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Abstract - This study investigated the relationship between Administrators’ managerial skills and the efficiency of 
universities in South-West Nigeria. The descriptive survey research design was used for the study. Two hypotheses were 
tested in the study. The population comprised all the 197 management staff in the 14 public universities in South-West, 
Nigeria. The sample comprised 148 participants making up of six Vice-Chancellors, six Deputy Vice-Chancellors, 12 Deans 
and 120 academic staff. While the Vice-Chancellors, the Deputy Vice-Chancellors and Deans were chosen using purposive 
sampling technique, the academic staff were randomly selected. Data were collected for the study through the administration 
of a 20-item self-designed questionnaire. Instrument validation covered face and content validity by experts in Test and 
Measurement and a test-re-test reliability method was used to estimate the reliability of the instrument with a co-efficient of 
0.88. The two hypotheses were tested using Pearson Product-Moment Correlation coefficient statistical tool at 0.05 level of 
significance. The results of the hypotheses tested showed that a significant relationship existed between the Administrators’ 
problem-solving skills and institutional efficiency; and also that the university administrators’ social judgement skills are 
significantly related to institutional efficiency. It was recommended among others that appointment into administrative 
positions in the university should be based on possession of professional training in institutional administration and 
management.  
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I. INTRODUCTION  
 
Universities and educational institutions generally 
have some peculiarities that make them different 
from other organisations. In this regards, their 
management also differ from other business 
enterprises. Universities have their own cultures, 
practices, and organisational arrangements (Altbach, 
2010). Altbach further expressed that their 
operational objectives are much more difficult to 
measure or quantify and the “outcomes” are tougher 
to discern. The practice in every university all over 
the world is to choose its administrators from the 
ranks of Professors within the system. Academic staff 
oftenbecome administrators just because it is their 
turn. Others assume leadership positions because 
their superiors and colleagues believe they would be 
good administrators (Wolverton& Gonzales, 2000). 
Kalarqyrou and Woods (2009) reasoned that because 
faculty members have been trained as scholars alone 
does not qualify them for leadership and 
administrative positions. The three core functions of 
academic, (that is, teaching, research, and community 
service) may not on their own equip academics for 
administrative excellence.  
 
Although while some people believed that leaders are 
born, some are of the opinion that for someone to be a 
leader, one must acquire some skills or behaviours 
that will make one effective in influencing the 
activities of others. These varying positions may be 
true but not in absolute sense. Those who believe 
leaders are born hinge their proposition on trait 
theories, while the other group who held the view that 
leaders could be trained are strong disciples of 

behavioural theories. Whether trait or 
behavioural,studies have shown that faculty members 
are often dissatisfied with their administrators’ 
effectiveness (Lewis &Altbach, 1996). 
 
Katz (1995) identified three major skills an 
administrators must possess for him to be effective. 
These are technical, human, and conceptual skills. 
While technical skills involve being proficient in a 
particular kind of activity, human and conceptual 
skills involve ability to work with others and ability 
to visualise the organisation as a whole respectively. 
From these three skills, it could be seen that technical 
skills would be learned. This therefore alluded to the 
fact that leaders or administrators could also be 
trained.  
 
In a similar perspective, Mumford, Zaccaro, 
Connelly, and Marks (2000) listed three core 
competencies that bring about leadership 
effectiveness. These include: problem-solving, social 
judgement, and knowledge. The combination of these 
three skills describes who an effective leader is.  
 
Problem-solving skills are creative abilities exhibited 
by a leader to solve emerging and unusual problems 
in an organisation. Problem-solving skills involve 
composite steps in proffering solution to 
organisational problems. These steps include:  
 defining the problem; 
 gathering information relating to the problem; 
 creating new ways of comprehending the 

problem; and 
 developing exclusive ways for solving the 

problem. 
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For a leader to demonstrate competence in this skill, 
he must understand his capabilities in the context of 
the problem within the organisational structure. For 
these steps to produce the required results, the leader 
must also be conscious of the “turn-around-time”. 
This is the amount of time between the emergence of 
the problem and the eventual solution to it. While 
some solutions may be for short-term, others may be 
for long-term. 
 
The volatility of the educational institutions with 
multifarious problems would require an institutional 
administrator to be creative and be fully equipped 
with problem-solving skills. These skills according to 
the behavioural theorists are learned and not inborn. 
This is in line with Ketz (2000) who maintained that 
good managerial skills comprise the ability to 
enable their development without having been 
born with them.Dessler (2005) maintained that the 
administrators of higher educational institution 
require the application of human resource 
management skills (problem-solving skills inclusive) 
to own an efficient and wholehearted labour 
force.Ancel (2016) found out that training in 
problem-solving through a structured management 
course improves confidence in problem-solving skills 
and self-efficacy beliefs. 
 
Educational institution has multiplicity of clientele. 
These are otherwise known as stakeholders. They 
include but not limited to the teaching and non-
teaching staff, students, government, parents, and 
non-governmental organisations. All these 
stakeholders present different problems. In the midst 
of these therefore, the social judgement skills become 
very relevant.  
 
Social judgment skills are the capacity of a leader to 
understand people and the social system within which 
they work, play, and have a social life (Zaccaro, 
Mumford, Connelly, Marks,&Gulbert, 2000). These 
skills are similar to Katz’s human relation skills. 
They enable a leader to understand and work with 
others in order to solve problems within the 
organisation and bring about achievement of the 
organisational goals. Northouse (2010) further 
explained that social judgement skills involve being 
sensitive to the way a leader’s ideas fit in with others. 
They deal with ability to understand others, their 
unique needs and motivations, being flexible and able 
to adapt one’s idea to others; and ability to work with 
others even when there are resistance and change in 
the organisation.  
 
There are four important elements of social justice 
skills, which are perspective taking, behavioural 
flexibility, social perceptiveness and social 
performance (Mumford, et al. 2000).  Perspective 
taking is connected with being sensitive and empathic 
about how other people view a problem and their 

perceived solution to it. In applying this to solving 
organisational problems, the institutional leaders must 
understand the attitude their subordinates have 
towards a particular problem. Zaccaro, Gilbert, Thor, 
and Mumford (1991) likened this skill to getting 
along well with others and also influencing them to 
cooperate with the leader.  A leader must have this 
skill in order to achieve the goals of his organisation.  
Social perceptiveness is a guess into what people in 
an organisation would do if confronted with a 
particular problem. This skill gives the leader insight 
into feeling the pulse of his subordinates in any given 
situation. Since change in organisation is inevitable, 
an institutional leader must be able to predict how 
members of his organisation would react to the 
incoming changes. This will equip him with 
necessary antidote to their reactions.  
 
Behavioural flexibility is a leader’s willingness to 
change and adapt his behaviour as a result of having 
an understanding of his subordinates’ attitudes based 
on his application of perspective taking skill. 
Behavioural flexibility involves not closing one’s 
mind against other approaches in solving a problem. 
Social performance skill according to Zaccaro, et al. 
(2000) includes a wide range of leadership 
competencies. The competencies include: abilities in 
persuading and communicating in order to convey 
one’s own vision to others in the organisation, 
abilities to mediate interpersonal conflict relating to 
change and to lessen resistance to change, abilities in 
coaching and mentoring by giving subordinates 
support and direction as they work to achieve 
organisational objectives and gaols.   
 
Putting all these elements of social justice skills 
together, it shows that social justice skills are related 
to human relation skills that are needed to make 
members of the organisation carry on their activities 
without being coerced.   
 
The collection of information and the development of 
mental structures to organise that information in a 
way to solve organisational problem is referred to as 
knowledge. These mental structures according to 
Mumford (2000) is called schema. Knowledge and 
problem-solving skills are somehow interrelated. If a 
leader is knowledgeable, he would also be able to 
solve problems in the organisation amicably.  
Since the resources given to educational institutions 
have alternative uses, it cannot afford to be efficient. 
Institutional efficiency therefore is the ability of the 
institutional managers to achieve the goals of their 
various institutions without wasting resources. These 
resources include but not limited to time, materials, 
personnel, and money. In this context, an institutional 
administrator will be considered efficient if he is able 
to maintain a stable academic calendar, graduate 
students in record time and reduce or eliminate 
completely staff industrial actions. 
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In a study conducted by Murry and Stauffacher 
(2001), they reported that effective university 
administrators need to efficiently communicate the 
needs of the institution to the various faculties and 
unit heads, encourage open communication among 
faculties and display integrity and ethical behaviour. 
This position is similar to the work of Bowman 
(2002) who further observed that for any institutional 
administrator to succeed, he must have a diverse set 
of leadership capabilities. These include: well-
honoured communication skills, problem-solving 
skills, conflict-resolution skills, cultural-management 
skills, coaching skills, and transition-management 
skills. 
 
Hannah (2013) conducted a study on the 
psychological and neurological bases of leader self-
complexity and its effects on adaptive decision-
making. Hefound out that there were neurological 
differences in the brains of people who had been 
indicated as leaders compared with those who were 
not. This supports the earlier trait theoriesthat leaders 
are born and not trained. The implication of this 
finding is that no amount of training can equip 
someone with leadership skills unless he is born with 
them. 
 
In behavioural leadership theories, it is assumed that 
leaders can be trained and that leadership skills 
(including problem-solving and social judgement 
skills) can be learned. This is further supported by 
Delphine (2009) who conducted a study on whether 
emotional intelligence as a leadership skill can be 
increased. She established that members of the group 
that received leadership training demonstrated a 
significant improvement in their level of emotional 
intelligence compared with those that relied on innate 
traits. Kalargyrou and Woods (2009) conducted an 
exploratory study on what makes a college 
administrator an effective leader. They found out that 
academic leaders must communicate effectively and 
demonstrate integrity and ethical behaviour.  
Aziz, Mullins Balzen, Graver, Burnfield, Lodato, and 
Cohen-powless (2007) added to these requirements in 
their study on understanding the training needs of the 
departmental chairs. They found out that budget and 
funding, faculty issues, legal issues, and professional 
development of Chairs and Directors were rated as 
the highest priority training needs for institutional 
administrators. This implies that institutional 
administrators need to be equipped with proper 
training before their appointment. Mulford (2003) 
justified this is his study on school leaders. He 
maintained that identification and development of 
potential school leaders needs to be formalised, rather 
than being left to chance.  
 
II. STATEMENT OF THE PROBLEM 
Universities in Nigeria are characterized by staff and 
students protests, disruption in academic calendar, 

high cost of governance, low income generating 
capacity, under-utilization of resources, among others 
(Odu, 2013). These problems according to Adeyemi 
(2009) could be attributed to failure of the 
institutional administration. The practice in almost 
every university is to choose its administrators among 
the ranks of Professors within the system irrespective 
of whether they have managerial training or not. With 
the myriads of problems in the university system, it 
becomes imperative to find out whether being a 
Professor automatically qualifies someone for 
administrative responsibilities. What is the relevance 
of managerial skills in institutional efficiency? Can 
institutional administrators be efficient without a 
formal training in management? This study therefore 
investigated the administrators’ managerial skills and 
institutional efficiency in South-West Nigeria. 
 
HYPOTHESES 
The following hypotheses were tested in the study: 
1. Administrators’ problem-solving skills will not 

significantly relate to institutional efficiency. 
2. Administrators’ social judgement skills and 

institutional efficiency are not significantly 
related. 

 
III. METHODOLOGY 
 
The study used the descriptive survey research 
design. The population comprised all the 14 public 
universities in the South West, Nigeria. Multistage 
sampling method was used to choose participants for 
the study. Firstly, the population was stratified into 
six States and a university each was chosen from each 
of the States through simple random sampling 
technique. A total of six Universities were selected as 
sample for the study. Purposive sampling technique 
was then used to select participants for the study. All 
the six Vice-Chancellors and Deputy Vice-
Chancellors Management Services/Administration 
were selected as participants. Three Deans/Provosts 
were also randomly selected while 10 Heads of 
Departments in each University were also selected 
through sampling random sampling technique to 
serve as participants. In all, a total of 90 participants 
was used for the study. All these participants were 
regarded as Administrators in the Universities by 
virtue of their responsibilities as Heads of Institutions 
or Departments. 
 
Data were collected with the use of an instrument 
entitled “Administrators’ Managerial Skills and 
Institutional Efficiency Questionnaire” 
(AMSIEQ).Lecturers in the Departments of 
Educational Management and Measurement and 
Evaluation helped in validating the instrument. A 
reliability coefficient of 0.88 was obtained. The two 
hypotheses were tested with Pearson Product Moment 
Correlation statistical tool at 0.05 level of 
significance.  
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IV. RESULTS 
 
Hypothesis one states that administrators’ problem-
solving skills will not significantly related to 
institutional efficiency. 
 

Table 1 
Administrators’ Problem-Solving Skills and Institutional 

Efficiency 

 
 
Table 1 shows that there was a positive significant 
relationship between administrators’ problem-solving 
skills and institutional efficiency (r =.24; p<.05; df 
=88). Therefore, the null hypothesis was rejected. It 
then means that the efficiency of an institution is 
largely dependent on the problem-solving skills of the 
administrator. 
Hypothesis two states that administrators’ social 
judgement skills will not significantly affect 
institutional efficiency.  
 

Table 2 
Administrators’ Social Judgement Skills and Institutional 

Efficiency 

 
 
Table 2 shows thatadministrators’ social judgement 
skills and institutional efficiency are significantly 
related (r =.36; P<.05; df =88). Therefore, the null 
hypothesis was rejected. It then means that for an 
institution to perform efficiently, the administrator 
must possess a reasonable level of social judgement 
skills. 
 
DISCUSSION 
 
The first finding of this study showed that there 
existed a positive significant relationship between 
administrators’ problem-solving skills and 
institutional efficiency. This means that 
administrators that are trained in the skills of 
problem-solving would be better in resolving the 
internal and external crises of their institutions. 
Implicitly, this will help in reducing any form of 
industrial action among the employees. This finding 
supports the position of Delphine (2009) who 
reported that leadership skills (including problem-
solving) are learned and not acquired. This had earlier 
been the position of Malford (2003) who maintained 
that school leaders must be trained rather than left to 
chance. Further proof of this view is the rationale for 
the establishment of training institutes for 
management staff of higher educational institutions. 
These institutions (like National Institute for 
Educational Planning and Administration, NIEPA, 

Ondo; The Administrative Staff College of Nigeria, 
ASCON, Badagry, National Institute for Policy and 
Strategic Studies, NIPSS, Kuru, Nigeria) were 
established to provide management training for 
workers in management cadres in both civil and 
public services. 
 
The second finding of this study showed that 
administrators’ social judgement skills and 
institutional efficiency are significantly related. 
Since, social judgement skills equip a leader with the 
ability to understand people and the social system 
within which they work, an institutional leader must 
possess theses skills in reasonable measures for him 
to succeed in the act of institutional management. 
Although, Hannah (2013) found out that some 
elements of these skills are evident in a potential 
leader, this on its own is not enough for an 
institutional leader to succeed (Kalargyrou& Woods, 
2009). Invariably, it then means that managerial 
training is very important for institutional leaders to 
succeed. 
 
CONCLUSION 
 
This study has empirically established that 
managerial training is essential for the institutional 
administrators to be efficient in their managerial 
responsibilities. It has pointed out that being 
successful in academics does not automatically 
qualify an academic for management position. It is on 
the basis of this that professional training in 
management are recommended for would-be 
institutional managers. 
 
IMPLICATIONS FOR INSTITUTIONAL 
MANAGEMENT 
 
Appointment into administrative positions in the 
universities should be based on possession of 
professional training in institutional administration 
and management rather than only being a Professor. 
It should be noted that there are differences between 
academic qualifications and professional 
qualifications. While being a Professor would only 
equip someone to be a good academic, professional 
qualification in institutional management will enable 
an individual to be vast in institutional management. 
This training can be acquired at the Department of 
Educational Management in the Universities. Any 
Department of Educational Management that has not 
started this programme should consider it as a matter 
of necessity. This will facilitate improvement in 
capacity building. 
 
Also, the mandate for the establishment of training 
institutes like NIEPA, ASCON, NIPSS, and others 
should be pursued and implemented with a serious 
level of fidelity. This mandate makes it compulsory 
for all management staff of public service to undergo 
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a compulsory managerial training before being 
qualified for management posts. This, if implemented 
will equip this category of staff with all the necessary 
administrative skills to live up to their administrative 
responsibilities. 
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