoey
were intorvicwed later by the roscarcher, somoe of thom
confusswd that thoy did not know what the lueadership
rolus wuerc, In actuel foct, only 5, represcnting 33
pur cunt of the respondents wer.: 2ble to outline just o
fow (maximum 3) of thuir leadership rolus. The othur
3, (20/.) fill.d the space with things which wcre
complutuly out of place 1like, "Hiod of unit ...
1980-~1985, H.od of Division ... 1932 to datu. This is
a clear tuctimony thot by ond lorge, the departmentnl
heads are ignorant of their lu-dirship roles, It can
thus be concludud thot, the mr jority of th.: dupartmental
heads in A.B3.U. library complex lack adequ-rte knowlodge
in administrative leaderzhip, Thst thoey exercise

autocr-tic lucdurship style, vhich is wncouraged by the
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societal traditional valucs, is hardly surprising. It
can be summarised that thc four departmental heads vho
practisc democratic leadership style were those exposed
to administrative leadership courses,

Furthermore, from the findings »f this study and in
line with Lewis (1980)5, autocratic leadership style in
these circumstances (vwhcere the subordinate staff are
well trained), does not lead to self-development and
therefore brings al.out dissatisfoction. This leads to low
productivity on the part of the subordinatc staff,
Similarly, L2isscez-faire lcadership style does not
encourayge self-realization, self-growth and job
satisfaction, It does not encourage productivity and
effectiveness either,

On the other hand democratic leadership style
encourages sclf-=development, sclf-realization, and job-
satisfaction amony others, 1Indeed, it cncourages
greater out put and library cffectiveness, Martell
(1987)% argued that; “the extent of rights to subordinates
for formal and direct participation in decision making
arcas can provide librarics with a valuable new resource
to assist in coping with rapid change®., 1It can also
lead to new organizational designs that make innovative
use of decision-making structure and processcs, Argyfls
(1973)7, also wrote: 'People crente strcets. Once strcets

are built, they coerce people to ride on them and not
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on sidoewalks. Peonle can croeate new streets and alter
old oncesy streets cannot crceate streets™. nanalogously,
Ly breaking out of the strait-jacket of the traditionel
crganizational structure, librarians will he oble to
explore and experiment with new designs. This may help
them to cope more effectively wlth future challonges
that prosently threaten to overload them and that hamper
ef forts to create more responsive libraries.

In a nutshell library departmental hends need to
combine administrative skills with personal sensitivity,
They should Le competont without belng machanistic, must
be visionary and idealistic without bkaing wooly-minded,
and must be lenders without elng power hungey., They
must he aware of the complexitles of the many contexts
in which 1library services are carried ocut. A leader
is a man/womcn of character, intellegence, human
sympathy, and purposc {(Benne 1961)8. These are the
exact criteria of a good leader, and few of A,B.U.
library complex departmental heads, match them all,

The findings of this study hove demonstrated that
advancement in academlc qualificotions per se¢ does not
make a person a better library administrator. Rather,
it makes him/iler even more autocr-tic in his/her deanls
with the gsubordinates especlally 1f the advanced courses
ha/she took did not include administrative lendership,.
The findings nlso revealod that the bést leaders -~

democrntic = were those who were trained In administraotive
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lcadership. The stwly also rovealed that frusiration
on the part of a leader nurtures loissez-faire leadershipe

5.3 Recomnencotion

Based on the fiadings of *he study, the researcher
has the following recommend-tions to mrke:

1e Since it is clear that -~utocrstic lendership
style had adverse offects on the performonce of the
library staff, which in turn m-kes ...B.U, 1library complex
less effective and, since it 1s 21so eclcar that y and
large departmental heads who practisc autocr:stic
leadership style do so partly out of ignoronee of the
advantages of the democrniic leadership style, the
researcher would like to suggest that the authorities
of ..B.,V, library complex chould ;irovide in-service
training facilities for the scaior librorians so that
they can undertake course: in administrative leadership,
The cheapest way to do this would be For the avthoritlcs
to invite library manajgcment experts to oroanise seminars
for such staff. The rescorcher further recommends that
the authoritiss of ..,3:Us 11 vary eomsl 36 Lo UBG .. %l
library school to 2add elavsoratc courses in administrative
leadership to the undergraduste curriculum,
Postgraduate students in the Dopartment of Library
Science should be requestoed, as a matter of urjency to
take "administrative leadership course® whicqz;resently

taught by the "Administr~tion and Flanning uUnit” of the
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Department of .ducation, Ahmadu Bello University,

This will ¢nsure that the staff recruited Ly the .8.U.
library complex in future haVe z good knowlcdie of
administrative leadership which will enhonce their
performance o5 supurvisors,

2, In the light of recommendation one above, the
researcher further rccommcnds that in future, promotion
to departmental headship should Le rescrved for scnior
librarians with a sound knowledge of administrative
leadership., .t specific intcervols, the university
librarian should ask the lilrary staff, that is to say,
professionals and para-professional to asscssthe
performance of their departmental heads., They could Le
askcd to comment on: a) how the departmental heads
communicate with their colleagues; 1) conduct meetingsg
c) reward subordinates' oustanding performance; and
whether they have a grasp of their responsibilitics.
Those found wanting should be demotoed from the headship,
This will cncourage departmental heads to seck new
knowledygc about library management =nd -~dninistrotive
skills so as to improve their performance, This apart,
such o mezsure would encourage departmental heads to
seek thec co~operation of their subordinates in
carrying out their duties, which, as tnis study has shown

would make the #,B,U, library complex morc effective,



132

3., The rescarcher also recommends that the library
suthorities should hawe jol' descriptions for each
department, . job description, according to Stueonrt
ond EBastlick (1)&1)9 is "a written stotement preparced
by the adninistrotion (lescrilirn: thoe t-nks that arn
employee i3 to perform, dafining the relationship of the
job and thc employec to other units of the institution,
and setting standards of education, «xperience and
special skills reguired in the job". 3Such a job
description should include ~mong other things:

a., name of the library, division and unit to

which the jobL is assigned,

L, date

¢, job title., This should indicate the group

(profcssional, para-professional, technical
or clerical) to which the jo belongs ~nd the
level of the job within that grouping,

d. Purpose znd scope of the job

e. 5Specific tasks ossigned the job

fo. Jjob reguiremurnts, including the library's

standards as they ap;:ly to each job.

Although some departments in the s.3.U. library
complex have some, (steff manual) they are very out of
date i.e, 1976/77. Thae job dascription should as much
as possille Le updated -naurlly or Ri-annually at least,

If this is done, it will to some extent enlighten staff



133

as to what thelr responsililities arce especially the
departmental hewds who sceit not to know their leadership

roles,

5.4 Areas for Purthecr Rescarch

The prescnt rescearch was limited in Loth population
sample and cultural cnvironment, Accordingly, its
findings cannot be regardced as definitive until they
have bheen corraborated Ly similar studies conducted in
different cultural environments and perhaps, using
largyer population sanples. It would bhe very rewarding to
the Nigerian University library system if similar studies
like the present onc were conducted in places like the
University of Nigeria, Nsukka library; University of
Ibadan Library nnd Bgycero University, Kano, A synthesis
of thesc studies would undoubtely produce a helpful
handLouk for Nigerian Librarians which would tremedously
improve thelir performance,

Another arcz of study is in the leadership roles
played by library administrators at all levels of the
university library managemcnt., Such a study would healp
librarians who play lendership functions to know their
roles,
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Telephone: 2692 .

e Department of Library Sclence
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HEAD: A MOHAMMED, B.A, M:S.LS, MiA, Ph.D: Zarla, Nigerla,

eference ,
w7 reply please quote our 7 ferenc S Haldhs se - 10 S0

To vhom it may concern

Dear Sir/Madam,

This letter i to intreduce te you Mrg, FP.K.G. Tibenderana a
bona fide Masters' programme etudent of our department, She
is prepently engaged in a rescarch atydy titled "iecadership styles and
effectivencee of deparimental heade in Ahmadu Bello University Ccn.pla:".
Your library ic one of her sample study, I vould be very grateful

if you cculd asefst her in every wa.ir pepaible,

Yours ¥aith{fully,

T T |
[afcant

Pref. A, o
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AFPENLIX °2 _l'.‘

i
P
_ - |
L = ' Kaghin Ilwahim Iilterary,
S o fhmedu Bello University,
Z\RL., Nlgewia.

. 22nd February, 1988,
Deay Colleagwes in ABJUe Librardes, ‘

.I’HI'J‘ -

As partigl requircnent for the award of a wacn'a Degree in Libxary
Selence (MLY ,"T am conducting o researoh in leadexship styles and
effectivencss of deparimental heads in 4.B,U. Libtwvary complex.

i Ieadershilp style L8 an imporiant aspect of management and hence the

. meed for the ptudy. T am, thercefore attaching o questionnaire on leader—
 ship behaviowr, All you are roquested 1o do 15 to respoml to the

quegtionmire in the fmankest way possible, Your opinlong will contribute

not only to the overall sweess of the project; but also to the lmprovement

- of the manazemnent of A.BJ,. lilacries as o whole, You ghould be assuxed

that your responseg will be kept in the striotept confidenoe possitle.

Thanl: you very muoh for your amiicipated ocoperation.
Yours sincerely,
S E: C P.K.G, Ti'bendera.na.

¥Mepartaental heads ag used in this study inocludes divisional heads and
heads of Wranch libraries il.c. gpeoialized librarleg.
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APPENDIX 3A

L'.\.

il

i
o

]

UASHIP STYLES DaSCRIPWICH QUESTIONNAIR
BE AT SNTAL HRD5 e

Please, kindly enswer the following gquestions by
marking with an X in the appropriate hox.

SECTION A
1. How did you get the headship of the division/
library?

(a) Through recognition of my long experience
in the lilrary

AN

(b) Through advertisement

2. What creteria do you think were used in
appointing you the head of the library/division?

(a) ..cademic qualification
(b) Long experience in the division
(c) Long experience in the libra:y

(d) .dministrative capability

QR Q

3. How long have you been a head of a division/
library? '

|

(a) 1 - 3 years

I~
L\

() 4 = G yecars

(¢) 7 = 9 years

QRG

(d) 10 years and above
SECTION

4, Did you receive any formal training in
administrative leacership?

(a) Yes, I did,

N

(b) No, I did not &7
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If the ansver to question 4 above is ‘'Yes'' at
what level of your trazining were you introduced
to administrative leadership courses?

(a)
(k)
(e)
(d)
(e)
What
(a)
(b)
that

(e)
How
(a)
(§-D)
(c)

(d)

Non=decree diploma level
Undergraduate level

ilasters!' level

GQGG

Ph.0. level
Any other (please, SpPecify ceceecsccvec.e
is your sex gender?
Female

liale

04

is your aje group?
26 - 30

31 - 35

36 -~ 40

41 ~ 45

4¢ and above

is your salary level?

VIR

UsS 14
Usa 13 Vaw,
Uss 12 Y
Uss 11 Y
Uss 9 —7

!
1

long have you been working in A,.3.U. Library?
1 -~ 3 years
4 - 5 years

7 - 9 years

ANt

10 years and above
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10, ''here did you get your professional training?

(a) A.3.U, L7
(b) Leyero University, Xano Y
{c) Maiduguri University zfi:7
(d) United kincdom L7
(e) University of Ibadan L7
(F) U.5.A. /j

(g) "allse Where (Ple;—'SE, Sp@Cify L LI A I R ]
SECTION C

rlease mark with an "X+ in the appropriczte bkox,
the response that best describes your situation.

11a, How often do you hold general meetings with
staff under your supervision?
(a) Hardly ever (once in two years / _/

(h) Occasionally but not often

(about 1 or 2 times a year) A,

( (c) often (about 3 to 4 times in
a year) /7

(d) Fairly often (about 5 times
in a year) L S

(e) Nuite often (ahout 5 or more )
times a year) . o

11b !hat topics do you usually discuss at such
meetings? ileusc list three or four topics

(1) __

. —— § ———— S B B e e e 8 e e e — e

CLL )

(iii) _ _
(iwm

e — e —— 2 —

TP —— -—— -
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12 \VWhat proportion of your staff often make co
contribution at such meetings?

(a) All the staff [/
() The majority of the staff L_/
(c) Less than half the staff, but more o

than a quarter of the staff /7

(d) Just about one quarter of the staff / /

(e) Hardly any staff / ?

13, During such meetings, how much time do
you take to contribute to the discussion?

(a) Almost all the time 7
(b) More than half of the time >
(c) Just about half the time LT
(d) aAbout one quarter of the time /7
(e) Very little time £ 7

14, When you want to go to attend heads of
divisions/heads 6f libraries' meetinqgs,
how often do you ask the staff under your
supervision to tell you their own views
on the topics to be discussed at such

meeting?

(a) Always 7~
(b) oOften l::?
(c) Occasionally Far
(d) Seldom D
(e) Never 7

15, After attending heads of divisions/heads of
libraries' meetings, how much of the information
you obtained from these meetings do you communicate
to the staff under your supervision?

tJ

(a) all the information
(b) MHost of the information, but not all /7

(c) A fair amount of information [ 7
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{d) Little information

NN

(e) Hardly any information

16. When you give work to one of the staff members
under your supervision how much detail do you
give to such an individual on how to carry out

the work?
(a) Hardly any detail V)
(b) A few details 7
(c) Some details but not very much

detail. L7
(d) A lot of detail L7
(e) All the details L7

17. When the gtaff member is doing the work, how much
mond toring do you do to see Lhe progress being
made?

(a) Much monitoring -
(b) Some monitoring but not much 7
(c) oOccasionally moritoring [ 7
(d) Seldom monitoring [ 7
(e) No monitoring at all [ 7

18, 'Jhen telling any staff under your supervision
what to do, how specific do you explain/discuss
the work to be done?
(a) Very specific
(b) Some how specific
(c) Just specific

(d) Not specific

MNVNIN

(e) No discussion/explanation

19. How many members of staff under you supervision
came to relate personal problems to you during
198772

Q

(a) Hardly any
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{b) Less than 25
(e) About half of the gtaff
(d) Mere than half of the staff

NIN[eIY

(e) All members of the staff
20, How many members of staff under your supervision

came to you te relate perponal accomplishments in

1987,

(a) Almost all the staff

(b} More than half of the staff

(c) About half of the staff

{d) About 25% of the staff

AVl

(e) Hardly any staff :
21, How many members under your superwizdion did you

go to visit at their desk/in their office last

year? '

{a) Hardly any

(b) About one guarter

{(c} About one half of the staff

{(d) About 75% of the staff

DDD -

(e) All the staff

22, How many of your staff did you praise for special
achievement in 198772

{(a) Hardly any
(b) About 25%
{(e¢) About 50%
(d} About 75%

(e} Almost all

NINIVNIN
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23, Which of the following ordecrs would you glve?

{(a) Audu, will you see that those books get
to the shelf today? 7

(b) Audu, please take thosa books to the
shelf L./

(c) Audu, Hassan and Hauwa, see those books,
could one of you take them to the shelf

(d) Audu, take those books to the shelf

Y

(e} Take those books to the shelf [/ 7'

24. How do you see yourself in relationship to the
staff under your asupervision?

(a) As theilr leader
(b} As their colleague
(e} As their boss

{d} As their superior

U

{e) None of the ahove j

. oo

25, when some members of staff under jour supervision
are doing a difficult task, what would you say to
them?

{a) Try and try and try again 7
(b} Just try your luck 7
(e) Make sure you get it done o L7
(@) Check with me in case of difficulty é::7

(e) You could go and seek help from someone

else . LS

26s If you wished to give imstructions to one member
of staff under your supervision, what would you do?

(a) Bend someone to tell him/her,

{b} Sommon him/ber to my office

Qau

(¢} Send him/her a written note
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(d) Go to his/her tablefoffice

vy

Q' (a) Tell her/him in any place I meet
: her/him,

27a, How coften do you glve written instructions to
the gtaff under your supervision?

(a) Very often
(b} Fairly often | R

DDHDD

(e) Occasionally
(d) Seldom
(e) Never

27>, Please, kindly briefly give your reasens for
your answer in gquestion 27a above, .

SECTION D

A number of questlons about your division/library
are asked below, Kindly, answer the questlons by
circling your rating on a five point scale below

each guestion. Each number dconates the gqualities
on "very low" to "very high" scale.

1 very low/very bad/very poor R
2 | Low/bad/poor o
3 | Just O.K. o -
4 High/good /well "
5

| Very high/very good/very well




28,

29,

30.

31.

32.

33.

4.

35,

36.

37.

384

How good is the quality of the work done in your

division? : S

[/ 273 748757

How efficiently do people in youwr divigionflibrarcy
do thelr work?

/ S/ 4/3 /2 /41/

How well do you handle the problems in your
division/library?

S 5T IS T I R

To what degree do you allow members of staff under
your supervision to take part in deeisliom-making?

/1727374787

What would you say about your ataff's punctuality? ;éi

ya- WA 2

How well have you succesded in removing some of
the deficiencles of the divigion/library? .

[T T3 73T o

How would you rate the morale of the membars of
staff in your division/library?

[S7ad 7372777

How would your rate the communicatlon channels or
rather the information flow in your divisidn/library?

1727378757 . o

To what degree are you insplring to the staff under
your supervision?

[ 5747372717

How would you rate the attitude to work of the
staff under your supervision? :

[1 /2737475 /

At what degree do you enjoy being the head of tha
division/library?




154 o S

- 39, Please kindly 143t down 4 to 6 of the leadorship
#3 roles you play in the library in order of prefurence,
' That 1s, you should begin with the one you enjoy mogt
and end with the one you enjoy least.

3 (1) _ — -
(11) " —
(111}
(iv}) —

(v)

SR 3% 9
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APPENDIX 3D

LEADERSHIP STYLES DESCRIPTION
QUESTIONNAIRE FOR SURBORDINATE STAFF

Please, kindly answer the following guessions By marking
with an X" in the appropriste box.

SECTION A _
1. In whieh dividien/branch library do you work?
{a) Bindery

{(b) Cataloguing

{c) Collectionblevelopment

(d) Medla

{(e) Readers' Services

(f) Reference Sérvices o

{g) Research and Bibliographics |

{h) Serials

(1) A.T.C., Zaria Library

(1) A.T.C., Kano Library

(k} I.A.R. Library

(1) 1Institute of Rducation Library

(m) Medical Library

(n) President Kennedy Library ' ‘ | g

(0) Samaru Publie Library

LR RRRRRRE

(p) Vvet, Medicine Library

2., Did you receive any formal training in administrative
leadership?

{a) Yes, I did

N

{(b) No, I did not
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Se

Go
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If the answcr to question 2 above is “Yes”, at what
level of your training were you introduced to
administrativé leadership coursmes?

(a) Non=degree diploma level

(b) Undergraduate level

(e¢) Masters' level

(d) Ph.D. level

(a) Any other (Please specify)

Lanny

Did you gain much from the training you received
in administrative leadership courses?

(a) Yes, I did

00

(b) No, I did not

If your answer to question 4 above is "No", please
briefly explain your reasons,

SECTION D
What is your sex gender?

(a) Female

v

(b) HMale

What 1s your highest academic qualification?
(a) Non=-degree diploma

(b) 1st degrece

(c) 2nd degree

IR

.\
\

(d) 3rd degree
(e) Any other
What is your salary level?

(a) U3S 6 = 7

0 Ol

(b) UsSs 8 -« 9
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(c¢) U3S 10 - 11
(d) U5 12 - 13

AR

(e) UsSS 14 - 15

» 9. How long have you been working in A,3,U, Library?

(a) 1 = 3 years
(b) 4 - € years
(c) 7 = 9 years
(d) 10 years and above
10, WYWhere did you get your professional training?
(a) ..U,
(b) Dayero University, Kano
(e¢) Maiduguri University
(d) United Kingdom
(e) University of Ibadan

(f) U.5.A7.

qauQuib it

(g) Elsewhere (please specify)
SECTION C

Flease, kindly mark with a2n X' in the appropriate
box, the response that best describes your situation,

11a. How often does your division/branch library hold
general mceting?

(a) Hardly ever (once in two y=ars) /7

(b) Occasionally but not often
(1 or 2 times a year)

(c) often (about 3 to 4 times » year [ 7/
(d) Fairly often (about S5 times a year) /S /

(e) Quite often (about 6 times a year) / 7



158
11b. What topics do you usually discuss at such meeting?
Please list three or four topics.,
1.
(i1)

e e s W — b A s e - - - -

(iii)

(iv)

. .- o —— ——

12, What proportion of the staff in the division/library
contribute to discussions in such meeting?

(a) all the staff
(b) The majority of the staff
(c) Less than half but more than quzurter

(d) Just about one quarter of the staff

Y

(e) Hardly any staff

13. How much discussion does the head of the division/
library contribute at such meeting?

(a) Almost all the discussion

(b) Dominates the discussion

104

(c) Half the discussion

(d) Just about one quarter of the discussion a4
(e) Hardly any discussion [ 7

14. When your head of division/library wants to go to
attend the heads of divisiviuz/ = ° T Abre. L _!
meeting, how often does he/she inform you, so that
you can tell him/her your own views to take Lo the

meeting?

(a) Always Z::?.
(b) very often 7
(c) oOften /=7
(d) Occasionally ZC::7
(e} Hardly ever ;7
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15. After attending the heads of division/r...= :
libraries meetings, how often does h2/-" ir7orm
you of the information he/she might h-- . ‘ned
from the meeting?
(a) Hardly ever
(b) Occasionally
(c) often
(d) ~fairly often

(e) Always

QUGG

16. When your head of division/library giv.oz < -
to do, how much details does he/she gi. -~ on
how to carry out the work?

(a) Hardly any
(b) A few
(c) Some but not much

(d) A lot of details

AU

(e) All the details
17. When you are doing your work, how much moni™-ring

does your head of division/library do to see the

progress being made?

(a) Much monitoring

(b) A fair amount of monitoring

(c) Comesoften

(d) Comes occasionally

QQaQQ

(e) No monitoring is done

18, When the head of division/library is telling you
what to do, how specific is he/she in his dir=ctives?

(a) very specific
(b) Some how specific

q0Q

(c) Just specific



19,

20,

21,

22
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(d) Not specific

(e) No diczcussion/explanation

10

How of ten did you go to relate personal problems
to your head of division/library in 19872

(a) Very often
(b) Fairly often
(c) oOften

(d) Occasionally

qQueQ

(e) Hardly ever

How often did you go to relate your personal
achievements to your head of division/library?

(a) Hardly ever
(b) Occasionally
(c) Often

(d) Fairly often

qaggQ

(e) Very often

How often did your head of division/library come to
visit you in your office/at your table in 198772

(a) HMany times
(b) Fairly often
(c) Often

(d) Occasionally

Q000

(e) Hardly ever
Assuming that you made some achievements in 1987,
how often did your head of division/library praise
you?

(a) Hardly ever

(b) Occasionally

GO0

(c) Often



23.

24

25,

(a)
(e)
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Fairly often

Always

v

Which »of the following orders do you associate with
your head of division/library?

(a)
she

(b)

(c)

(a)
(e)

Audu, will you see that thnse books get to the

shelf today?

Audu, please, take those books to the
shelf

Audu, Hassan and Hauwa, see those books.
Could one of you take them to the shelf?

Audu, take those books to the shelf

Let one of you take those books to the
shelf

How do vou view your head of division/library?

(a)
(b)
(c)
(d)
(e)

When

(a)
(b)
(e)
(d)
(e)

As our leader

A8 our collearue
As our boss

As our superior

None of the above

QuQul T 4o . i

you are doing a difficult task, which of these
statements is your head of division/library likely
to say to you?

Try and try =2nd try again

Just try you luck

ake sure you get it done

Check with me in case of difficulty

You may go and scek help from someone
else

0 QQaA
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L wmane

26, When your head of division/library wants to tell
you what to do, what does she/he do?

et ey

i i ol
jé (a) sSend someone to tell you ; L7
 ¢ (b} Summon you to his/her office? éf Z::?
-f tc} Send you a written note? é?'i::7
(d) Come to your office/desk? : L7
(e} Tell you any where he meets you? VA

27a. How often does your head of division/library send
you written instructions?

(a) Never

(b) seldom

(d) TFairly often

T~
LT

(c) Occasionally L7
av;

L/

.- {e) Many times

27h. Flease, kindly list 4 to 6 personal qualities which
g you associate with a good head of division/library
{7 in order to command the co-operation of the staff
e under his/her supervision,

SECTICGN D

A numper of guestions about your divizion/library

are asked bhelow., Kindly answer them by circling

your rating on a five point scale below each question.
Fach number donates the gqualities on ‘'very low' to
'very high® sgcale,

Very low/very bad/very poor

Low/bad/poor

Just O,.K.

High/good/well f E

r(.!‘l i L 3% ] b

Very high/very good/very well : E




28,

1€3

How good is the quality of the work done ia your
division/library?

A7 27378757

29

30,

31.

3R

34.

3S.

36.

37,

How efficiently do people in your division/library
do their work?

[ 5/ 4a/3/72 717

How well does your heud of division/library handle
problems?

[ 5/ 4/3/ 2717

To what degree are you allcowed to participate in
divisional/library matters?

[i2/7 3] 4757

Jhat would you say about the staff punctality
in your division?

[ 5 /4 /3 /2/[1/

riov well has your head of division/library succeedeard
in removing the deficiencies of the division/library?

(172737875 /

How would you rate the morale of the members of
staff in your division/library?

[(57373727317

re what degree does your head of division/library
inspire you?

[ 17 2/3/4/57

How would you rate the communication channels or
rather the information flow in your division/library?

/[T 7 27374757

How would you rate the atiitude to work of the
staff members in your division?

LS 24 L3 f 2 LT )




38,

1G4

At what degree do you enjoy being a member of the
division/library in which you are now?

[ 5747372717

Comments:
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APPENDIX 4

KASHIM IBRAHIM LIDRARY
AHMADU 3£LLO UNIVERSITY, ZARIA,

AHMADU BELLO UNIVERSITY LIBRARY COMPLEX

éBOFEQSIONAL AND PARA-~PROFESSICNAL STAFF LIST

JANUARY, 1988,

S/No. NAME LISRARY
le Ko Mahmud KeloLo
2. I. Diko KeI.Le
3. M.G. Umo P.Kile
4. F. Akhigbo SeBesSele
8. R. Salami I.A:R%
6a V.W.E. Udo Dr, (Mrs,) 1aBslis

y F.N., Cbada Dr. M.L.

8. Gel. Okoye=Ilkonta Dr. KaIllis
9. MeAAe Omoniwa KeleLe
10 . R.!!e Onadiran (Mrs.) KT La
11. S5«A. Amune KeI.L,
12 Je.0. Daniel Dre. KeI.L.
13. K.A. Momoh KeIsls
14. T.0.5. Aguda A.T.C, Zaria
15, C., Okanlawon VeM.L.
16. G. Adamu KeIl.L,

s dy F.,3. Seriki KeIJLe
18. JeA. Abu KeI.Leo
195 S.He Adi ColilinS«
20, S.i\s Afegbua Kel.La
le M,0, Salaam KeI.Le



22,
23,
24,
2s.,
26,
27.
28,
29,
30,
31,
32.
33,
34.
35.
36.
37.
38.

44,
45.
46,
47.
48.
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V.0, Masaghor
A.D.K. Taingson
J. Ezejl
J.T. Aleraiye
I.0. Akinmayowa
0., BDalarabe Dr.,
JeCe Oruma (Mrs,)
MaMeZakl
S, Gamba (Mrs.)
K.A. Sanusi
J. 0, Ajayi
R.D3. Takobi

.7« Bida
S.A. Alyedogbon
E.Ja. Ampitan
T.M. Ndakotsu
S.0, ~dewole
F.G, Amaakaven
M. Yusuf (Mrs,)
T.Y. Cgunabemi
P.I1.0., Idachaba
Ceile Okznlawon (Mrs,)

D.2e Abdullahi

G. Abalaka

BadAe Omar

KeIlLe
KeIloLe
I,A.ReL,
S.PJlis
P.Ko.Lo
KeloLla
M.Leo
KeIoLe
K.I.Le
KoeIoLo
P.K.Le
M.Le
MeLe
SePel:e
K.I.L,
K.I.L,
NAPRI
KeIoLe
P,K.Le.
KeI.Leo
KeI.L.
KeIoLe
KeIaLa
I.B8.L,
MeLe
Kelolia

KeI.La



49.
50.
51.
52.
53,
£4,
55.
56.
57.
58.

59'

664
67,
8,
69,
70.
71.
72,
73.
74.
75,
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:-". ;".r. L-!Ugai

CeC.A. Adikwu (Mrs.)

FoKeCo Tibenderana (Mrs,)

H. Halidu

Ho . 'Woakes (irs.)
G,T. Gandu (lMrs.)
B.Je Olure

Vele Oyebanji (Mrs,)
A, Ali

J.AL.I, Ochu

S.As Yusuf

Mohe Mailyaki

J. elakan

M.2, Gounbi (MNrs.)
S Alemaka

J.N. Hapah

G.le #bhdullahi

M.0C. Salaam (lirs,)

Co fuamizzah (Mrs

T, Aliyu

Ael.. Gambo

F.M, Tukur (Mrs,)
T.Te Abdullahi (Mrs,)
Pe Ujo

U. Ibrahim

M.C. Abdullani

KeIoli,
KeIolia
KeI.La
D.M.L.
Kalalie
Kelalia
DedeCe
KeI.Le
K.I.L.
KuiTalan
KeIuLs
KeIoloe
MoeLia
KaeTIolie
KeI.La
Ne e Ke
KoeI.Le
KeIalie
KeIsLa
I.L.
Valie
Celula
KeIlala
VelMalia
M.L.
Kelaelsa

KeIlolia

e



76.
77.
784
79,

30.

89.
20,
91.
92.
923.
9.
95.
9G.
97
98,
99.

100,
101.
102.
103.
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5, Hassan

C.I. Nock (Mrs,)
A.0. Yakubu (irs,)
Cu.I. Ortese (Mrs.)
Gelse Okita (Mrs.)
BeIl. kobl {Mrs,)
Be Choms (Mrs,)
P,0O, ajayl

Veie Abubakar

A R, Macclido

Y.A., Usman

ReAs Musa fMrs,)
Te. Abashiya

B.C. [Egbule

Z. Mustapha (dMrs.)
H. Umar (Mrs,)
HeM, Daudu (Mrs,)
C.l. Daniel (drs.)
'elle Haruna

MaCGe Ibrahim

As Musa

Je Mozch (ilrs,)

M. Keyamo (lirs,)
M,A. Jada

TeA. Ayo=Yaughaon
A.M, 3ani

AsMs Akamolafe
A.D. Haruna

KeILL,
KeI.L.
KeI,Lo
KeI oL
Kel.La
Kelalia

:.I.Il’.

Folale

C.N.C.-_‘

PaKeL,

Y.5uRel,

Dept. L.S.

A.T.Ce
A.T.C,
A.T.C.
I.E.L.

I.E.L,

Kano
Kano

Jaria

Zaria

Zaria.
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Appendix 5
AHMADU BELLO UNIVERSITY, ZARIA NIGERIA.

DEPARTMENT OF LIBRARY SCIENCE

(OFFICE OF THE HEAD OF DEPARTMENT)

jce~ or: Professor A. N. Mohammed.
- e o Bbi.f. D.A.P. & E. (Lond.), Ph.D. (ABL ), EENS.P.

Telephone: 069/50428; 50692

Head of Department: Professor A. Mohammd Telegrams UNIBELLO ZARIA
H

B A (ABU)Ms Ls(Syracuse); ‘M.A;Ph.D (Northwestern)

Your Ref:

Our Ref:  1,5/14/11 15th p '11'9985
C ’

The Director
Computer Centre
A.B.,U., Zaria,

Dear S5ir,

Pyl 3 TIBENDZRANA

The above nuin>d 1s a wmaster's student in the
Department of Librory Science who is doing a resenich
entitled "Leadershidp Styles and effectiveness of
departmental hew!s in A,B.U, library Complex,

The nature¢ of the study demands that she would nec«d
computer assist~ice in computing the responses in
her questionnaires,

It would be ai _hly appreciated if every as:istance
would be piven Lo her to be able to complete the work,

Thank you,
Yours sincerely

’

Dr, Michael Afolabi
supervisor /




