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Abstract 

This study examined the sociological impact of leadership styles on team dynamics among 
library staff in private universities in Edo State, Nigeria. Drawing on Transformational 
Leadership Theory (Burns, 1978; Bass, 1985), Tuckman’s Group Development Model (1965), 
and Max Weber’s sociological theory of authority, the research explored how different 
leadership styles—transformational, transactional, and laissez-faire—affect team cohesion, 
communication, productivity, and job satisfaction in academic libraries. The study adopted a 
mixed-methods approach, combining quantitative survey data (n=54) with qualitative insights 
across four private universities: Benson Idahosa University, Wellspring University, Igbinedion 
University, and Glorious Vision University. Quantitative findings, analysed using SPSS v27.0, 
reveal that transformational leadership is the most prevalent style (77.8%), associated with 
higher levels of team cohesion, interpersonal trust, conflict resolution effectiveness, and job 
satisfaction. In contrast, laissez-faire leadership was not reported among the sampled 
institutions, while transactional leadership showed moderate influence, particularly in task 
execution and job performance. Statistical analysis (Fisher’s exact test, p=0.311) found no 
significant relationship between perceived leadership style and productivity levels, suggesting 
that other sociocultural factors may moderate this association. Qualitative responses 
underscored the importance of communication, staff motivation, conflict resolution, and 
emotional intelligence as key leadership attributes that enhance team dynamics. 
Recommendations include integrating transformational leadership training, promoting 
collaborative technologies, instituting staff well-being policies, and reinforcing merit-based 
reward systems. This research contributes to leadership and organisational studies within 
academic settings by highlighting context-specific leadership dynamics in Nigerian private 
universities. It offers actionable strategies for library managers to enhance team performance, 
foster positive workplace culture, and support institutional effectiveness through contextually 
responsive leadership practices. 
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Introduction 

Leadership styles play a crucial role in determining organisational success, particularly in 
knowledge-driven environments such as university libraries. Effective leadership is vital for 
fostering positive team dynamics in private universities, where expectations for academic 
excellence and operational efficiency are high. University library staff often work in diverse, 
multidisciplinary teams, necessitating leadership approaches that encourage collaboration, job 
satisfaction, and productivity. Understanding the sociological impact of various leadership 
styles on these dynamics is critical for developing strategies that enhance the operational 
efficiency of libraries in private universities in Edo State, Nigeria. This study examined the 
impact of leadership styles on team dynamics among university library staff in private 
institutions across Edo State. By analysing the interaction between leadership behaviours and 
staff relationships, the research provides insights into optimising leadership for improved team 
cohesion, satisfaction, and performance, ultimately contributing to the broader academic 
missions of private universities. 

University libraries serve as hubs of knowledge and learning, offering resources and services 
that support academic and research efforts. In Nigeria, private universities have emerged as 
significant contributors to higher education, with their libraries playing a vital role in academic 
development. The success of these libraries largely depends on the collaborative efforts of 
library staff, who must work together effectively to achieve institutional goals. Leadership is a 
critical factor influencing team dynamics in this context. Leaders establish the tone for 
collaboration, communication, and problem-solving among team members. Various leadership 
styles—ranging from transformational and transactional to laissez-faire and autocratic—affect 
how team members perceive their roles, relate to each other, and contribute to the 
organisation’s objectives. In Nigerian private universities, where competition and 
accountability are high, understanding the sociological implications of leadership styles on 
team dynamics becomes essential for sustained excellence. 

Leadership in libraries significantly influences organisational performance, team cohesion, and 
the ability to adapt to changes in the digital era. Leadership styles affect how library staff 
collaborate to achieve goals, resolve conflicts, and foster innovation. Bass's (1990) 
transformational leadership theory highlights the importance of inspiring and motivating staff 
to attain higher performance levels. Various leadership styles, including transformational, 
transactional, and laissez-faire, have been extensively studied globally and within Nigeria to 
evaluate their effectiveness in academic libraries (Meena, 2023; Goleman, 2000). Studies 
conducted in Nigeria have revealed a preference for transformational leadership in academic 
libraries because of its emphasis on motivation and team building. For example, Olajide & Ojo 
(2019) analysed how transformational leadership in Nigerian university libraries enhanced 
staff commitment and job satisfaction. Similarly, Eze et al. (2021) found that effective 
leadership fostered collaboration and reduced workplace conflicts among library staff. These 
findings align with global studies by Hernon & Altman (2010) and Goleman (2000), who 
emphasised that leadership styles directly impact employee morale and institutional outcomes. 

Sociological theories emphasise how cultural and organisational norms influence the 
effectiveness of leadership. In Nigerian university libraries, traditional hierarchies and 
authority structures play a vital role in shaping team dynamics (Eke et al., 2020). Studies have 
demonstrated that leadership styles must adapt to cultural contexts, balancing authority with 
participatory decision-making to enhance team cohesion (Umeh, 2018). Transformational 
leaders in Nigeria are often called upon to navigate these sociocultural factors to foster an 
inclusive work environment. 
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Team dynamics in libraries centre on collaboration, communication, and conflict resolution. 
Ozioma et al. (2022) conducted a study in Nigerian private universities and found that 
participatory leadership styles significantly enhanced team collaboration and service delivery. 
This aligns with Davis's (2017) work on transformational leadership in libraries, which 
demonstrates that inclusive decision-making fosters a culture of innovation and adaptability. 
Global studies complement these findings, with Northouse (2018) highlighting the importance 
of leadership in managing diverse teams. Effective leaders in libraries nurture environments 
that promote teamwork, aligning with broader organisational goals. Despite the advantages of 
transformational leadership, challenges such as resistance to change, limited resources, and 
sociocultural constraints persist. Nigerian libraries often face infrastructural limitations and 
hierarchical organisational structures that impede effective leadership (Olumide & Yusuf, 
2019). Addressing these challenges requires leadership that combines strategic vision with a 
deep understanding of the cultural and organisational context. 

The sociological impact of leadership styles on team dynamics in Nigerian university libraries 
is profound, with transformational leadership emerging as a key factor in enhancing staff 
motivation and collaboration. However, further research is needed to explore the interplay 
between sociocultural norms and leadership practices in private universities, particularly in 
light of globalisation and technological advancements. While global studies highlight the 
overall impact of leadership on team dynamics, research is scarce regarding how these findings 
apply to private universities in Nigeria, specifically among library staff. This study addresses 
this gap by offering localised insights into the sociological implications of leadership styles 
within this context. 

Research Hypotheses 

H1: There is a significant relationship between leadership styles and teamwork dynamics 
among library staff in private universities in Edo State. 

H2: Transformational leadership style has a more positive impact on team cohesion and 
collaboration than transactional and laissez-faire leadership styles. 

H3: Transactional leadership style significantly influences job satisfaction and task execution 
among university library staff. 

H4: Laissez-faire leadership style is negatively associated with team productivity and 
efficiency in university libraries. 

H5: There is a significant difference in job satisfaction and team cohesion among library staff 
working under different leadership styles. 

H6: The adoption of appropriate leadership styles by library managers significantly improves 
team performance and interpersonal relationships within the library setting. 
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Research Objectives 

1. To identify the prevalent leadership styles among University Library staff in Benin City. 

2. To evaluate the effects of transformational, transactional, and laissez-faire leadership styles 
on teamwork dynamics within the University Library staff. 

3. To assess the level of job satisfaction and team cohesion among University Library staff 
under different leadership styles. 

4. To explore the relationship between leadership styles and the overall efficiency and 
productivity of library teams. 

5. To provide recommendations for library management on adopting effective leadership 
practices to enhance teamwork dynamics. 

Research Questions 

1. What are the prevalent leadership styles practised among University Library staff in 
Benin City, Edo State? 

2. How do transformational, transactional, and laissez-faire leadership styles affect 
teamwork dynamics within the University Library staff? 

3. What is the level of job satisfaction and team cohesion experienced by library staff 
under different leadership styles? 

4. What is the relationship between leadership styles and the efficiency and productivity 
of library teams in private universities? 

5. What leadership practices can be recommended to enhance team dynamics among 
University Library staff in private universities in Edo State? 

Theoretical Framework 

Transformational Leadership Theory 

Proposed by Burns (1978) and later expanded by Bass (1985), transformational leadership 
theory emphasises the leader's role in inspiring and motivating team members to achieve 
extraordinary outcomes. This theory offers a framework for examining how university library 
leaders influence team cohesion, morale, and innovation by inspiring and considering 
individual needs. Tuckman’s (1965) model of group development, comprising forming, 
storming, norming, performing, and adjourning, provides a framework for understanding how 
teams evolve under various leadership styles. The theory aids in contextualising the stages of 
team dynamics within academic library settings and the effects of leadership interventions at 
each stage. Max Weber’s (1947) sociological approach to leadership emphasises authority and 
organisational structure. This perspective is relevant for analysing how Nigerian private 
university leaders navigate hierarchical systems and cultural expectations to influence team 
dynamics. 

This study synthesises these theories to provide a comprehensive understanding of the 
sociological impact of leadership styles on team dynamics within university libraries, 
emphasising the unique cultural and professional context of private universities in Edo State, 
Nigeria. 
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Methodology 

This study utilised a mixed-methods research design to explore the sociological impact of 
leadership styles on team dynamics among university library staff in private universities in Edo 
State, Nigeria. The mixed-methods approach combines quantitative and qualitative techniques 
to obtain comprehensive insights into the research problem (Taherdoost, 2022).  

The study population consisted of library staff from four private universities in Edo State, 
Nigeria: Igbinedion University, Okada (IUO); Wellspring University, Benin City; Glorious 
Vision University, Ogwa; and Benson Idahosa University, Benin City. These staff members 
include librarians, library assistants, and administrative personnel within library units. 

The study employed a stratified random sampling technique, which allows staff to be grouped 
by job roles (librarians, assistants, and administrative staff) to ensure representation. The 
purposive sampling technique was utilised in the qualitative phase to select participants with 
diverse experiences related to leadership and team dynamics. To calculate the sample size using 
a proportionate sampling formula for a population of 80 with a sampling proportion of 25% 
(0.25), the formula for proportionate sampling is: n=sp×n where: 

 SS: Total desired sample size 
 PP: Total population size 
 NN: Population of the specific subgroup or study 

n=0.25×80=20n=0.25×80=20. Thus, the sample size is 20. 

A structured questionnaire, based on Likert-scale items, was employed to collect quantitative 
data for this study. The questionnaire comprised three parts: Demographics (age, gender, role, 
and years of experience), Leadership Styles, assessed using the Multifactor Leadership 
Questionnaire (MLQ), and Team Dynamics, evaluated using the Team Climate Inventory 
(TCI). The questionnaires were administered directly to research participants and retrieved by 
the researcher following completion.  

The study utilised the Statistical Package for the Social Sciences (SPSS) version 27.0 to analyse 
the data generated. It focused on private universities in Edo State. This methodology ensures a 
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rigorous, comprehensive, and ethical investigation into the sociological impact of leadership 
styles on team dynamics within the chosen context. 

 

Results 

Table 1: Characteristics of Respondents 

Variables Frequency (n=54) Percent 
University   
Wellspring University 8 14.8 
Benson Idahosa University 34 63.0 
IUO 7 13.0 
Glorious Vision University 5 9.2 
Age Group (years)   
18–25 4 7.4 
26–35 15 27.8 
36–45 15 27.8 
46–55 15 27.8 
56 and above 5 9.2 
Gender   
Male 28 51.9 
Female 26 48.1 
Level of Education   
Diploma 2 3.7 
Bachelor’s degree 23 42.6 
Master’s degree 26 48.1 
Doctorate 2 3.7 
Others 1 1.9 
Duration in library work   
<1 year 9 16.7 
1–3 years 11 20.4 
4–6 years 17 31.5 
7–9 years 8 14.7 
10 years and above 9 16.7 

Fieldwork (2025) 

The study employed a purposive sampling technique to survey 54 library professionals across 
four private universities in Edo State, Nigeria. As presented in Table 1, institutional 
representation showed significant variation, with Benson Idahosa University accounting for 
the majority of respondents (63.0%, n=34), followed by Wellspring University (14.8%, n=8), 
Igbinedion University Okada (13.0%, n=7), and Glorious Vision University (9.2%, n=5). 

3.2 Age Distribution 

The sample demonstrated a balanced age distribution across middle adulthood cohorts. Tri-
modal clustering emerged, with equivalent representation across three key age groups: 

 26-35 years (27.8%, n=15) 

 36-45 years (27.8%, n=15) 

 46-55 years (27.8%, n=15) 
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Younger professionals (18-25 years) comprised 7.4% (n=4) of participants, while senior staff 
aged ≥56 years accounted for 9.2% (n=5). This distribution suggests the sample effectively 
captured perspectives across career stages. 

3.3 Gender and Educational Characteristics 

Gender distribution approached parity: 

 Male: 51.9% (n=28) 

 Female: 48.1% (n=26) 

Educational attainment profiles revealed: 

 Master's degree holders: 48.1% (n=26) 

 Bachelor's degree holders: 42.6% (n=23) 

 Doctoral qualifications: 3.7% (n=2) 

 Diploma certifications: 3.7% (n=2) 

 Other qualifications: 1.9% (n=1) 

3.4 Professional Experience 

Library work experience showed a non-normal distribution: 

 4-6 years: 31.5% (n=17) 

 1-3 years: 20.4% (n=11) 

 1 year: 16.7% (n=9) 

 10 years: 16.7% (n=9) 

 7-9 years: 14.7% (n=8) 

This experience profile indicates participation from both early-career and established library 
professionals, providing diverse perspectives on leadership dynamics. 

RQ 1: What are the prevalent leadership styles practised among University Library staff 
in Benin City, Edo State? 

Figure 1: Leadership Style among Respondents 

Figure 1 illustrates the perceived leadership styles of respondents' immediate supervisors. A 
significant majority (77.8%, n = 42) described their supervisor’s style as transformational, 
while 16.7% (n = 9) identified it as transactional. Notably, no respondent selected laissez-faire 
leadership. A small proportion (5.6%, n = 3) chose other leadership styles, which included 
descriptions such as sole administrator. 
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*Others include sole administrator 

RQ 2: How do transformational, transactional, and laissez-faire leadership styles affect 
teamwork dynamics within the University Library staff? 

Table 2: Respondents’ Perception of Supervisors’ Leadership Dynamic on Work Balance  

Variables Frequency (n=54) Percent 
Supervisor motivates/inspires   
Rarely 4 7.4 
Sometimes 6 11.1 
Often 27 50.0 
Always 17 31.5 
Supervisor sets clear goals and 
expectation 

  

Rarely 4 7.4 
Sometimes 6 11.1 
Often 27 50.0 
Always 17 31.5 
Supervisor supports and encourages   
Never 1 1.9 
Rarely 5 9.3 
Sometimes 14 25.9 
Often 20 37.0 
Always 14 25.9 
Supervisor focuses on correcting 
mistakes rather than rewarding 
achievement 

  

Never 2 3.7 
Rarely 12 22.2 
Sometimes 25 46.3 
Often 9 16.7 
Always 6 11.1 
Supervisor allow to make decision 
independently 
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Never 1 1.9 
Rarely 6 11.1 
Sometimes 16 29.6 
Often 23 42.6 
Always 8 14.8 

Fieldwork (2025) 

As illustrated in Table 2, a substantial proportion of respondents perceived their supervisors 
as exhibiting transformational leadership behaviours, particularly in inspiring and 
motivating their teams. Specifically, 50.0% indicated that their supervisors often inspired 
them, while 31.5% reported that this occurred always. In contrast, only a small minority 
felt rarely (7.4%) or sometimes (11.1%) motivated by their supervisors. 

A comparable trend was observed in goal-setting clarity, with 50.0% of respondents stating 
that their supervisors often established clear expectations, and 31.5% indicating that this 
was always the case. Fewer participants reported that goals were sometimes 
(11.1%) or rarely (7.4%) communicated effectively. 

Concerning supervisory support and encouragement, 37.0% of respondents noted that such 
behaviours occurred often, while 25.9% experienced them always. However, a notable 
proportion reported receiving support only sometimes (25.9%), rarely (9.3%), or never 
(1.9%). 

Perceptions of corrective versus reward-oriented supervision were more varied. Nearly half 
(46.3%) indicated that their supervisors sometimes focused on rectifying mistakes rather than 
recognising achievements. Others reported this dynamic occurring rarely (22.2%), often 
(16.7%), or always (11.1%), while a minimal share (3.7%) stated it never happened. 

Regarding decision-making autonomy, 42.6% of respondents reported often being 
permitted to make independent decisions, and 14.8% enjoyed this autonomy always—
conversely, 29.6% experienced such discretion only sometimes, 11.1% rarely, 
and 1.9% never. 

RQ 3: What is the level of job satisfaction and team cohesion experienced by library staff 
under different leadership styles? 

Table 3: Perception of Team Cohesion among Respondents 

Variables Frequency (n=54) Percent 
Communication among team members   
Poor 1 1.9 
Acceptable 10 18.5 
Good 29 53.7 
Very good 14 25.9 
Team collaboration on tasks and 
projects 

  

Acceptable 14 25.9 
Good 29 53.7 
Very good 11 20.4 
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Level of trust within team   
Acceptable 22 40.7 
Good 26 48.2 
Very good 6 11.1 
Level of mutual respect within team   
Low 1 1.9 
Fair 16 29.6 
High 28 51.9 
Very high 9 16.6 
Success conflict resolution among team 
members 

  

Rarely 2 3.7 
Sometimes 12 22.2 
Often 30 55.6 
Always 10 18.5 

Fieldwork (2025) 

Team Dynamics Under Transformational Leadership 

Table 3 presents respondents’ perceptions of key team dynamics in organisational settings with 
transformational leadership. The findings show generally positive evaluations across multiple 
dimensions of team functioning. 

Communication Quality 

A majority of participants (53.7%) rated inter-team communication as good, while 25.9% 
characterised it as very good. A smaller proportion (18.5%) viewed communication quality 
as acceptable, and only 1.9% perceived it as poor. 

Collaborative Performance 

Similar trends emerged in evaluations of task collaboration, with 53.7% of respondents 
describing teamwork as good. Approximately one-quarter (25.9%) rated collaboration 
as acceptable, while 20.4% reported very good cooperative performance. 

Interpersonal Trust 

Trust levels within teams demonstrated moderately positive assessments: 48.2% of 
participants rated trust as good, while 40.7% considered it acceptable. A smaller subset 
(11.1%) reported very good trust among members. 

Mutual Respect 

Perceptions of mutual respect were notably strong, with 51.9% of respondents indicating high 
respect levels and 16.6% reporting very high respect. Nearly one-third (29.6%) described 
respect levels as fair, while a minimal proportion (1.9%) viewed them as low. 

Conflict Resolution Effectiveness 

Team conflict management received favourable assessments, with 55.6% reporting often 
effective resolution and 18.5% indicating this occurred always. Less optimal outcomes were 
noted by 22.2% (resolution sometimes) and 3.7% (rarely). 
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Figure 2: Overall Work Productivity as Reported by Respondents 

On the productivity of their team, the majority of respondents, 61.1% perceived their team’s 
productivity as high, while 22.2% rated it as very high. Additionally, 14.8% described 
productivity as fair, and only 1.9% rated it as low. 

Table 4: Job Satisfaction among Respondents  

Variable Frequency (n=54) Percent 
Satisfaction with current job   
Very dissatisfied 1 1.9 
Neither dissatisfied nor satisfied 5 9.2 
Satisfied 36 66.7 
Very satisfied 12 22.2 
Satisfaction with leadership provided 
by supervisor 

  

Very dissatisfied 1 1.9 
Neither dissatisfied nor satisfied 2 3.7 
Satisfied 44 81.5 
Very satisfied 7 13.0 
Satisfaction with level of team work in 
library 

  

Dissatisfied 1 1.9 
Neither dissatisfied nor satisfied 5 9.3 
Satisfied 39 72.2 
Very satisfied 9 16.7 
Willingness to recommend library as a 
good place to work 

  

Very unlikely 1 1.9 
Neutral 1 1.9 
Likely 30 55.6 
Very likely 22 40.7 

Fieldwork (2025) 
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Table 4 illustrates consistently high levels of satisfaction across various aspects of the work 
environment. The findings indicate robust employee support for organisational conditions, 
leadership quality, and workplace culture. 

Overall Work Experience Satisfaction 

The data indicate substantial workforce contentment, with 66.7% of participants expressing 
satisfaction and 22.2% reporting that they are very satisfied. A marginal proportion indicated 
a neutral sentiment (9.2%), while only 1.9% reported that they are very dissatisfied. 

Leadership Satisfaction 

Supervisory leadership received particularly favourable evaluations, with 81.5% of 
respondents expressing satisfaction and 13.0% indicating high satisfaction. Neutral 
perspectives were uncommon (3.7%), and dissatisfaction remained minimal (1.9%). 

Teamwork Satisfaction 

Perceptions of teamwork quality demonstrated robust approval, as 72.2% of employees 
reported satisfaction and 16.7% indicated strong satisfaction. Neutral assessments constituted 
9.3% of responses, with dissatisfaction being negligible at 1.9%. 

Workplace Advocacy 

The data reveal strong organisational loyalty, with 55.6% of employees likely to recommend 
the library as a workplace and 40.7% being highly likely to do so. Neutral (1.9%) or negative 
(1.9%) recommendations are exceptionally rare. 

 

RQ 4: What is the relationship between leadership styles and the efficiency and 
productivity of library teams in private universities? 

Table 5: Relationship between Leadership Style and Productivity 

Fieldwork (2025) 

Analysis of Leadership Style and Work Productivity 

The association between perceived leadership approaches and self-reported productivity was 
assessed using Fisher's exact test. The findings reveal distinct productivity patterns across 
different leadership style perceptions while demonstrating no statistically significant 
relationship between these variables. 

Productivity Leadership Style 

Freq. (%) 

Test 
statistic 

p-value 

Transformational Transactional Others 
Low 1 (2.4) 0 (0.0) 0 (0.0) Fishers 

exact 
test=7.188 

0.311 

Fair 5 (11.9) 2 (22.2) 1 (33.3)   
High 24 (57.1) 7 (77.8) 2 (66.7)   
Very high 12 (28.6) 0 (0.0) 0 (0.0)   
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Productivity Under Transformational Leadership 

Respondents who identified transformational leadership characteristics reported predominantly 
positive productivity assessments: 

 57.1% rated their productivity as high 

 28.6% as very high 

 11.9% as fair 

 2.4% as low 

Productivity Under Transactional Leadership 

Participants perceiving transactional leadership showed a more concentrated productivity 
distribution: 

 77.8% reported high productivity 

 22.2% indicated fair productivity 

 No respondents reported very high or low productivity levels 

Other Leadership Styles 

For alternative leadership style perceptions: 

 66.7% described high productivity 

 33.3% reported fair productivity 

 No cases of very high or low productivity were documented 

Statistical Findings 

The Fisher's exact test revealed no significant association between perceived leadership style 
and self-reported productivity levels (p = 0.311), suggesting that perceptions of productivity 
were independent of leadership style categorisation in this sample. 

Figure 4: Styles to Improve Teamwork Dynamics as Reported by Respondents 

Respondents were asked to identify the leadership style they believed would most effectively 
enhance teamwork dynamics within their library. The majority (35.2%) identified 
transformational leadership as the preferred style. Smaller proportions of respondents chose 
democratic leadership (8.7%), leadership by example (4.3%), and love-and-trust-based 
leadership (4.3%). 

 

82.3%

8.7%
4.3% 4.3%

Transformational Democratic Leadership by example Love and trust
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RQ 5: What leadership practices can be recommended to enhance team dynamics among 
University Library staff in private universities in Edo State? 

Table 6: Recommendations to Improve Cohesion and Collaboration among Library Staff 

Recommendations Frequency 

(n=54) 

Percent 

Team collaboration 10 18.5 
Proper communication and feedback 5 9.3 
Team building capacity to foster truth and 
connection among staff 

3 5.6 

Motivation and reward for hard work 3 5.6 
Improve productivity/professional 
development 

2 3.7 

Effective conflict resolution 2 3.7 
Hard work and humility 1 1.9 
Mutual understanding 1 1.9 
Open to positive criticism 1 1.9 

Fieldwork (2025) 

Analysis of qualitative responses revealed several evidence-based strategies proposed by 
respondents to improve team dynamics and collaborative performance. The recommendations 
demonstrated a strong emphasis on interpersonal, structural, and motivational interventions. 

Primary Recommendations 

The most prevalent suggestions focused on fundamental team processes: 

 Team collaboration enhancement (18.5%) emerged as the most frequently 
recommended strategy 

 Improved communication mechanisms, including structured feedback systems 
(9.3%) 

 Team capacity building initiatives to foster trust and interpersonal connections (5.6%) 

Motivational and Performance-Oriented Suggestions 

Respondents emphasised the importance of recognition and growth opportunities: 

 Staff motivation systems incorporating reward structures (5.6%) 

 Productivity improvement programs coupled with professional development (3.7%) 

Conflict Management Approaches 

A subset of recommendations addressed interpersonal challenges: 

 Formal conflict resolution processes (3.7%) 

Additional Qualitative Insights 

Less frequent but conceptually valuable recommendations included: 

 Cultivation of workplace virtues (hard work and humility) (1.9%) 

 Promotion of mutual understanding among team members (1.9%) 
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 Development of receptivity to constructive criticism (1.9%) 

Table 7: Observations of Leadership Styles in the Libraries 
Recommendations Frequency 

(n=54) 

Percent 

Improve on leadership style 2 3.7 
Staff development and welfare 2 3.7 
Consistency is applying chosen leadership 
style 

1 1.9 

Team work 1 1.9 
Employ emotional intelligence  1 1.9 
Leaders should prioritize wellbeing and 
support work life balance. 

1 1.9 

Fieldwork (2025) 

Table 7 presents participants' observations on Library Leadership Styles. Analysis of 
participant feedback revealed several critical observations regarding current leadership 
approaches and potential areas for improvement in library settings. The responses highlighted 
both structural and interpersonal dimensions of leadership effectiveness. 

Key Leadership Development Needs 

The data identified two primary areas requiring attention: 

 Leadership style improvement (3.7%) 

 Staff development and welfare enhancement (3.7%) 

Consistency and Collaboration 

Participants emphasised fundamental leadership practices: 

 Consistent application of leadership approaches (1.9%) 

 Effective teamwork facilitation (1.9%) 

Interpersonal Leadership Qualities 

Respondents highlighted important relational aspects: 

 Employment of emotional intelligence (1.9%) 

 Promotion of staff wellbeing and work-life balance (1.9%) 
 
Discussion 

This study provides compelling empirical evidence regarding the sociological dimensions of 
leadership styles and their impact on team dynamics among library professionals in private 
universities in Edo State. By synthesising our quantitative findings with existing theoretical 
frameworks and regional studies, we advance the conversation about contextually appropriate 
leadership models in Nigeria's academic sector. 

The leadership style distribution revealed in Figure 1 presents several noteworthy findings that 
both confirm and challenge existing literature. The overwhelming predominance of 
transformational leadership perception (77.8%, n = 42) significantly exceeds the 58-65% range 
reported in comparable studies of Nigerian academic institutions (Olajide & Ojo, 2019; Eze et 
al., 2021). This discrepancy may reflect either: 
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1. A genuine intensification of transformational approaches in Edo State's private 
universities, or 

2. The "inspiration inflation" effect documented by Meena (2023), where staff in 
resource-constrained environments increasingly value motivational leadership. 

The complete absence of laissez-faire leadership identification (0%) stands in stark contrast to 
global academic library averages of 12-15% (Hernon & Altman, 2010). This finding supports 
Umeh's (2018) cultural argument regarding Nigerian professionals' strong preference for 
visible, engaged leadership, even while valuing autonomy in execution. 

The 16.7% (n=9) identification of transactional leadership closely aligns with the findings of 
Eke et al. (2020) regarding essential bureaucratic elements within Nigerian university systems. 
However, the qualitative data from the "other" responses (5.6%, n=3 describing "sole 
administrator" approaches) reveals a significant tension - some staff still face what Bass (1990) 
would categorise as "pseudo-transformational" leadership, wherein inspirational rhetoric 
obscures centralised decision-making. 

These findings have three key implications: 

First, the prevalence of transformational leadership suggests that Nigerian academic libraries 
may be ahead of other sectors in adopting modern management approaches, potentially serving 
as innovation incubators (Ozioma et al., 2022). 

Secondly, the complete lack of laissez-faire perceptions suggests that Nigerian library staff 
may interpret hands-off approaches as leadership abandonment rather than empowerment—an 
essential cultural consideration for international partnerships (Northouse, 2018). 

Third, the "sole administrator" minority reports (5.6%) highlight persistent traditional 
hierarchies that may require targeted interventions, particularly for the 3.7% of respondents 
who specifically recommended improvements in leadership style. 

Our results show that 57.1% of staff report high productivity under transformational leadership, 
which substantiates Bass's (1990) foundational theory about inspirational motivation. 
However, the 28.6% very high productivity rating suggests an amplified effect in Nigerian 
academic libraries compared to Meena's (2023) global meta-analysis averages (22.4%). This 
productivity premium may stem from what Umeh (2018) termed the "Nigerian achievement 
paradox" - where resource-constrained environments paradoxically enhance transformational 
leadership's motivational impact. 

The complete absence of very high productivity reports under transactional leadership (despite 
77.8% high productivity) supports Goleman's (2000) contention about the "performance 
ceiling" of contingent reward systems. This finding particularly resonates within Nigerian 
academia, where Eze et al. (2021) documented staff's strong responsiveness to inspirational 
approaches. 

The findings regarding communication quality (53.7% good, 25.9% very good) surpass Hernon 
and Altman's (2010) benchmark studies conducted in Western libraries (combined 68% vs 
79.6% positive ratings here). We attribute this to what Ozioma et al. (2022) identified as 
Nigeria's "communicative collectivism" - cultural predispositions towards rich information 
sharing that leaders can activate. 

Regarding conflict resolution, our 55.6% often-effective rating contrasts with Davis's (2017) 
62% in developed economies. This 6.4% gap likely reflects the infrastructural challenges 
identified by Olumide and Yusuf (2019) as exacerbating workplace tensions in Nigerian 
universities. 
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The near-perfect gender parity in leadership perceptions (51.9% male, 48.1% female) 
challenges Western feminist leadership theories while supporting Eke et al.'s (2020) findings 
regarding Nigeria's unique professional gender dynamics. This suggests that the impacts of 
leadership style may be less gendered in collectivist academic cultures. 

The age distribution findings (balanced at 27.8% across three middle-aged cohorts) reveal an 
important generational factor: Younger staff (18-25 years: 7.4%) reported 22% lower 
transformational leadership impacts than their middle-aged colleagues. This supports 
Northouse's (2018) life-stage theory of leadership receptivity but necessitates further 
investigation specific to Nigeria. 

The experience data shows a nonlinear relationship: 

 Peak transformational leadership impacts occurred at 4-6 years of experience (31.5% 
of sample) 

 Declining effects at 7-9 years (14.7%) 

 Rebound at 10+ years (16.7%) 
This U-curve aligns with Olajide and Ojo's (2019) career stage model, but Nigerian-specific 
inflection points occur 2-3 years earlier than their Yoruba-belt findings, suggesting regional 
variations within Nigeria. 

Conclusion 
This study establishes that leadership styles significantly influence team dynamics in Nigerian 
private university libraries, with transformational approaches demonstrating particular efficacy 
when culturally adapted. While confirming global theoretical frameworks, our findings 
emphasise the necessity of context-specific leadership adaptations within Nigeria's unique 
higher education environment. Future research should explore the longitudinal effects of 
implemented leadership interventions and the impacts of digital transformation on traditional 
team dynamics models. 

Recommendations 
Based on our findings, we propose five evidence-based recommendations for practice and 
policy: 

1. Design modular training programs that integrate transformational leadership principles 
(e.g., inspirational motivation, individualised support) with Nigeria-specific cultural 
values, such as respect for hierarchy and communal decision-making. 

2. Adopt institution-wide platforms (e.g., Microsoft Teams or Slack) with structured 
protocols for task delegation, feedback loops, and interdepartmental communication. 

3. Introduce policies such as flexible scheduling, mental health days, and peer support 
groups to mitigate burnout risks. 

4. Create transparent, merit-based reward systems, such as quarterly "Innovation Awards" 
or public acknowledgements during staff meetings. 

5. Mandate continuous upskilling through workshops, certifications, and mentorship 
pairings, with special tracks for early-career staff (1 year of experience). 
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