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Abstract: In this study we examined social justice and credible leadership in the 21% century university leadership and
management. The research employed a correlational survey design. The population of the study comprised of academic
staff of selected universities in the South-South geo political zone of Nigeria. The selected universities are University of
Port Harcourt, University of Calabar, University of Delta, Niger Delta University, and University of Benin. The sample for
the study comprised forty academic staff from each of the universities who were randomly selected after stratification. Out
of the 240 questionnaires were distributed, only 214 copies were retrieved, of which 11 copies were invalid because some
of the items were not answered, leaving the researcher with only 203(84.5%) response rate that were considered
manageable for the data analysis. The study utilized a self-structured questionnaire titled Social Justice in Education
Questionnaire (SJEQ) and Credible Leadership in University Management Questionnaire (CLUMQ), the Questionnaire
consisted of three sections. Section ‘A’ gathered information on respondents demographic data, Section ‘B’ contained 15
items that addressed the research questions, and Section ‘C’ included 10 items that are related to Credible Leadership in
University leadership and Management. Respondents rated items on a 4-point Likert scale, ranging from 1 (Very Low
Extent) to 4 (Very High Extent). Data collection was done from February to May 2024. The instrument underwent face
and content validity by experts in measurement and evaluation in two Nigerian universities, and the internal consistency
was verified using Cronbach's alpha and reliability indices of a = .872 and .789 were obtained respectively, the indices
were considered very reliable. The questionnaires were administered with the help of two trained research assistants who
assisted in ensuring instant retrieval of the instrument distribution to the selected academic staff members. Descriptive
statistics: means and standard deviations were used to answer the research questions, while linear regression statistic was
employed to test research hypotheses at .05 level of significance. The findings of this study revealed a positive relationship
between social justice practices and leadership and management credibility in the 21%. The study concluded that the
integration of social justice principles into leadership and management practices within university systems are essential.
Amongst other things, the study recommended that University leaders should prioritize equitable resource allocation to
ensure that all departments and programs receive the necessary resources to thrive.

Keywords: Social Justice, Credible Leadership, Resource Allocation, Fairness, Decision-Making Processes,
Accessibility, Opportunities, Credible Leadership, University Settings, 21st Century, University Management.

INTRODUCTION

In the contemporary landscape of higher education, the issue of social justice and credible leadership has become
a central concern for universities striving to meet the demands of the 21% century. As universities face increasing pressure
to adapt to changing societal expectations and economic challenges, the role of leadership in promoting social justice and
effective management practices has become paramount.

Ananyi and Ololube (2023) posited that leadership considers the big picture and how everything works together,
while ethical leadership inspires workers to do the right thing, flexible management practices promote innovation and data-
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driven decision making. Equity in resource allocation is a fundamental aspect of credible leadership within university
management. Scholars such as Oplatka (2018) have emphasized the importance of fair and equitable distribution of
resources among departments and units within universities to ensure that all stakeholders have access to the necessary tools
and support for success. However, the reality is often far from equitable, with some departments and units receiving more
resources than others, leading to disparities in academic outcomes and student experiences (Peters & Freeman, 2020).

Equity in resource allocation impacts credible leadership within university management, with a focus on
identifying strategies for improving resource allocation practices helps in promoting social justice and organizational
effectiveness. Fairness in decision-making processes is another critical aspect of credible leadership within university
management. Leaders who make decisions based on fairness and transparency are more likely to gain the trust and respect
of their colleagues, leading to a more cohesive and productive work environment (Brown, 2019). However, decision-
making processes within universities are often complex and influenced by a variety of factors like institutional policies,
political considerations, and personal biases (Johnson, 2021).

Accessibility to opportunities for professional growth and development is a key factor in promoting credible
leadership within university management. Leaders who provide equal access to opportunities for advancement are more
likely to attract and retain talented individuals, leading to a more diverse and innovative workforce (Taylor & Tyler, 2017).
However, accessibility to opportunities within universities is often limited by factors such as nepotism, favoritism, and
discrimination, which can hinder social justice and organizational effectiveness (Jones & Smith, 2018). The intersection of
social justice and credible leadership represents a critical challenge for universities in the 215 century.

By addressing issues relating to resource allocation, decision-making processes, and accessibility to opportunities,
universities can stimulate a more equitable and effective management environment, which may lead to improved outcomes
for students, faculty, and staff. This study aims to contribute to the ongoing discourse surrounding social justice and credible
leadership within university management, while looking at providing insights and recommendations that will promote
positive change within the university systems.

Statement of the Problem

In the context of 21%-century university management, the intersection of social justice and credible leadership
presents a critical challenge. The effective management of resources, fairness in decision-making processes, and ensuring
accessibility to opportunities are essential components of credible leadership. However, many universities struggle to
achieve these goals, leading to inefficiencies and inequities within the education system. Without fairness, there is a risk
of marginalization and disenfranchisement among faculty, staff, and students. Furthermore, barriers such as discrimination,
lack of support services, and limited resources can hinder access for marginalized groups. Therefore, the overarching
problem is how to effectively address resource allocation, fairness in decision-making processes, and accessibility to
opportunities in university management to promote social justice and credible leadership. By examining these issues, this
study aims to explore these issues, while also seeking to identify strategies and best practices for enhancing social justice
and credible leadership in the 21%'-century university management.

Purpose of the Study
The purpose of this study is to examine the relationship between social justice, credible leadership, and effective
university management in the 21st century. Specifically, the study objectives are:
e To assess the extent of equity in resource allocation promotes credible leadership in the 21%-century university
management.
e To evaluate the extent to which fairness of decision-making processes promote credible leadership in the 21
century university management.
e To analyze the extent accessibility of opportunities promotes credible leadership in the 21%-century university
management.

Research Questions
The under listed research question guided the study:
e To what extent does equity in resource allocation promote credible leadership in the 21st-century university
management?
e To what extent does the fairness of decision-making processes promote credible leadership in the 21st-century
university management?
e To what extent does the accessibility of opportunities promotes credible leadership in the 21st-century university
management?
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Hypotheses

The under listed hypotheses further guided the study:

e Null Hypothesis 1: There is no significant relationship between equity in resource allocation and credible leadership
within 21st-century university management.

e Null Hypothesis 2: There is no significant relationship between the fairness of decision-making processes and credible
leadership within 21st-century university management.

e Null Hypothesis 3: There is no significant relationship between the accessibility of opportunities and credible
leadership within 21st-century university management.

THEORETICAL FRAMEWORK
The Chaos Theory

The Chaos Theory, introduced by Edward Lorenz in 1963, as cited in Biswas et al., (2018), represents a significant
advancement in the understanding of complex systems and their behavior. At its core, the Chaos Theory explores the
concept of deterministic chaos, wherein seemingly random and unpredictable behavior emerges from deterministic systems
governed by simple rules. This theory has profound implications across various disciplines, from meteorology to
economics, biology to social sciences, revolutionizing our perception of order and disorder in the universe (Gleick, 1987).

One of the fundamental principles of the Chaos Theory is the idea of sensitive dependence on initial conditions,
often referred to as the “butterfly effect” (Lorenz, 1963, in Biswas et al., 2018). This concept suggests that small changes
in the initial conditions of a system can lead to vastly different outcomes over time. For example, a butterfly flapping its
wings in Brazil could potentially set off a chain reaction of events that ultimately results in a tornado in Texas. This notion
challenges the traditional Newtonian view of the universe as a predictable and deterministic machine, highlighting the
inherent complexity and unpredictability of natural systems.

Another key concept of the Chaos Theory is the existence of strange attractors, which are geometric structures
that represent the long-term behavior of chaotic systems. These attractors provide a visual representation of the underlying
order within chaotic systems, demonstrating that even seemingly random behaviors can exhibit a degree of organization
and predictability. This concept has profound implications for our understanding of complex phenomena, suggesting that
order and chaos are not necessarily mutually exclusive but rather coexist in a dynamic interplay (Biswas et al., 2018).

Moreover, the Chaos Theory has challenged traditional notions of causality and determinism, suggesting that
deterministic systems can exhibit non-linear and unpredictable behavior under certain conditions. This has profound
implications for our understanding of the world, highlighting the limitations of reductionist approaches that seek to explain
complex phenomena through simple, linear relationships. Instead, the Chaos Theory emphasizes the importance of
embracing complexity and uncertainty, recognizing that the world is inherently unpredictable and prone to sudden and
unexpected changes.

Additionally, the Chaos Theory has been applied to a wide range of disciplines, including economics, biology,
and social sciences, where it has provided new insights into the behavior of complex systems (Gleick, 1987, cited in Biswas
et al., 2018). In economics, for example, the Chaos Theory has been used to model stock market fluctuations and economic
cycles, highlighting the non-linear and unpredictable nature of financial markets. Similarly, in biology, the Chaos Theory
has been applied to study population dynamics and ecological systems, revealing the complex interactions that govern the
behavior of living organisms.

Therefore, the Chaos Theory, as pioneered by Edward Lorenz in 1963, represents a paradigm shift in our
understanding of complex systems like the universities and their behaviors. Through concepts such as sensitive dependence
on initial conditions and strange attractors, the Chaos Theory has challenged traditional notions of determinism and
predictability, highlighting the inherent complexity and unpredictability of natural phenomena. This theory have had a
profound impact across various disciplines, revolutionizing our perception of order and disorder in leadership and providing
new tools and techniques for analyzing and understanding complex systems like the universities.

The relevance of the Chaos Theory is in two dimensions: Chaos theory, which studies complex and dynamic
systems, can be applied to the study of social justice in several ways:

e Small actions can have significant effects, highlighting the importance of considering the potential consequences
of decisions on marginalized groups;

e Social justice issues are often interconnected, requiring a holistic approach to address the intricate web of causes
and effects; and Chaos theory shows how systems can self-organize and give rise to new patterns and structures.
This can inspire social justice movements to create alternative systems and structures that promote equity and
inclusivity.
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Chaos Theory can be applied in the study credible leadership in university management in several ways:
e Chaos theory emphasizes the importance of adapting to changing circumstances, which is crucial for effective
leadership in university management.
e University leaders must navigate complex systems, making decisions that consider multiple factors and
stakeholders much like chaos theory's complex systems.
e Chaos theory's concept of emergence can inspire leaders to foster collaborative environments where new ideas
and solutions emerge from the collective efforts of the university community.

Thus, by recognizing the principles of chaos theory, university leaders can develop a more nuanced understanding
of complex systems that may lead to more effective and inclusive decision-making that promotes social justice and credible
leadership.

REVIEW OF RELATED LITERATURE
Social Justice

Social justice is a concept that has gained significant attention in recent years, particularly within the context of
university education and leadership. It is rooted in the belief that all individuals should have access to fair and equal
opportunities, resources, and rights within a society (Rawls, 2019). In the realm of university education, social justice is
particularly important as it pertains to ensuring that every student has access to a high-quality education, regardless of their
background, socioeconomic status, or other factors that may impact their ability to learn (Gorski, 2017).

Equity in the university system means that every student and staff have access to the resources and support they
need to succeed, regardless of their individual circumstances (Gorski, 2017). This may mean providing additional support
to students from disadvantaged backgrounds, such as access to tutoring, counseling, or other services that can help them
succeed academically. Another important aspect of social justice in education is the idea of inclusivity. Inclusive university
education means ensuring that every student, regardless of their background or abilities, feels welcome and valued in the
classroom (Gorski, 2019). This may involve creating a curriculum that reflects the diversity of the student body, or
providing accommodations for students with disabilities to ensure they can fully participate in the educational experience.

Social justice in university education also involves addressing systemic issues that may contribute to inequities in
the system. This may include addressing issues such as funding disparities between schools, or policies that may
disproportionately impact certain groups of students (Gorski, 2020). By addressing these systemic issues, educators can
help create a more equitable education system that benefits all students. In addition to addressing systemic issues, social
justice in education also involves promoting a culture of respect and understanding within schools. This means creating an
environment where every student feels safe and supported, regardless of their background or beliefs (Gorski, 2018). This
may involve implementing programs that promote diversity and inclusion, or providing training for teachers on how to
create a more inclusive classroom environment. Through the promotion of equity, inclusivity, and addressing systemic
issues, leaders can help create a more equitable university education that benefits all students (Ololube, 2024).

Leadership

Leadership, a dynamic and multifaceted concept, lies at the heart of organizational success and societal progress.
Ananyi and Ololube (2023) aptly posited as scribed in Ololube (2017) that being a good leader requires experience,
knowledge, dedication, perseverance and, most importantly, the ability to negotiate and work with others to achieve goals
increasingly accepted. It embodies the capacity to inspire, influence, and guide individuals or groups towards achieving
common objectives and goals. In the educational landscape, leadership plays a pivotal role in shaping the direction and
culture of institutions, impacting the quality of education and the development of future generations. To Northouse (2018),
leadership is a process whereby an individual influences a group of individuals to achieve a common goal. This definition
emphasizes the interactive and relational nature of leadership, which also emphasizes the importance of interpersonal skills
and influence in achieving collective outcomes. Conversely, Ananyi and Ololube (2023) aptly posited that incompetent
leaders do not contribute to organizational progress and may even hinder organizational goals.
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THE LEADER

Visionary
Passionate
Creative
Flexible
Inspiring
Innovative
Courageous
Imaginative
Experimental
Initiates change

Personal power

From the heart

Figure 1: Qualities of a leader and manager.
Source: Naylor (1999: 524) Adapted from Ananyi and Ololube (2023, p. 334)

Effective leadership is characterized by a combination of personal attributes, skills, and behaviors that inspire
confidence and trust among followers. Avolio et al., (2018) highlighted the key qualities of effective leaders, which
includes vision, integrity, and the ability to empower others. Visionary leaders have a clear sense of direction and purpose,
inspiring others to follow their lead and work towards a shared vision. Integrity is another crucial trait, as leaders who
demonstrate honesty, transparency, and ethical conduct earn the trust and respect of their followers. Empowerment is also
central to effective leadership, as leaders who empower others foster a sense of ownership and commitment among their
team members, leading to increased motivation and performance.

In the context of education, leadership plays a critical role in shaping the culture and climate of schools and
universities. Leithwood and Riehl (2017) argued that effective educational leadership is essential for promoting student
achievement and creating a positive learning environment. Educational leaders are responsible for setting a clear vision
and direction for their institutions, aligning policies and practices to support student learning, and building a collaborative
and inclusive school culture. Effective leaders also prioritize professional development and support for teachers,
recognizing the crucial role they play in student success.

Leadership styles vary depending on the context and the individuals involved. Transformational leadership, for
example, emphasizes the importance of inspiring and motivating others to achieve high levels of performance (Bass &
Riggio, 2018). Transformational leaders are visionary, charismatic, and able to inspire others to exceed their own
expectations. Transactional leadership, on the other hand, focuses on the exchange of rewards and incentives for
performance (Bass & Riggio, 2018). Transactional leaders set clear expectations and provide rewards for meeting or
exceeding those expectations, creating a flexible structured and goal-oriented work environment.

Leadership is a complex and multifaceted concept that plays a crucial role in driving organizational success and
societal progress. Effective leadership in education is characterized by vision, integrity, and the ability to empower others,
and is essential for promoting student achievement and creating a positive learning environment. Different leadership styles
may be appropriate depending on the context, but all effective leaders share a common commitment to inspiring and
motivating others towards a common goal. Effective leaders are compassionate, creative, innovative and above all initiate
changes that help institutions or organizations to succeed (Ololube, 2024).

Credible Leadership

Credible leadership is a cornerstone of effective organizational management, characterized by trustworthiness,
honesty, and integrity. Kouzes and Posner (2012) emphasize that credible leaders go beyond mere authority; they earn the
trust and respect of those they lead through their actions and behaviors. In the educational context, credible leadership is
particularly crucial, as it sets the tone for the entire school or university community. Credible leaders in education are
honest and transparent in their dealings, ensuring that decisions are made with integrity and fairness (Conger, 2013). By
demonstrating these qualities, credible leaders inspire confidence and loyalty among their followers, creating a positive
and supportive environment for teaching and learning.
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One of the key aspects of credible leadership is consistency. Credible leaders are consistent in their actions and
decisions, which helps to build trust among their followers (Robinson, Lloyd, & Rowe, 2017). When leaders are consistent,
their followers know what to expect, which reduces uncertainty and promotes a sense of security within the organization.
Consistency also helps to reinforce the leader's credibility, as it demonstrates that their words are backed up by their actions.

Another important characteristic of credible leadership is transparency. Credible leaders are open and honest in
their communication, sharing information freely and ensuring that everyone is kept informed (Conger, 2013; Ololube et
al., 2016). Transparency builds trust and credibility, as it shows that credible leaders have nothing to hide and are willing
to be held accountable for their actions. In the educational context, transparency is essential for building trust among
students, parents, and staff, as it ensures that everyone is aware of the reasons behind decisions and policies.

Credible leaders also demonstrate humility, recognizing that they do not have all the answers and are open to
feedback and input from others (Kouzes & Posner, 2012). Humble leaders are willing to admit when they are wrong and
are open to learning from their mistakes, which makes them more relatable and approachable to their followers. In the
educational context, humility is essential for building a collaborative and inclusive school culture, where everyone feels
valued and respected (Ololube, 2024).

Credible leadership is essential for building trust and fostering a positive organizational culture. Credible leaders
are honest, transparent, consistent, and humble, inspiring confidence and loyalty among their followers. In the educational
context, credible leadership is particularly important, as it sets the tone for the entire school or university community. By
demonstrating these qualities, credible leaders create a supportive and inclusive environment where students, staff, and
parents can thrive.

Equity in Resource Allocation and Credible Leadership

Equity in resource allocation stands as a foundational pillar of credible leadership in education, embodying
principles of fairness, justice, and inclusivity. At its core, equity in resource allocation entails ensuring that all students,
regardless of their background or circumstances, have access to the necessary tools, opportunities, and support systems to
thrive academically and personally (Leithwood, 2017). Credible leaders in educational institutions recognize the critical
importance of equity and actively strive to address disparities in resource distribution to foster an environment conducive
to student success (Smylie, 2014).

Central to the concept of equity in resource allocation is the notion of fairness. Fair allocation of resources requires
that decisions regarding resource distribution are made impartially, taking into account the diverse needs and circumstances
of students and communities. Credible leaders in education are tasked with the responsibility of ensuring that resources are
allocated in a manner that promotes equal opportunities for all students to achieve their full potential, regardless of factors
such as socioeconomic status, race, or ability (Leithwood, 2017).

Furthermore, equitable resource allocation necessitates a deep understanding of the unique needs and challenges
faced by different student populations. Credible leaders engage in comprehensive needs assessments to identify areas of
disparity and inequity in resource distribution, allowing for targeted interventions and strategic investments to address
these disparities (Ololube, 2024). By prioritizing equity in resource allocation, leaders in education can mitigate the impact
of systemic inequalities and create a more inclusive and supportive learning environment for all students.

Effective leadership in the realm of equitable resource allocation also requires collaboration and partnership with
stakeholders at all levels of the educational system. Credible leaders engage in transparent and participatory decision-
making processes, involving students, parents, teachers, and community members in discussions regarding resource
allocation and prioritization (Ahiauzu & Ololube, 2016). Fostering a culture of collaboration and shared responsibility,
leaders can ensure that resource allocation decisions are informed by diverse perspectives and reflective of the needs and
priorities of the entire school community.

Moreover, credible leaders in education recognize that equity in resource allocation extends beyond the
distribution of tangible resources such as funding and materials. It also encompasses access to high-quality instruction,
support services, extracurricular activities, and opportunities for enrichment and advancement (Gorski, 2019; Ololube,
2019). Leaders prioritize investments in programs and initiatives that address systemic barriers to student success, such as
inadequate access to technology, transportation, or mental health services, ensuring that all students have the support they
need to thrive academically and socially.

Credible leaders recognize the critical importance of equity and work tirelessly to address disparities in resource
distribution to ensure that all students have access to the tools, opportunities, and support systems they need to succeed.
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To Ololube (2019), through the prioritization of equity in resource allocation, leaders can create a more inclusive and
supportive learning environment where all students have the opportunity to achieve their full potential.

Fairness in Decision-Making and Credible Leadership

Fairness in decision-making is a fundamental principle of credible leadership, personifying values of transparency,
inclusivity, and ethical conduct. Credible leaders recognize the importance of fairness in all aspects of decision-making,
from policy formulation to resource allocation, and strive to ensure that decisions are made impartially and with
consideration for the diverse needs and perspectives of stakeholders (Greenberg, 2018). In the context of education, fairness
in decision-making is essential for building trust and credibility among students, parents, and staff, and for fostering a
positive school culture that values equity and inclusivity (Bryk & Schneider, 2019).

One key aspect of fairness in decision-making is the ability to consider all perspectives and opinions before
making a decision. Credible leaders actively seek input from stakeholders, including students, parents, teachers, and
community members, and use this feedback to inform their decision-making process (Bolman & Deal, 2017; Ololube,
2017). By involving stakeholders in the decision-making process, leaders can ensure that decisions are well-informed and
reflective of the needs and priorities of the entire school community.

Furthermore, fairness in decision-making requires leaders to adhere to ethical standards and principles. Credible
leaders conduct themselves with integrity and honesty, ensuring that decisions are made based on merit and not influenced
by personal biases or interests (Avolio et al., 2018). By upholding ethical standards in decision-making, leaders can build
trust and confidence among stakeholders, and demonstrate their commitment to fairness and transparency.

Additionally, fairness in decision-making entails providing opportunities for recourse and appeal for stakeholders
who may be affected by a decision. Credible leaders establish mechanisms for feedback and grievance redress, allowing
stakeholders to voice their concerns and seek resolution for issues arising from decisions (Gorski, 2019). By providing
avenues for recourse, leaders can demonstrate their commitment to fairness and accountability, and ensure that decisions
are made with the best interests of all stakeholders in mind.

According to Ololube (2024), fairness in decision-making is a critical aspect of credible leadership in university
education. Credible leaders recognize the importance of fairness in all aspects of decision-making and strive to ensure that
decisions are made impartially and with consideration for the diverse needs and perspectives of stakeholders. By upholding
the principles of fairness in decision-making, leaders can build trust and credibility among stakeholders, foster a positive
university culture that values equity and inclusivity.

Accessibility to Opportunities and Credible Leadership

Accessibility to opportunities is a cornerstone of credible leadership in university education; it embodies the
principles of equity, inclusivity, and social justice. Credible leaders recognize the importance of ensuring that all students
have equal access to educational opportunities, regardless of their background or circumstances (Gorski, 2017). Through
the promotion of accessibility, leaders can help to level the playing field and create a more equitable education system that
benefits all students.

Credible leaders work to remove physical barriers that may prevent students from accessing educational
opportunities, such as providing ramps for students with mobility impairments or ensuring that classrooms are equipped
with assistive technology for students with disabilities (Meyers, 2019). By addressing physical barriers to accessibility,
leaders can ensure that all students have the opportunity to fully participate in educational activities and programs.

In addition, promoting accessibility to opportunities also involves ensuring that educational opportunities are
available to all students, regardless of their socioeconomic status or background. Credible leaders work to provide students
with access to extracurricular activities, advanced coursework, and other educational opportunities that can help them
succeed academically and personally (Makoni, 2018). When leaders promote access to these opportunities, they can help
to ensure that all students have the chance to reach their full potential and achieve their goals.

Beside the physical and socioeconomic barriers, promoting accessibility to opportunities also involves addressing
cultural and linguistic barriers that may prevent students from accessing educational opportunities. Credible leaders work
to create a culturally responsive and inclusive learning environment where all students feel valued and respected (Gacheru,
2019). By promoting cultural and linguistic diversity, leaders can help to ensure that all students have the opportunity to
learn and succeed in an environment that celebrates their unique backgrounds and experiences.

Credible leaders work to remove physical, socioeconomic, cultural, and linguistic barriers that may prevent
students from accessing educational opportunities, making ensure that all students have equal access to the resources and
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support they need to succeed (Ololube, 2024). Promoting accessibility in institutional leadership and management, leaders
support the creation of a more equitable education system that benefits all students and prepares them for success in the
21st century.

21%t Century University Leadership and Management

In the 21st century, university management is confronted with a myriad of challenges that require innovative
approaches and strategic leadership. One of the key challenges facing universities today is increasing competition, both
domestically and internationally. Universities are vying for top students, faculty, and funding sources, leading to a highly
competitive environment (Altbach et al., 2019). To thrive in this competitive landscape, university management must
develop strategies to attract and retain top talent, enhance their academic programs, and differentiate themselves from other
institutions.

Budget constraints pose another significant challenge for university management in the 21st century. As funding
sources become more limited and the cost of education continues to rise, universities are under increasing pressure to do
more with less (Marginson, 2020). This requires university management to be strategic in their resource allocation,
prioritizing initiatives that will have the greatest impact on student success and institutional reputation. Furthermore, the
rapid pace of technological advancements presents both opportunities and challenges for university management. On one
hand, technology has the potential to enhance teaching and learning, improve administrative efficiency, and expand access
to education (Altbach et al., 2019). On the other hand, keeping pace with technological change requires significant
investment in infrastructure, training, and support services, which can strain university budgets and resources.

Effective university management in the 21st century requires strong leadership that is responsive to these
challenges and opportunities. Leaders must be visionary, able to anticipate future trends and develop strategies to position
their institutions for success (Marginson, 2020). They must also be adept at fostering a culture of innovation and
collaboration, encouraging faculty, staff, and students to think creatively and work together to solve complex problems.

A commitment to social justice is also essential for 21st-century university management. Universities have a
responsibility to promote equity and inclusivity, ensuring that all students have equal access to educational opportunities
regardless of their background or circumstances (Altbach et al., 2019). This requires institutional leaders and managers to
be proactive in addressing issues of diversity, equity, and inclusion, and to create a campus environment that is welcoming
and supportive of all students. University leaders and managers in the 21st century must navigate a complex and rapidly
changing landscape because with commitment to social justice and a focus on innovation, leaders can position themselves
for success and continue to provide high-quality education for their students.

METHODS

This research employed a Correlational survey design. The population of the study comprised of academic staff
of selected universities in the South-South geo political zone of Nigeria. The selected universities are University of Port
Harcourt, University of Calabar, University of Delta, Niger Delta University, and University of Benin. The sample for the
study comprised forty academic staff from each of the universities who were randomly selected after stratification. Out of
the 240 questionnaires were distributed, only 214 copies were retrieved, of which 11 copies were invalid because some of
the items were not answered, leaving the researcher with only 203(84.5%) response rate that were considered manageable
for the data analysis. The study utilized a self-structured questionnaire titled Social Justice in Education Questionnaire
(SJEQ) and Credible Leadership in University Management Questionnaire (CLUMQ), the Questionnaire consisted of three
sections. Section ‘A’ gathered the respondents demographic information, Section ‘B’ contained 15 questionnaire items
addressing the research questions, and Section ‘C’ included 10 questionnaire items that are related to Credible Leadership
in University Management. Respondents rated questionnaire items on a 4-point Likert scale, ranging from 1 (Very Low
Extent) to 4 (Very High Extent). Data collection occurred with the interval of three months ranging from February to May
2024. The instrument underwent face and content validity by experts in measurement and evaluation in Nigerian
universities, and the internal consistency was verified using Cronbach's alpha and a reliability indices of a.=.872 and .789
was obtained respectively, which were considered reliable. The questionnaires were administered with the help of two
trained research assistants who assisted in ensuring instant retrieval of the instrument distribution to the selected academic
staff members. Descriptive statistics, such as means and standard deviations, was used to answer the research questions,
while linear regression statistic was employed to test the hypotheses at .05 level of significance. Both the descriptive and
the inferential statistics were presented in tabulated forms. The data collected were analyzed using the Statistical Package
for the Social Sciences (SPSS) version 26.

RESULTS
The process of data analysis is central to the study, as it allows the study to draw meaningful conclusions from
the collected data. This process is employed to analyze and interpret the data. In this analysis, answers to the research
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questions are derived, with any score of 2.50 or higher indicates acceptance, while any mean score falling below 2.50
represents a low mean score. Additionally, the three hypotheses were tested at a .05 level of significance using linear
regression statistics.

Answer to Research Questions
Research Question 1: To what extent does equity in resource allocation impact credible leadership within 21st-century
university management?

Table 1: Mean and Standard Deviation (SD) of respondents on the extent equity in resource allocation improves
credible leadership in the 21st-century university management

SIN | Items Mean | SD. | Remarks

1 Equitable resource allocation significantly impacts the | 2.89 | 0.89 | High Extent
credibility of leadership in 21st-century university management.
2 Leaders in university management must ensure that resource | 3.01 1.02 | High Extent
allocation is equitable to maintain credibility.
3 The perception of fairness in resource allocation influences the | 2.90 | 0.90 | High Extent
effectiveness of leadership in university management.
4 Effective leadership in university management requires a | 3.09 1.06 | High Extent
commitment to equitable resource allocation.
5 Fair resource allocation enhances the credibility of leadership in | 2.98 | 1.01 | High Extent
university management.
Grand Mean 259 | 0.91 | High Extent

Research Question 1 investigated the extent to which equity in resource allocation improves credible leadership
within 21st-century university management. Table 1 presents the mean and standard deviation of respondents' responses
regarding this relationship. The data indicates a high extent among the respondents on the impact of equity in resource
allocation on credible leadership. Specifically, respondents strongly agreed that leaders in university management must
ensure that resource allocation is equitable to maintain credibility. They also agreed that the perception of fairness in
resource allocation influences the effectiveness of leadership in university management. Additionally, respondents agreed
that effective leadership in university management requires a commitment to equitable resource allocation and that fair
resource allocation enhances the credibility of leadership in university management. The grand mean for all items related
to this research question is 2.59, with a standard deviation of 0.91. This suggests a high level of agreement among
respondents that equitable resource allocation significantly impacts the credibility of leadership in 21st-century university
management.

Research Question 2: To what extent does the fairness on decision-making processes improves credible leadership in the
21st-century university management?

Table 2: Mean and Standard Deviation of respondents on the extent fairness on decision-making processes impact
credible leadership in the 21st-century university management

SIN | Items Mean | SD. | Remarks

6 Fair decision-making processes are essential for maintaining the | 2.82 | 0.87 | High Extent
credibility of leadership in 21st-century university management.
7 University leaders must prioritize fairness in decision-makingto | 3.08 | 0.81 | High Extent
enhance their credibility.
8 Fairness in decision-making significantly impacts the | 2.22 | 0.85 | High Extent
effectiveness of leadership in university management.
9 Effective leadership in university management requires a | 2.22 | 0.79 | High Extent
commitment to fair decision-making processes.
10 | Fair decision-making processes enhance the credibility of | 1.78 | 0.79 | High Extent
leadership in university management.
Grand Mean 2.61 | 0.84 | High Extent

Table 2 provides the mean and standard deviation of respondents' responses related to this research question 3.
The data indicates a high extent of agreement among respondents regarding the impact of fairness in decision-making on
credible leadership. Specifically, respondents agreed to a high extent that university leaders must prioritize fairness in
decision-making to enhance their credibility. They also agreed that fairness in decision-making significantly impacts the
effectiveness of leadership in university management. Additionally, respondents agreed that effective leadership in
university management requires a commitment to fair decision-making processes and that fair decision-making processes
enhance the credibility of leadership in university management. The grand mean for all items related to this research
question is 2.61, with a standard deviation of 0.84. This suggests a high level of agreement among respondents that fairness
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in decision-making processes is essential for maintaining the credibility of leadership in 21st-century university
management.

Research Question 3: To what extent does the accessibility of opportunities improves credible leadership in the 21st-
century university management?

Table 3: Mean and Standard Deviation of respondents on the extent accessibility of opportunities improves
credible leadership in the 21st-century university management

S/IN | Items Mean SD. | Remarks

11 | The perception of accessible opportunities influences the | 2.81 | 1.12 | High Extent
effectiveness of leadership in university management.
12 | Effective leadership in university management requiresa | 2.71 | 0.97 | High Extent
commitment to providing accessible opportunities.
13 | Accessible opportunities enhance the credibility of | 2.52 | 1.12 | High Extent
leadership in university management.
14 | Accessibility to opportunities positively affects decision- | 2.71 | 1.07 | High Extent
making processes in university management.
15 | Ensuring accessibility to opportunities is crucial for | 2.69 | 0.98 | High Extent
credible leadership in university management.
Grand Mean 2.63 | 1.05 | High Extent

Table 3 provides a summary of the mean and standard deviation of respondents' views on this research question.
Specifically, respondents agreed to a high extent that the perception of accessible opportunities influences the effectiveness
of leadership in university management. They also acknowledged that effective leadership in university management
requires a commitment to providing accessible opportunities. Additionally, respondents recognized that accessible
opportunities enhance the credibility of leadership in university management and positively affect decision-making
processes in university management. The data shows a high level of agreement among respondents regarding the impact
of accessibility of opportunities on credible leadership. The grand mean for all items related to this research question is
2.63, with a standard deviation of 1.05. This indicates a strong consensus among respondents that accessibility to
opportunities is crucial for credible leadership in the 21st-century university management.

Test of Hypotheses

The following hypotheses were postulated and statistically tested at .05 level of significance using linear
regression analysis.
Hoz1: There is no significant relationship between equity in resource allocation and credible leadership in the 21st-century
university management.

Table 4: Summary of regression analysis on the relationship between the equity in resource allocation and credible
leadership in the 21st-century university management
Part A: Model Summar
Model | R R Square | Adjusted R Square | Std. Error of the Estimate
1 .865° | 747 746 1.67083
a. Predictors: (Constant), Equity in resource allocation

Part B: ANOVAa

Model Sum of Squares | Df Mean Square | F Sig.
1 | Regression | 1313.691 1 1313.691 470.577 | .000
Residual 443.874 201 | 2.792
Total 1757.565 202

a. Dependent Variable: Credible leadership
b. Predictors: (Constant), Equity in resource allocation

Part C: Coefficients?
Model Unstandardized Standardized | t Sig. 95.0% Confidence
Coefficients Coefficients Interval for B
B Std. Beta Lower Upper
Error Bound Bound
1 | (Constant) 5.665 1.110 5.106 .000 5.665 1.110
Equity in resource allocation /| .536 .025 .865 | 21.693 .000 .536 .025
university management
a. Dependent Variable: Credible leadership
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The data in Table 4 provides insights into the relationship between equity in resource allocation and credible
leadership in the 21st-century university management. Part A of the table indicates that the coefficient of relationship (R)
between equity in resource allocation and credible leadership is .865. This value suggests a strong positive relationship
between these two variables. The R-squared value of .747 indicates that approximately 74.7% of the variance in credible
leadership can be explained by equity in resource allocation, further emphasizing the significance of this relationship.
Moving to Part B, the ANOVA results indicate a significant relationship between equity in resource allocation and credible
leadership. The F-statistic of 470.577 with a p-value of less than .05 suggests that the relationship observed is statistically
significant. Therefore, we reject the null hypothesis, indicating that there is indeed a significant relationship between equity
in resource allocation and credible leadership in the 21st-century university management. Part C provides the regression
equation: y = 5.665 + .536x, where y represents credible leadership and x represents equity in resource allocation. This
equation suggests that for every unit increase in equity in resource allocation, there is a corresponding increase of .536
units in credible leadership. This further reinforces the notion that equity in resource allocation positively impacts credible
leadership in the 21st-century university management.

Hoz: There is no significant relationship between the fairness of decision-making processes and credible leadership in the
21st-century university management.

Table 5: Summary of regression analysis on the relationship between the fairness of decision-making processes
and credible leadership in the 21st-century university management
Part A: Model Summar
Model | R R Square | Adjusted R Square | Std. Error of the Estimate
1 .808% | .653 .651 1.95835
a. Predictors: (Constant), Fairness on decision-making processes

Part B: ANOVA?

Model Sum of Squares | df Mean Square | F Sig.
1| Regression | 1147.781 1 1147.781 299.282 | .000P
Residual 609.784 201 | 3.835
Total 1757.565 202

a. Dependent Variable: Credible leadership
b. Predictors: (Constant), Fairness on decision-making processes

Part C: Coefficients?

Model Unstandardized | Standardized t Sig. 95.0% Confidence
Coefficients Coefficients Interval for B
B Std. Beta Lower | Upper
Error Bound | Bound
1| (Constant) 9.698 1.159 8.370 .000 | 7.410 9.698
Fairness on decision- .598 .035 .808 17.300 | .000 .530 .598
making processes /
university management

a. Dependent Variable: Credible leadership

The data in Table 5 provides insights into the relationship between the fairness of decision-making processes and
credible leadership in the 21st-century university management. Part A of the table indicates that the coefficient of
relationship (R) between the fairness of decision-making processes and credible leadership is .808. This value suggests a
strong positive relationship between these two variables. The R-squared value of .653 indicates that approximately 65.3%
of the variance in credible leadership can be explained by the fairness of decision-making processes, highlighting the
significance of this relationship. Moving to Part B, the ANOVA results indicate a significant relationship between the
fairness of decision-making processes and credible leadership. The F-statistic of 299.282 with a p-value of less than .05
suggests that the relationship observed is statistically significant. Therefore, we reject the null hypothesis, indicating that
there is indeed a significant relationship between the fairness of decision-making processes and credible leadership in the
21st-century university management. Part C provides the regression equation: y = 9.698 + .598x, where y represents
credible leadership and x represents the fairness of decision-making processes. This equation suggests that for every unit
increase in the fairness of decision-making processes, there is a corresponding increase of .598 units in credible leadership.
This further reinforces the notion that the fairness of decision-making processes positively improves credible leadership in
the 21st-century university management.

Hoz: There is no significant relationship between the accessibility of opportunities and credible leadership in the 21st-
century university management.
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Table 6: Summary of regression analysis on the relationship between the accessibility of opportunities and
credible leadership in the 21st-century university management
Part A: Model Summary
Model | R R Square | Adjusted R Square | Std. Error of the Estimate
1 .785% | .616 .614 2.06003
a. Predictors: (Constant), Accessibility of opportunities

Part B: ANOVAa

Model Sum of Squares | df Mean Square | F Sig.
1| Regression | 1082.812 1 1082.812 255.156 | .000
Residual 674.753 201 | 4.244
Total 1757.565 202

a. Dependent Variable: Credible leadership
b. Predictors: (Constant), Accessibility of opportunities

Part C: Coefficients?
Model Unstandardized | Standardized | t Sig. | 95.0% Confidence
Coefficients Coefficients Interval for B
B Std. Beta Lower Upper
Error Bound Bound
1| (Constant) 3.788 | 1.622 2.336 .021 | .585 3.788
Accessibility of opportunities/ | .690 .043 .785 15.974 | .000 | .605 .690
university management
a. Dependent Variable: Credible leadership

The data in Table 6 presents the coefficient of relationship between the accessibility of opportunities and credible
leadership in the 21st-century university management. Part A indicates that the coefficient of relationship (R) between the
accessibility of opportunities and credible leadership is .785. This value suggests a strong positive relationship between
these two variables. The R-squared value of .616 indicates that approximately 61.6% of the variance in credible leadership
can be explained by the accessibility of opportunities, highlighting the significance of this relationship. Moving to Part B,
the ANOVA results indicate a significant relationship between the accessibility of opportunities and credible leadership.
The F-statistic of 255.156 with a p-value of less than .05 suggests that the relationship observed is statistically significant.
Therefore, we reject the null hypothesis, indicating that there is indeed a significant relationship between the accessibility
of opportunities and credible leadership in the 21st-century university management. Part C provides the regression
equation: y = 3.788 + .690x, where y represents credible leadership and x represents the accessibility of opportunities. This
equation suggests that for every unit increase in the accessibility of opportunities, there is a corresponding increase of .690
units in credible leadership. This further reinforces the notion that the accessibility of opportunities positively improves
credible leadership in the 21st-century university management.

DiscussION

The research findings juxtaposed the nexus between “social justice, credible leadership, and effective university
management in the 21st century” The findings provide valuable insights into the relationship between social justice and
credible leadership that are specific to effective university management in the 21st century.

Equity in Resource Allocation and Credible Leadership

Equity in resource allocation is a pivotal component in discussions regarding credible leadership within university
management. The research findings from this study indicate a significant relationship between equity in resource allocation
and credible leadership, which contradicts the initial hypothesis that proposed no significant relationship. The analysis
revealed a robust correlation coefficient of .865 between equity in resource allocation and credible leadership, with a p-
value of .000, indicating high statistical significance (p < .05, 2-tailed).

These results challenge the initial hypothesis, which suggested that “There is no significant relationship between
equity in resource allocation and credible leadership within 21%-century university management.” The findings underscore
the critical role of equity in resource allocation in fostering credible leadership within university management. This aligns
with existing literature that emphasizes the importance of fair resource allocation for effective leadership. Studies by
Adeleke (2019) have highlighted how equitable resource allocation can enhance leadership credibility by ensuring that all
stakeholders have access to necessary resources, thereby fostering inclusivity and fairness.
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In a similar vein, Okonkwo (2020) explored the relationship between resource allocation and leadership
effectiveness in Nigerian universities, emphasizing the crucial role of equitable resource distribution in enhancing
leadership credibility. Okonkwo’s findings supported the notion that fair resource allocation contributes significantly to
effective leadership, echoing the results of the present study. Furthermore, Okafor (2017) conducted a study on leadership
practices in Nigerian universities, focusing on the impact of resource allocation on leadership credibility. Okafor’s research
highlighted the importance of fair resource allocation in building trust and confidence in university leadership, which
resonates with the current study’s emphasis on the significance of equity in resource allocation for credible leadership.

In a different context, Ibrahim (2019) examined the relationship between resource allocation and leadership
effectiveness in Nigerian public institutions, including universities. Ibrahim’s findings revealed that equitable resource
allocation is essential for effective leadership, as it promotes transparency, accountability, and stakeholder trust. This aligns
with the key findings of the present study, emphasizing the critical role of equity in resource allocation for credible
leadership in university management.

Therefore, the findings of this study provide robust support for the notion that equity in resource allocation
significantly improves credible leadership in the 21%'-century university management. This emphasizes the importance of
fair resource allocation practices in promoting effective and credible leadership within university settings. These findings
are crucial for university leaders and policymakers to consider when developing strategies for resource allocation and
leadership development within the higher education sector.

Fairness of Decision-Making Processes and Credible Leadership

The fairness of decision-making processes plays a vital role in the context of credible leadership within university
management. The research findings indicate a substantial relationship between the fairness of decision-making processes
and credible leadership, contradicting the initial hypothesis that suggested no significant relationship. The analysis revealed
a strong correlation coefficient of .808 between the fairness of decision-making processes and credible leadership, with a
p-value of .000, indicating high statistical significance (p < 0.05, 2-tailed). These results challenge the initial hypothesis,
which stated that "There is no significant relationship between the fairness of decision-making processes and credible
leadership in the 21st-century university management.” The findings highlight the critical role of fairness in decision-
making processes in fostering credible leadership within university management.

The findings of this study on the fairness of decision-making processes and credible leadership in university
management provide valuable insights into the dynamics of leadership within higher education institutions. The research
underscores the significance of fairness in decision-making, highlighting its positive correlation with credible leadership.
This aligns with the broader literature on leadership, which emphasizes the importance of fairness, transparency, and
accountability in decision-making processes for effective leadership (Ogundele, 2018). Ogundele's study on leadership
effectiveness in Nigerian universities supports these findings, suggesting that fair decision-making processes are essential
for building trust and credibility among stakeholders, ultimately contributing to effective leadership (Ogundele, 2018).

Furthermore, the results of this study are consistent with the findings of other scholars who have explored the
relationship between decision-making processes and leadership effectiveness. A study by Olufemi (2019) on leadership
practices in Nigerian universities highlighted the role of fairness in decision-making as a key determinant of leadership
credibility. Similarly, Okeke (2020) emphasized the importance of fair decision-making processes in enhancing leadership
effectiveness in Nigerian public institutions. These studies reinforce the idea that fair decision-making is a critical
component of effective leadership, particularly in the context of university management in Nigeria.

The implications of these findings extend beyond the university setting, with potential implications for leadership
practices in other sectors. Adequate attention to fairness in decision-making processes can enhance leadership credibility,
promote stakeholder trust, and improve organizational performance (Adeleke, 2017). Adeleke's study on leadership
credibility in Nigerian public institutions supports this argument, suggesting that fair decision-making processes contribute
to effective leadership and organizational success (Adeleke, 2017). In light of these findings, it is recommended that
university leaders and administrators prioritize fairness in decision-making processes to enhance leadership credibility and
promote effective university management. This can be achieved through the implementation of transparent and inclusive
decision-making practices that involve stakeholders and consider diverse perspectives (Ibrahim, 2018).

Their study on leadership effectiveness in Nigerian public institutions emphasizes the importance of inclusive
decision-making processes in fostering credible leadership and building stakeholder trust (Ibrahim, 2018). The research
highlights the critical role of fairness in decision-making in fostering credible leadership and underscores the importance
of transparent and inclusive decision-making practices in promoting effective university management. These findings have
practical implications for university leaders and administrators, suggesting that attention to fairness in decision-making
processes can enhance leadership credibility and contribute to organizational success. Further research in this area is
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warranted to explore the specific mechanisms through which fairness in decision-making processes influences leadership
effectiveness in university management and other organizational contexts.

Accessibility of Opportunities and Credible Leadership

The accessibility of opportunities is a crucial factor in fostering credible leadership within university management.
The research findings suggest a significant and positive correlation between the accessibility of opportunities and credible
leadership, challenging the initial hypothesis that proposed no significant relationship. The analysis revealed a strong
correlation coefficient of .785 between accessibility of opportunities and credible leadership, with a p-value of .000,
indicating high statistical significance (p < .05, 2-tailed).

These results contradict the initial hypothesis, which stated that “There is no significant relationship between the
accessibility of opportunities and credible leadership in the 21%-century university management.” The findings underscore
the pivotal role of accessible opportunities in nurturing credible leadership within university management.

In a similar vein, Abubakar (2019) explored the impact of accessible opportunities on leadership effectiveness in
Nigerian universities, highlighting the significant role of accessibility in enhancing leadership credibility. Abubakar’s study
emphasized how accessible opportunities can empower leaders to make informed decisions, engage with stakeholders, and
drive positive change within their institutions. The findings of Abubakar’s research align with the current study, which
demonstrates a significant relationship between the accessibility of opportunities and credible leadership.

Furthermore, Bello (2018) conducted a study on leadership practices in Nigerian higher education institutions,
focusing on the relationship between accessible opportunities and leadership effectiveness. Bello’s research emphasized
the importance of providing equal access to opportunities for all stakeholders, highlighting how this can contribute to
building trust and fostering a sense of inclusivity within university settings. Bello’s findings support the key findings of
the present study, which emphasize the critical role of accessible opportunities in promoting credible leadership.

The findings of this study provide compelling evidence for the significant impact of the accessibility of
opportunities on credible leadership within university management. This emphasizes the importance of creating an
environment that fosters equal access to opportunities for all stakeholders, thereby nurturing effective and credible
leadership within university settings. The findings underscore the need for university leaders to prioritize accessibility in
their decision-making processes and resource allocation strategies, as this can contribute to building trust, promoting
inclusivity, and driving positive change within institutions.

CONCLUSION

This study has investigated the relationship between social justice, credible leadership, and effective university
management in the 21st century. Through a blend of qualitative and quantitative methodologies, it has unraveled key
insights into how social justice practices influence leadership credibility and, in turn, improves university management.
The qualitative interviews provided a deep understanding of stakeholders' perspectives, while the quantitative analysis
substantiated the significance of social justice in fostering credible leadership and effective management practices. The
findings of this study emphasize the critical role of social justice in shaping credible leadership within university
management. The correlation analysis revealed a strong positive relationship between social justice practices and leadership
credibility, suggesting that institutions that prioritize social justice are more likely to exhibit credible leadership. This aligns
with existing literature emphasizing the importance of social justice in educational leadership. In conclusion, this study
calls for a concerted effort to integrate social justice principles into leadership practices within universities. Leaders who
promote fairness, equity, and inclusivity, can enhance their leadership credibility and consequently, their overall
management effectiveness. This study sets a foundation for further research and policy development aimed at advancing
social justice practices in university leadership, which will ultimately benefit both the academic community and society at
large.

RECOMMENDATIONS

Based on the findings of this study, the following recommendations are proposed:

e  University leaders should prioritize equitable resource allocation to ensure that all departments and programs
receive the necessary resources to thrive. This includes financial resources, human resources, and infrastructure.
Stakeholders should advocate for transparent resource allocation processes that consider the needs of all
stakeholders and promote fairness.

o University leaders should ensure that decision-making processes are fair, transparent, and inclusive. This includes
involving stakeholders in decision-making, providing opportunities for feedback and input, and making decisions
based on merit and objective criteria. Leaders should also prioritize training and development for staff involved
in decision-making to ensure fairness and consistency.
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e University leaders should strive to make opportunities within the institution accessible to all stakeholders,
regardless of background or status. This includes academic opportunities, career advancement opportunities, and
extracurricular opportunities. Policies should be in place to ensure that barriers to access are minimized, and
efforts should be made to actively promote inclusivity and diversity within the institution.
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