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Abstract

The researchers in African countries have received attention in the literature, especially in the academic environment,
as high labour turnover among the academic staff leds to reduced productivity and quality of education in Africa.
This study investigated the positioning of conflict resolution through the extemporization of ‘Employee voice (EV),
organizational citizenship behaviour (0CB), and employee retention (ER) using selected Universities with the underlay
history of established successive culture in Southwest, Nigeria. The survey involved three hundred and seventy-six (376)
academic staff members. A quantitative study was conducted with a structured questionnaire to test the hypothesis.
Structural equation modelling was used to analyze the data. The independent variable (EV and 0CB) predicts the de-
pendent variable (ER); this shows that the relationship is statistically significant. The study recommends that organiza-
tions, particularly tertiary institutions, enhance and value employee voice. scheduling of periodic meetings in which all

voices are given the necessary respect and opinions will change the positioning of the mediating variable.

Keywords: employee retention; organizational citizenship behavior, employee voice, conflict resolution.

Comportamiento de Ciudadania Organizacional, Voz de
los Empleados y Retencion del Personal Académico en
Universidades Nigerianas: Papel Mediador en la Resolucion
de Conflictos

Resumen

Los investigadores en los paises africanos han recibido atencién en la literatura, especialmente en el entorno académico,
ya que la alta rotacién laboral entre el personal académico conduce a una reduccion de la productividad y la calidad de la
educacion en Africa. Este estudio investigd el posicionamiento de la resolucién de conflictos a través de la improvisacién
de la ‘voz de los empleados (EV), el comportamiento de ciudadania organizacional (OCB) y la retencién de empleados
(ER) utilizando universidades seleccionadas con la historia subyacente de la cultura sucesiva establecida en el suroeste
de Nigeria. La encuesta involucrd a trescientos setenta y seis (376) miembros del personal académico. Se realizé un
estudio cuantitativo con un cuestionario estructurado para probar la hipétesis. Se utilizo un modelo de ecuaciones es-
tructurales para analizar los datos. La variable independiente (EV y 0CB) predice la variable dependiente (ER); esto de-
muestra que la relacion es estadisticamente significativa. El estudio recomienda que las organizaciones, particularmente
las instituciones terciarias, mejoren y valoren la voz de los empleados. programacion de reuniones periddicas en las que
se da a todas las voces la necesaria el respeto y las opiniones cambiaran el posicionamiento de la variable mediadora.

Palabras clave: la retencion de empleados; comportamiento de ciudadania organizacional, voz del empleado, resolu-
cién de conflictos.
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Introduction

THE ROLE of higher education institutions
in the provision and development of the workforce
for sustainable economic growth and development
in all countries is documented in the literature
and recognized by educators, researchers, experts,
and scholars around the world (Zettler, 2022).
Higher education institutions are expected to be
the source of information for the most speciali-
zed and skilled intellectuals due to their unique
nature (van Kleef & Lelieveld, 2022). They train a
qualified and adaptable workforce, generate new
knowledge through basic and applied research,
access existing global knowledge, and provide a
platform for adapting this knowledge to local use
by supporting knowledge-based economic growth
and poverty reduction strategies (Jamil, 2016). The
evidence of this was displaced by a high turnover
in academic settings which has recently become a
major concern for psychologists and researchers
in African countries (Masoga, 2013), calling for
a halt to the emigration of perceived knowledge
workers. Due to the brain drain or loss of talented
African academic staff, many countries on the
African continent lack the skills needed to meet
the challenges of economic development (Benedict
& Ukpere, 2011). The constant strikes at higher
education institutions in Nigeria are becoming a
disturbing phenomenon in the education sector
(Sajuyigbe, 2015; Enahoro & Adeyinka, 2013; Ojo-
kuku, 2013; Ologunde, Asaolu & Elumide, 2012).
The above scenario has resulted in a significant
number of Nigerian scholars migrating abroad
in search of greener pastures. The impact of this
apparent reduction in the number of academic
staff is that the lecturer/student ratio is high and
can put a heavy burden on lecturers in the field,
leading to reduced productivity and reduced qua-
lity of education in higher institutions of learning
in Nigeria (Sajuyigbe, 2015).

In the current scenario, employee retention
is a major concern for researchers, educators,
and policymakers. Employee retention is defined
as an organization’s ability to prevent employee
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turnover or the number of people who leave their
jobs voluntarily or involuntarily over a while
(Sajuyigbe, 2021). Researchers have found that
employees are more likely to stay and work to
successfully achieve their corporate goals if appro-
priate employee retention strategies are adopted
and implemented by the company (Wilkinson,
Gollan, Kalfa, & Xu, 2018; Ruck, Welch & Menara,
2017; Wood & De Menezes, 2011). Thereby positing
that increasing employee retention has a direct
impact on a company’s productivity and success.
Furthermore, Employee Voice has been identified
as one of the employee retention strategies to
prevent employee turnover. Employee retention
is strongly and systematically linked to employee
voices (Simsek & Giirler, 2019). This link explains
that when employees at all levels share their views
and opinions, work together towards common
goals, and share power and influence, they are
no longer attracted to alternatives. In addition,
organizational citizenship behaviour was recog-
nized by scientists and documented as one of the
employee retention strategies in HR management
that motivates employees to maintain maximum
time in the organization and contribute effectively
(Salami, 2009). Lavelle, Gunnigle, and McDon-
nell (2010) show that an organization’ citizenship
behaviour provides personal motivation beyond
the need to provide something for fair treatment.
Empirical evidence shows that employee voice and
the organization’s citizenship behaviour can bring
many valuable improvements to the organization,
such as organizational commitment (Soieb, Oth-
man & D’Silva, 2013), job satisfaction (Kanana,
2016), and employee retention (Abdullah, Maisoon
& Islam, 2018).

Employee voice, organizational citizenship
behaviour, employee retention, and conflict res-
olution have been independently studied and
conceptualized in a variety of ways in both devel-
oped and developing countries (Soieb, Othman
& D’Silva, 2013; Kanana, 2016; Abdullah, Mai-
soon & Islam, 2018). However, especially in the
education sector, the role of mediating conflict
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resolution in the relationship between employ-
ee voice, organizational citizenship behaviour
and employee retention has not been explored.
Thus, this current study fills a gap in the human
resource management literature by examining the
mediating role of conflict resolution on the rela-
tionship between employee voices, organizational
citizenship behaviour, and employee retention. The
research is expected to provide valuable insights
that government and university management can
use to optimize educational environments through
employee engagement, organizational citizenship
behaviour, and conflict resolution.

Underpinning Theories

Prior studies have linked various theories such
as Human Capital theory (Abdullah, Maisoon and
Islam, 2018), equity theory (Ekabu, 2019), Maslow’s
Hierarchy of Needs Theory (Jagun, 2015), social
exchange theory (Owence, Pinagase, and Molotsi,
2014), Path-Goal theory ($imsek & Giirler, 2019),
Resource-Based View Theory (Onyango, 2013),
Strategic Contingency Theory (Odhong & Omolo,
2014), and Herzberg’s Two-Factor theory (Owence,
Pinagase & Molotsi, 2014) to establish the link
between employee relationship management and
employee retention. However, no or few studies
used a mixture of different theories to explain the
relationship between organizational citizenship
behaviour, employee voice, conflict resolution,
and employee retention. Thus, this study warrants
details to address this contemporary gap in the
literature by using Equity Theory and Path-Goal
theory to explain the role of mediating conflict
resolution in the relationship between employee
voice, organizational citizenship behaviour, and
employee retention. A good reason for using
these theories is that equity theory represents a
balance between academics’ attitudes toward their
academic careers and the intensity of their work.
This theory argues that governments should be
responsible for paying academics fairly to prevent
staff turnover and the number of people seek-
ing greener pastures in neighbouring countries.

DEPARTAMENTO DE PSICOLOGIA FACULTAD DE CIENCIAS HUMANAS

Furthermore, path-goal theory shows that the
actions of the Nigerian government affect academic
motivation, performance, and retention. Integrity
may be determined by academic satisfaction, goals,
and the government’s ability to promote retention.

Equity Theory

The theory of Equity (1965) focuses on people’s
perceptions of how they are treated compared to
others in terms of decision-making participation,
freedom of expression, and collaborative learn-
ing (Miringu, 2017; Orina, 2014; Spector, 2008).
According to Ekabu (2019), the theory is that
employees are treated fairly, motivated to perform
at their best, and even organizations make a round
trip by engaging in organizational citizenship be-
haviour. Millis (2017) shows that equity theory is
a moral theory in that it seeks to understand the
causes of happiness and satisfaction. Conflicts can
be explained by the difference in the relationship
between work and compensation. Conflicts occur
when an employee feels cheated in a relationship
and is willing to leave. The theory demonstrates
that the number of organizational citizenship
behaviour patterns (OCBS) can be reduced if
employees feel that the output/input ratio is below
the reference value (Khalid et al., 2012; Rizwan &
Ali, 2010). Alternatively, the person can be late,
miss a job altogether, or quit the job. Therefore,
this theory can be applied to understand the
changing intentions of scholars in Nigerian higher
education institutions. Academics then compare
their working conditions and other aspects of
the teaching profession with their equivalents
in similar institutions in the public sector. This
explains why the Nigerian University Academic
Staff Union (ASUU) has made multiple strikes
nationwide to demand better working conditions.

In this study, the equity theory is used to
connect the organizational voice with organiza-
tional citizenship behaviour. This arises from the
requirement to comprehend an employee's ability
to speak up and be heard in an organizational
setting. This idea is thought to be a moral theory
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for achieving full organizational engagement to
achieve a productive synergy. The productivity
of the organization is said to reflect the synergy
atmosphere. The authors’ positions on this theory,
as stated by Khalid et al., (2012) and Rizwan & Ali
(2010), show that the number of organizational
citizenship behaviour patterns (OCBS) can be
lowered if employees believe the output/input
ratio is below the reference value, in retrospect,
the employee voice. The employee’s ability to hear
anote decides whether or not he is regarded as a
citizen of the corporation (Miringu, 2017). Overall,
what motivates an individual to act in the direction
of making an opinion known is a function of the
company’s un-suppressiveness, which allows the
employee’s voice to be heard regardless of the
situation in which the organization finds itself. As
a result, there is a cultural obstacle to employee
growth is removed. It is based on this premise
that the theory intends to hypothetically relate the
prowess of an employee voice to staff retention in
the organization

In short, it can be concluded that construc-
tivism allows approaching the vocational phe-
nomenon in an alternative and innovative way,
understanding it as a process that is inscribed in
socio-historical contexts that are permanently
created and recreated. This conception is consistent
with Bruner’s (2008) socio-cultural proposals on
cognitive development, which guide the concep-
tualization proposed here (Gergen, 2007; Kang
et al,, 2017; Young & Collin, 2004). So, after rec-
ognizing the place of constructivism in this new
conception of vocationality, next, this process
will be approached from the notion of identity.

Perspective the Path-Goal
Theory of Leadership

Path-Goal theory dates back to Martin Evans
(1970) and was further developed by House (1971).
The theory shows that leader behaviour depends
on employee satisfaction, motivation, and per-
formance. Leaders are expected to help followers
reach their goals and provide the guidance and
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support they need to ensure that their goals are in
line with the goals of the institution (Kasinathan
& Rajee, 2017; Habeeb, 2019; Barsulai, Makopon-
do & Fwaya, 2019). An organizational goal that
details the methods used by leaders. Wilkinson,
Gollan, Kalfa, and Xu (2018) state that if a manager
constantly consults with employees, seeks sugges-
tions, allows participation in decision-making,
protects employee well-being, treats them equally,
and show confidence in their abilities, employees
will exhibit organizational citizenship behaviour
and be committed to organizational goals. Re-
search shows that when managers make up for
the shortcomings of either employees or the work
environment, citizenship organizational behaviour,
work satisfaction, and employee retention are
positively impacted (Grego-Planer, 2019; Cherry,
2010). In the same direction, Masood, Siddiqui,
Lodhi, and Shahbaz (2020) reveal that employees
exhibit organizational citizenship behaviour and
commitment when managers show a smooth,
clear direction without obstacles to achieving
the company’s goals. Ram and Prabhakar (2011)
argue that leaders can change the lives of the em-
ployees by changing their ambitions to leave the
organization if they were motivated to participate
in decision-making, treat them equally, and have
confidence in their abilities. According to Simsek
and Giirler (2019), the Path-goal theory predicts
that a leadership direction is an important tool
in helping subordinates complete complex tasks
beyond their ------ capabilities. Therefore, the
Path-Goal theory applies to this study because the
theory is emphasizing the need for the Nigerian
universities management and government to
level out the educational challenges by encour-
aging academic staff to make decisions about
non-payment of allowances, extended working
hours, poor relationships, and industrial hazard.
This helps academic staff demonstrate organiza-
tional citizenship behaviour and a high level of
commitment to educational development.

For the adoption of the path growth theory,
it assumes to a certain degree that the voice of
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employees in an organization concerning diverse
opinions will lead to a conflict but as the resolution
of that occurs, the retentiveness of the employees
in the organization on that job is harnessed. Wood
& De Menezes, (2011) made it known that human
nature naturally abhors conflict and the growth
of any society is based on the proposition of an
amicable way of solving conflicts as it arises. The
assurance that such conflict will be solved will cre-
ate an organizational allegiance vis-a-vis a reason
for continuity within the organization (Rizwan &
Ali, 2010). Thus, bringing the path growth theory
into adoption for the study as it culminates the
existence of a conflict resolution as a mediator to
harness organizational citizenship behaviour from
the belief of being retained in the organization
based on the job path the employee believes will
be attained. From a bird’s eye view, the different
entailed collective transitional factor for employee
retention is based on the consistency of conflict
resolution emanating from the organizational cit-
izenship behaviour. The above-listed parameters
are the ways in which employee retention operates
from the consciousness of the path growth theory
using conflict resolution acting as the mediating
transit into participating in the organizational
citizenship behaviour

Employee Voice and Employee Retention

The roots of the concept of employee voice
date back to the Industrial Revolution of the 18th
century when agricultural societies became more
industrialized and urbanized (Kaufman, 2013).
According to Wilkinson, Gollan, Kalfa, and Xu
(2018), employee voices have been in the limelight
of human resource management and organizational
behaviour (OB) since the 1980s. Rees, Alfes, and
Gatenby (2013) describe an employee’s voice as a
broad and formal means of employee input, includ-
ing involvement in decisions, conflict resolution,
grievance procedures, suggestion systems, quality
circles, employee-management meetings, ombuds-
man services, and work councils. The employee
relationship management literature considers the
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employee’s voice to be a fundamental democratic
act for employees who have the right to express
their opinions about workplace decisions in the
organization (Wilkinson et al., 2018).

Empirical research has shown that there is
a positive correlation between employee voice
and employee retention. For example, a study by
Wood and De Menezes (2011) shows that employee
voice is associated with low willingness to quit
and employee involvement. In addition, Ruck,
Welch, and Menara (2017) have also established
a positive relationship between employee voice
and employee retention. Han, Chiang, and Chang
(2010) also found that employees with a corporate
culture that encourages employee participation
in decision-making tend to stay in the company.
From the same perspective, Bakker and Demerouti
(2008) argue that employees who autonomously,
manage, and responsibly propose improvements
within an organization tend to stay in the organi-
zation. In the same perspective, Path-Goal theory
attests that if a leader constantly consults with
employees, seeks suggestions, allows participation
in decision-making, protects employee well-being,
treats them equally, and show confidence in their
abilities, employees will be committed to organiza-
tional goals. The above-consensus results should
be reviewed in the context of Nigeria. Therefore,
the following hypothesis is formulated:

H: There is a positive and significant rela-
tionship between employee voice and employee
retention

Organizational Citizenship Behavior
and Employee Retention

In the early 1980s, the term “organization-
al citizenship” was used to describe employee
behaviour within the social systems of various
companies. Due to the increasing importance of
autonomous and team-based work compared to
the strict traditional hierarchy, it has since evolved
into an important subject of research (Le Pine, Erez,
& Johnson, 2002). Therefore, an understanding
of Organizational Citizenship Behavior (OCB) is
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becoming increasingly important to the social
structure of a company and the long-term sus-
tainability of employee responsibilities. Employee
roles and their behaviour are fundamental, both
at the macro level for changes in all organizations
and at the micro level for individual organizations.
In previous studies, researchers found that the
basic strategy of today’s organizations for effective
employee retention is organizational citizenship
behaviour (Paille, 2013; Lam, Chen & Takeuchi,
2009; Paille & Grima, 2011). Citizenship is employee
behaviour that is not part of an employee’s contract
or job description but is beneficial to the company’s
performance. Employees are motivated to support
the company’s core values and demonstrate these
behaviours without expecting compensation.
Organizational citizenship behaviour has
been observed over time. Behaviour often provides
ideas for minimizing the need for surveillance,
improving work ethic, and reducing costs. Indi-
vidual behaviour is visionary and tends to choose
activities that it believes are part of its future po-
sition. Employees who are willing to exceed their
obligations support the organization in dealing
with change and unpredictability. According to
Kasinathan and Rajee (2017), organizational citi-
zenship behaviour is the willingness of employees
to make voluntary and supportive gestures while
empirically showing that organizational citizen-
ship behaviour significantly predicts employee
retention. Lavelle (2010) shows that organizational
citizenship behaviour provides organizations with
the personal motivation that goes beyond the
need to do something for fair treatment. A study
conducted by Paille (2009) finds a positive and
significant relationship between organizational
citizenship behaviour and employee retention.
Similarly, Podsakoff, Whiting, Podsakoft, and
Blume (2009) argue that organizational citizenship
behaviour predicts productivity, efficiency, and
retention when encouraged within the organiza-
tion. The Grego-Planer (2019) study also agrees
with a previous study that found a positive link
between organizational citizenship behaviour and
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employee retention. Habeeb (2019) also shows that
organizational citizenship behaviour motivates
employees to become involved and incorporated
into the organization and is, therefore, willing to
work beyond formal expectations. In addition,
Barsulai, Makopondo, and Fwaya (2019) found in
their study that employee retention and produc-
tivity are predicted by organizational citizenship
behaviour.

Equity theory argues if a leader should be
responsible for paying fairly it will enhance OCB
and prevent staff turnover (Masood et al., 2020).
Thus, the following hypothesis is proposed:

H : There is a positive and significant relation-
ship between organizational citizenship behaviour
and employee retention

Construct Conflict Resolution
as Mediating Factor

The term conflict resolution refers to the
informal or formal process used by two or more
parties to reach a peaceful resolution to a disagree-
ment. As indicated by Weber (1946) the study of
conflict resolution in the organization has now been
subjugated by the rationalist tradition. Conflict,
according to the rationalist viewpoint, is a threat
to efficiency, and conflict resolution is the use of
specialized tools to regulate or divert conflict into
constructive endeavours. Cultural heritage, on the
other hand, emphasizes how conflict resolution
meanings and forms are socially constructed in
organizations and institutional environments (Be-
hfar, K, Friedman, & Brett, 2016). The systematic
achievement of global relevance depends on the
ability of managers to recognize and deal with
conflicts in the workplace (Julia, Juriy, Maksim,
& Valeria, 2020).

Previous studies demonstrate that there is a
direct relationship between conflict resolution, em-
ployee voice, organizational citizenship behaviour,
and employee retention. For example, Roche (2016)
discovers that conflict resolution in the workplace
reduces stress, has impacts on trust between em-
ployees and leadership, and makes it easier for
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employees to stay engaged. The study conducted
by Clardy (2018) reveals that conflict resolution
has a positive link with employee involvement,
organizational citizenship behaviour, and reten-
tion which brings organizations to the limelight
of global relevance. Gramberg, Teicher, Bamber,
and Cooper (2020) further reported that employee
voice, organizational citizenship behaviour, and
retention are predicted by conflict resolution.
Additionally, Gramberg, Teicher, Bamber, and
Cooper (2017) find that conflict resolution facil-
itates employee participation in decision-making,
commitment, and employee retention. Dunford,
Mumford, and Boss (2020) also retorted those
employees whose managers engage in conflict
resolution have the perception of involvement
culture, organizational citizenship behaviour, and
lower turnover rates. The study of Alam, Arora,
and Gupta (2020) also confirms that conflict
resolution dimensions such as problem-solving

Figure 1 Conceptual Framework

discussions, communication skills, team media-
tion, teamwork, departure, reaction, and effective
listening have a significant influence on employee
participation in decision-making, organizational
citizenship behaviour, and intention to leave.
Based on the empirical findings, the following
hypothesis emerged:

H_: There is a positive and significant rela-
tionship between conflict resolution and employee
retention

H : Conflict resolution mediates the rela-
tionship between employee voice and employee
retention

H_: Conflict resolution mediates the relation-
ship between organizational citizenship behaviour
and employee retention

Conceptual Framework
The conceptual framework for this current
study is presented (see Fig.1)

Employee Voice

Organizational
Citizenship Behavior
Management

L R

Conflict Resolution

Employee Retention

Note. In the above model, employee voice and organizational citizenship behaviour are taken as independent variables while conflict resolution is the mediator

and employee retention as a dependent variable.

Method: Sample and Procedure
The study population comprises full-time
academic staff members of the three selected
universities, as it is primarily responsible for
training the higher education level workforce.
The sample was selected using non-probability
sampling techniques. First, a purposive sampling
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technique was used to select the three universities
(University of Ibadan, Ekiti State University, and
Babcock University). Thereafter, a sample of 450
academic staff was conveniently selected from
the three universities. The sample comprises 150
each from the universities. Consequently, 450
copies of the questionnaire were administered by
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the researchers to participants who volunteered
to participate in the study from sth July 2021 to
8th November 2021. At the end of the period,
376 copies of the questionnaires were returned
representing a response rate of 0.84%.

50% of them came from the University of
Ibadan, 35% of respondents came from EXkiti
State University, and only 15% of them came from
Babcock University. 71% of the respondents were
male and 29% were female. This trend suggests
that men make up the majority of lecturers. This
distribution may be because, in most Third World
countries, men are culturally more educated than
women. Forty-five percent of respondents were
between 40-50 years, 36% were between 30- 40
years, 14 % were between 50 — 60 years, and only
5% were above 60 years. The average age of most
respondents is 43 years. This means that most
faculty members are still very young, energetic,
and active. This development means that they can
still make a meaningful contribution to academic
development.

Seventy-seven percent of respondents have
a third-degree (PHD) as the highest educational
qualification and 30% have a second degree (M.SC),
but only 3% of respondents have a first-degree
(B.sC) as the highest educational qualification.
This means that more than 60% of academic
staff have a PHD, which can help improve the
level of education of students. 55% of respond-
ents have been in university for 10 to 30 years,
35% have been in university for 19 years, and 10%
have been in university for over 30 years. The
average majority of respondents have more than
10 years of the university experience. Years of
university experience show that most of them
understand the institutional structure and admin-
istrative background that inevitably determine
their coping strategies.

Measurements

To test the hypothesis, a quantitative study was
conducted with a structured questionnaire. This
study uses a conflict resolution scale developed and
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validated by Magdalene (2016) to measure conflict
resolution. The scale has seven items in phrase
format, fixed to a 5-point Likert scale, and has the
following degree of response: Strongly Disagree (1),
to Strongly Agree (5). The following is an example
of a sample item; Shifting ground helps to resolve
issues in the university in a fast and dynamic way,
and the application of confrontation in conflict
management reinforces mutual trust and respect
in the university. The author gave a reliability alpha
coeflicient of 0.845 for seven items. The Employee
Voice Scale developed and approved by Kos (2015)
was used to measure the voice of employees. The
scale consists of 8 points in the form of phrases
and is linked to a 5-point scale of the Likert type
with the following degree of response: strongly
disagree (1), strongly disagree (5). Examples of the
sample items include; Employees at each level in
the organization taking part in the decision-making
process up to an extent, the organization giving
rewards for making appropriate suggestions, and
the organization consulting employees in strate-
gic decision-making. The author gave an alpha
reliability factor of 0.89 for 6 items.

The employee retention scale developed and
approved by Albagami (2016) was used to measure
employee retention. The scale consists of 7 items
in the form of phrases and is linked to a 5-point
scale of the Likert type with the following degree
of response: strongly disagree (1), strongly disa-
gree (5). Examples of the sample items include;
I would prefer to spend the rest of my career
with this university, there is no plan to leave this
university soon and my career is secure in this
University” The author gave an alpha reliability
factor of 0.91 for 7 items. This current study uses
the Organizational Citizenship Behavior Scale
developed and validated by Jena and Pradhan
(2018). It is a 5-point Likert-type scale in which
the response ranges from strongly agree (5) to
strongly disagree (1). The 8-item scale measures
organizational citizenship behaviour among aca-
demic staff. Examples of the sample items include;
I enjoy helping others with work problems, I
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believe in doing honest work for an honest day,
paying attention to how someone’s actions affect
the work of others, and I am always up to date on
changes in the organization. The author gave an
alpha reliability factor of 0.92 for 7 items.

Results and Discussion

Table 1 Correlations

Data Analysis

The PROCESS macro program was used as
a regression-based software package to analyze
the data.

Variable 1 2 3 4
1. Employee Retention 1.000
2. Employee Voice .304 1.000
3. Organizational Citizenship Behaviour .623 525 1.000
4. Conflict Resolution 447 .623 .865 1.000

Pearson’s r ranges between +1 and -1, with
+1 indicating a perfect positive correlation, -1
indicating a perfect negative correlation, and o
indicating no linear connection at all. Table 1 de-
picts a very moderate to high positive connection.
Employee retention (ER) is more likely when there
is more employee voice (EV) and organizational

Table 2 Model Summary

citizenship behaviour (OCB), and the effect is quite
powerful. The Pearson Correlation indicates that
the variables have moderate to high relationships.
Similarly, the two-tailed significance value is 0.000.
The usual alpha value is 0.05, indicating that the
association is extremely significant and not just
the result of random sampling error.

Model R R Square | Adjusted | Std. Error Change Statistics Durbin-
R Square | of the Watson
Estimate R Square F df1 | df2 | Sig.F
Change | Change Change
1 3042 | .092 .090 .583 .092 38.119 1 374 | .000
2 6240 | 389 .385 479 .296 180.800 | 1 373 | .000
3 651° 424 419 466 .035 22.472 1 372 | .000 1.644

a. Predictors: (Constant), Employee Voice

b. Predictors: (Constant), Employee Voice, OCB

c. Predictors: (Constant), Employee Voice, OCB, Conflict Resolution

d. Dependent Variable: Employee Retention

The model summary in Table 2 provides
details about the characteristics of the model. In
the present case, the study established an R-value,
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which is the multiple correlation coefficient of the
study. The results show .304 for EV .624 for OCB,
and .651 for CR, suggesting the measure of the
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quality of the prediction of the dependent variable.
This result further indicates that 0.304 for EV is a
weak association between the predictor variables.
However, when grouped into one model, 0.624,
OCB, and 0.651, CR shows a good and strong
level of prediction and an acceptable correlation
between the predictor variables.

Similarly, the coefficient of determination,
measured by the R* of the total variables in the
model, is 0.424 and indicates how much of the
total variation in the dependent variable can be
explained by the independent variable. This reveals
that the regression model explains 9.2 percent of the
changes in the EV, 38.9 percent of the changes in the
OCB, and 42.4 percent of the variability observed
in the target variable. Moreover, the adjusted R* of
the total variables in the model is .419, with an R?
of .424 indicating the variation of the sample results
from the population in multiple regressions. It is
required to have a difference between R-square

Table 3 Coefficients

and the adjusted R-square minimum. In this case,
the value is .419, which is not far off from .424,
which is good. Durbin-Watson = 1.644, which is
between the two critical values of 1.5.

The F-ratio obtained from the SPSS analysis
for the ANOVA is similarly substantially more
than one, indicating that the model is acceptable
in describing the link between the predictor var-
iables and the outcome variables. This was also
reinforced by the zero p-values, which indicate that
the model is significant and hence acceptable for
understanding the connection between dependent
and independent variables. Similarly, the linear
regression E-test contains the null hypothesis that
there is no linear connection between the two
variables (R*= 0). The test is very significant with
F = g1.125 and large degrees of freedom, therefore
we may infer that the variables in the model have
a linear relationship.

Unstandardized | Standardized T Sig. 95.0% Correlations Collinearity
Coefficients Coefficients Confidence Statistics
Interval for B
B Std. Beta Lower | Upper | Zero- | Partial | Part | Tolerance | VIF
Error Bound | Bound | order
(Constant) | 2.719 | 201 13.506 | .000 2.323 3.115
1
\E/g"igéoyee 302 | .049 | .304 6.174 | .000 206 399 304 | 304 304 | 1.000 1.000
(Constant) | 2.153 | 171 12.612 | .000 1817 2.489
2 \E/g"iioyee -031 | .047 |-032 -663 | 508 124 062 304 |-034 |-027 |.724 1.380
oCB 511 038 | .639 13.446 | .000 436 585 623 | 571 544 | 724 1.380
(Constant) | 1.915 | 173 11.043 | .000 1574 2.256
\E/r;'[c"eoyee 062 | .050 |.063 1244 | 214 -.036 161 304 | .064 049 | 612 1.635
3
OCB 750 | .063 | .940 11.984 | .000 627 873 623 | 528 472 | 252 3.968
Conflict -277 | 058 | -.404 -4.741 | .000 -392 2162 | 447 | -239 |-187 | 213 4.694
Resolution

a. Dependent Variable: Employee Retention
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To examine these variables’ conditions, SPSS
was used to run the regression analyses as follows.
The independent variable (employee voice - EV,
organizational citizenship behaviour- 0CB, and
Conflict resolution) predicts the dependent var-
iable (employee retention - ER). The mediator
(Conflict resolution- CR) predicts the dependent
variable (ER) while controlling for the effect of the
independent variable; this indicates that the rela-
tionship is statistically significant. The outcomes
offer a summary of the variables that have still to
be included in the model. The hierarchical model
was used in the study, and this summary explains
the variables that have been defined to be input in
the following phases. The summary computes a
T-test for each predictor’s estimated B-value if it
was entered into the equation at this stage.

Table 3 displays the SPSS regression output.
This table displays the unstandardized and stand-
ardized regression coefficients, standard errors, the
t and p values, and the 95% confidence interval
for each analysis. The result shows that the inde-
pendent variable (EV) is a significant predictor of
the dependent variable (ER) (T = 6.174, P < .00).
In other words, the direct effect (unstandardized
coeflicient = .302) is statistically significant. Hence,
H, is accepted. This result is in line with the study
of Wood and De Menezes (2011) that employee
voice is associated with low willingness to quit
and employee involvement. In addition, Ruck,
Welch, and Menara (2017) have also established
a positive relationship between employee voice
and employee retention.

Similarly, when organizational citizenship
behaviour- 0CB was added to the model and
analyzed the unstandardized and standardized
regression coeflicients, standard errors, the T and
P values, and the 95% confidence interval for each
analysis. The result shows that the independent
variable (OCB) is a significant predictor of the
dependent variable (OCB) (T = 13.446, P < .00).
In other words, the direct effect (unstandard-
ized coefficient = .511) is statistically significant.
Hence, H_ is accepted. The result conforms with
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the study of Kasinathan and Rajee (2017) that
organizational citizenship behaviour is the will-
ingness of employees to make voluntary and
supportive gestures while empirically showing that
organizational citizenship behaviour significantly
predicts employee retention. Likewise, the study
also agrees with Grego-Planer (2019), that found
a positive link between organizational citizenship
behaviour and employee retention. This shows that
organizational citizenship behaviour motivates
employees to become involved and incorporated
into the organization and, therefore, willing to
work beyond formal expectations (Habeeb, 2019).

Table 3 is also the same for the mediating var-
iable (CR) when entered as a significant predictor
of the dependent variable (ER) (T =-4.741, P <.00).
In other words, the direct effect (unstandardized
coeflicient = -.277) is statistically significant. In
this scenario, the findings show that incorporating
conflict resolution into the model has a substan-
tial influence on the model’s capacity to predict
employee retention. Therefore, H3 is acceptable.
This study confirms that conflict resolution in the
workplace reduces stress, impacts trust between
employees and leadership, and makes it easier
for employees to stay engaged.

Moreover, the results confirmed that when
the three variables are entered jointly at the same
time, the results confirmed that OCB and CR isa
significant predictor of the dependent variable (ER)
((0OCB)T =11.984, P <.00; (CR) T = -4.741, P < .00).
In other words, the direct effect (unstandardized
coeflicient (OCB) =.750 (CR)-.277) is statistically
significant, while EV is an insignificant predictor of
ER. This study confirms the result of Clardy (2018)
which reveals that conflict resolution has a positive
link with employee involvement, organizational
citizenship behaviour, and retention which brings
organizations to the limelight of global relevance.
However, this study is not in line with the results
of Gramberg, Teicher, Bamber, and Cooper (2020)
who reported that employee voice, organizational
citizenship behaviour, and retention are predicted
by conflict resolution.
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Table 4 Mediating effects

99

MODEL SUMMARY
Variable / Effect R R Square F Statistics P-value
EV—>CR—>ER .6226 .3876 236.6930 .0000
OCB—->CR—~ER .8649 .7480 553.5071 .0000
MEDIATING EFFECT VALUE OF CONFLICT RESOLUTION
Coefficients T values P-values LLCI uLCl

Employee Voice .0418 .7103 4780 -.0739 15674
Organizational .6538 11.9259 .0000 5460 .7616
Citizenship Behavior

The mediated multiple regression models
have been carried out through process macro
conditional analysis in SPSS. The relationship be-
tween employee voice, Organizational Citizenship
Behavior and employee retention in this study
were mediated by Conflict resolution. The items
were measured from Table 4 above, the results
show the R* in the model with the mediating
variable was 0.60 and 0.86 respectively, showing
that R* changed for the model with the mediating
variable. The results indicate that the mediating
model was statistically significant with the model
having F= 236.69 and 553.51 with a P-value =.000.
This shows that the model is suitable for explain-
ing the mediating influence of conflict resolution
between Organizational Citizenship Behavior and
employee retention. From Table 4, based on the
mediation rule by Hayes (2013), conflict resolu-
tion partially mediates between Organizational
Citizenship Behavior and employee retention
with a P-value of 0.000. The rules state that the
intervening term must be significant and if the
intercession effect of the model values in both
Lower-Level Confidence Interval (LLCI) and
Upper-Level Confidence Interval (ULCI) has no
zero value between them, the mediating variable
has a significant effect on the model. The results
further indicate that conflict resolution does not
mediate the relationship between employee voice
and employee retention with a P-value of 0.4780.
Thus, H_ is confirmed and H, is not supported.
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Discussion of Findings

The results of this study establish that there
is a positive linkage between organizational citi-
zenship behaviour, employee voice, conflict res-
olution and employee retention. This implies that
organizational citizenship behaviour, employee
voice, and conflict resolution are managerial tools
for employee retention. This means that employee
retention is sacrosanct when academic staff are
allowed to participate in decision-making that
is germane to their career. This study aligns with
Wood and De Menezes (2011) that employee voice
is associated with low willingness to quit and
employee retention. In addition, Ruck, Welch,
and Menara (2017) also established that there is
a positive relationship between employee voice
and employee retention. In another study, Han,
Chiang, and Chang (2010) found that employees
with a corporate culture that encourages employ-
ee participation in decision-making are more
likely to stay with the company. From the same
perspective, Bakker and Demerouti (2008) argue
that employees who lead autonomously within an
organization and take responsibility for suggesting
improvements tend to stay in the organization.
Path-goal theory is also consistent with previous
research that employee consultation, solicitation of
suggestions, and participation in decision-making
have a significant impact on employee retention.

Evidence suggests that organizational citizen-
ship behaviour is highly correlated with employee
retention. This means that the academic staft’s
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willingness to make spontaneous and support-
ive gestures is a predictor of staff retention. This
study agrees with Kasinathan and Rajee (2017)
that organizational civic behaviour significantly
predicts employee retention. Lavelle (2010) also
acknowledges that an organization’s citizenship
behaviour gives it a personal incentive beyond
the need to do something to ensure fair treatment.
Research by Paille (2009) confirms a signifi-
cant positive correlation between organizational
citizenship behaviour and employee retention.
Similarly, Podsakoff, Whiting, Podsakoff, and
Blume (2009) argue that organizational citizen-
ship predicts productivity, efficiency, and reten-
tion when encouraged within an organization.
A study by Grego-Planer (2019) also agrees with
previous research that found a positive association
between organizational citizenship behaviour and
employee retention. Additionally, a study by Bar-
sulai, Makopondo, and Fwaya (2019) found that
employee retention and productivity are predicted
by organizational citizenship behaviour. We also
found that, with a P-value of of 0.000, conflict
resolution partially mediated between employee
voice and employee retention, and between OCB
and employee retention.

Conclusion and Recommendation

This study investigated the positioning of
conflict resolution through the extemporization
of ‘employee voice, organizational citizenship
behaviour, and employee retention using selected
universities with the underlay history of established
successive culture, being the first at various stages
of setup in Southwest, Nigeria. Previous related
works on the aforementioned variables, listing the
linear relationship towards the outcome of conflict
resolution on various paradigms, were referred to
en route to this research. The findings revealed a
significant linear relationship between all measured
variables and the mediating variable. Furthermore,
statistically, employee voice and organizational
citizenship behaviour were found to predict em-
ployee retention. As a result, the relationship is
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statistically significant. While controlling for the
effect of the independent variable, the mediator,
conflict resolution, expects there to be an effect
on employee retention. The research findings did
not support this, with conflict resolution failing to
mediate the relationship between employee voice
and employee retention. A conflicting report from
Nguyen et al., (2022) and Stephen et al., (2018) on
the desire to harness employee retention. As a
result of this finding, the study recommends that
organizations, particularly tertiary institutions,
enhance and value employee voice. It has been
established as a follow-up for Organizational
Citizenship Behavior, resulting in employee re-
tention. The scheduling of periodic meetings in
which all voices are given the necessary respect
and opinions will change the positioning of the
mediating variable.

Theoretical Implications

This study illustrates the relevance of equity
theory and pass-goal theory to employee retention
in academia. The results of this study support the
premise of justice theory that academics can be
retained by involving them in decision-making
related to non-payment of bonuses, long working
hours, deteriorating relationships, and industrial
hazards. According to Ekabu (2019), the theory
posits that at this facility, employees are treated
fairly, motivated to do their best, and even recip-
rocated through the organization by engaging in
organizational citizenship behaviour. . Similarly,
Millis (2017) shows that the theory of justice that
seeks to understand the causes of happiness and
satisfaction to achieve full organizational engage-
ment and productive synergy is a moral theory.
Khalid et al.,, (2012) argue that the number of
Organizational Citizen Behavior Patterns (OCBS)
can be reduced when employees perceive their
output/input ratio to be below a baseline.

Furthermore, path-goal theory shows that
Nigerian government actions influence academic
motivation, achievement, and retention. Recent
research has shown that a leadership direction is
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an important tool in supporting subordinates to
accomplish complex tasks beyond their capabilities
(Imgek & Giirler, 2019). Applying the path-goal
theory to this study is how Nigerian university lead-
ers and governments encourage faculty members
to make decisions about non-payment of benefits,
long working hours, deteriorating relationships,
and industrial hazards served as a precautionary
measure to offset educational challenges. The path-
goal theory of leadership allows academic staff to
demonstrate their organizational citizenship and
a strong commitment to educational development
with the goal of conflict resolution. This enables
positive and inclusive growth of the organization.

Practical Implications

This research has practical implications for
governments, and management of tertiary insti-
tutions. The organizational citizenship behaviour
found in this study is moderated by conflict
resolution, with the view that employee voice
determines and thereby leads to employee reten-
tion. Through conflict resolution, the potential to
mediate between employee voice, organization-
al citizenship, and employee retention can be
demonstrated, thereby making any society prone
to chaos and adopting the mindset of warfare. It
has become clear that the current limitations can
be overcome. Evidence, as opposed to a means of
removing tension from an established conflict.
Moreover, compared to Nigerian spaces where
master-servant relationships existed, staff voices
were found not to determine attachment (Ayeni,
2015). This determines the reasons for the decline
in employee loyalty in an area that has received
little research. Governments must therefore take re-
sponsibility for paying academics fairly, preventing
staff turnover, and preventing numbers of people
from seeking greener pastures in neighbouring
countries. Universities should also promote and
value employee participation. Scheduling regular
meetings where all voices are given respect and
input shifts the landscape of mediating variables.
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Limitations and recommendations
for further studies

The geographical scope was one of the major
limitations encountered by the researcher while
conducting this study, as it only focused on one
of Nigeria’s geopolitical zones. Furthermore, the
sample population was limited to academic staff
while excluding non-academic staff, which would
have provided a more balanced viewpoint. The
study was conducted in an academic setting, and
one might wonder if it applies to other industries,
as they may differ from other industries, showing
a different path, and thus generalization cannot
be used. In addition, the study looked at four
(4) variables: organizational citizenship behav-
iour, employee voice, academic staft retention,
and conflict resolution. This approach may have
an impact on the adequacy of the constructs’
components. Another limitation of this study is
the use of a questionnaire as a quantitative data
collection approach, which may limit the expense
and discovery of other new variables in the data
collection process.

The study’s findings and recommendations
are strategic tools for persuading managers, ad-
ministrators, and business owners to improve
business performance. However, there are some
suggestions for future research. The study’s empir-
ical research established a significant relationship
between organizational citizenship behaviour,
employee voice, academic staff retention, and
conflict resolution. Since organizational citizenship
behaviour and employee voice have been estab-
lished, further research should consider issues
such as work ethics, organizational structure, and
economic stability. Additionally, the manner of
conflict resolution should be studied to determine
across contexts. Instead of using the selected
parameters, the scope of the work was limited
to three universities. A comparison of private
and public universities. Furthermore, additional
research can be conducted from the standpoint
of state comparison by selecting a fixed number
of universities to posit another or supplement

PP. 67-106



102 ADEMOLA SAMUEL SAJUYIGBE, ANTHONY ABIODUN ENIOLA, ADEBANJI WILLIAM AYENI & HARRY LYDIA INEBA

the presented viewpoints. While the study uses a
quantitative approach as its main measure of the
instrument, a qualitative approach can be used
as the main or sole instrument to gather more
insights on the research across diverse institution
strata in Nigeria.
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