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EQUAL OPPORTUNITIES AND EMPLOYEE INNOVATIVENESS IN SELECTED UNIVERSITIES IN SOUTH-WEST NIGERIA                                      
                                       			 AKINMUSIRA, O. O. and OJENIKE, J. O.
Abstract: Employee Innovativeness which is the ability to generate ideas, promote ideas and implement ideas in the teaching, and research in tertiary institutions can be achieved through workforce diversity management. Despite the researcher’s studies in the area of employee innovativeness and it relationship with workforce diversity, there are still dearth of studies that investigated it from the perspective of tertiary institutions. The inconsistency in the previous researcher’s findings and methodology adopted, create a gap to fill in the current study. Therefore, the broad objective, which was to investigate workforce diversity management and employee innovativeness among selected Universities in South-west, Nigeria, While the specific objectives are to examine the effect of inclusion, reward practice, equal opportunities, representation, policies and programs and employee innovativeness. The theory that anchored this study is the Resource-Based theory, which was propounded by Barney in 1991, thus emphasizing the need to exploit diverse backgrounds to create value for the organization. A descriptive survey research design was employed, and a population of 10,656 university managers and 2,048 employees (lecturers) were sampled using multi-stage sampling procedures. while the Data collected, were analysed using descriptive, and inferential statistics The demographic information of respondents were analysed using descriptive statistics such as frequencies and percentages. Research questions were answered using descriptive statistics such as frequencies, percentages, mean and standard deviation. Results showed that inclusion (X = 2.741) which implies that there is a positive relationship between inclusion and employee innovativeness, fair reward practice (X = 2.705) which also revealed that there is positive relationship between employee innovativeness, equal opportunities (X = 2.684) has a shown there is positive relationship between equal opportunities and employee innovativeness, and representation (X = 2.600) had a moderate relationship on employee innovativeness. However, for policies and programs (X = 2.469) which implies a negative relationship on employee innovativeness. The hypotheses were tested using inferential statistics such as linear regression at 0.05 level of precision. Descriptive Research analysis was used and linear regression was also adopted. workforce diversity management in areas of inclusion, fair reward practice, equal opportunities, representation, policies and programs and employee innovativeness in areas of teaching, research and publication were carefully outlined. The study's findings conclude that workforce diversity management which comprises inclusion, fair reward practices, equal opportunities and representation have a positive, significantly enhances employee creative ability within the Federal, State, and Private Universities. This is because diversity management practices can foster a culture of belongingness and psychological safety among lecturers, where diverse perspectives are valued, resulting to better creativity, innovation, problem-solving, and ultimately, enhanced performance of the institutions. The study recommends among others that the Universities should re-evaluate their approach by thorough assessment of the relevance of existing policies and ensuring that they effectively align with lecturers’ need so as to foster a culture strictly to boost and reward innovativeness.
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Introduction
Employee innovativeness refers to the generation, promotion, and implementation of ideas crucial for the achievement of the objectives and goals of any organisation, such as universities in Nigeria. In relation to university academic employees, it is the intentional or deliberate behaviour of lecturers to develop or apply new ideas to enhance role performance in teaching, research and publication in universities in South-west Nigeria (De Jong & Hartog, 2010, as cited in Bawuro et al., 2018). Universities are citadels of learning, as they equip students to become effective manpower for a nation’s economic, health, sports, industrial, scientific and technological sectors. For universities to effectively achieve their stated goals and objectives, the employees with a specific focus on academic staff (lecturers) should be innovative.
Kivunja (2015, as cited in Bawuro et al., 2018) posited that innovativeness in teaching is the potential of lecturers to identify the needs of students and meet the needs through strategic innovation. Also, it helps the lecturers to identify their forward-thinking capability in teaching. Buxton et al. (2014, as cited in Bawuro et al., 2018) confirmed that lecturers’ innovation is important for both the lecturers and students in the learning process. It improves teaching methods and ensures attention management among students. However, research/publication innovativeness is measured by lecturers’ number of publications in high-impact journals, grants in research received, citation counts and h-index on research, peer evaluation and number of postgraduate theses and their qualities in universities in South-west Nigeria.
However, despite the importance of lecturers’ innovativeness in the areas of teaching, exploring and publication to the growth and success of universities, there is a dearth of studies on factors influencing lecturers’ innovativeness in South-west Nigeria. The study carried out by Bawuro et al. (2019) focused on the influence of prosocial motivation on lecturers’ innovative behaviour in selected public (federal) universities in Nigeria. The study, however, neither gave attention to private and state universities nor focused on predictors of lecturers’ innovative behaviour. Thus, in a bid to close these identified gaps in knowledge, this study sought to examine the influence of a salient factor such as ‘workforce diversity management’ on lecturers’ innovativeness in federal, state and private universities in South-west Nigeria.
The university work environment is replete with lecturers of differing academic backgrounds, experiences, genders, localities, languages, and orientations, calling for diversity management with respect to equal opportunities. Equal opportunities imply having the same chance and resources (Gargelwar, 2020), which warrants enhanced individualised life prospects. This is because an academic environment that gives room for equity encourages meritocracy (Ekejiuba et al., 2023). Equal opportunities mean having parity of access to jobs, promotions, and other opportunities in corporations, associations and universities. The concept of equal employment opportunities “is based on laws and regulations that exist within a country and which guarantee that no one is discriminated against for any reason in the process of searching for a job. It is particularly important considering the globalisation and diversity of the workforce” (Stoilkovska et al., 2015).
Closely related studies examining the relationship between workforce diversity management from the lens of equal opportunities for lecturers in Nigerian institutions have yielded mixed findings, necessitating a comprehensive investigation into the complex interplay. On one hand, studies have shown that equal opportunities among others have a positive significant effect on employee morale, performance and organisational performance in institutions in Nigeria (Ekejiuba et al., 2023; Okafor, 2019). However, these studies focused on Nigerian universities in Kwara State (Madu et al., 2020; Yusuf, 2021). In light of the spread of lecturers across universities in South-West Nigeria, the potential impact of equal opportunities on employee (lecturer) innovativeness and the scarcity of studies on the relationship in Nigerian academia, there was a pressing need to contribute to the existing literature by investigating the relationship between equal opportunities and lecturers’ innovativeness in selected universities in South-West Nigeria.
Sequel to the gap observed, this study provided an answer to the question on the impact of equal opportunities on employee innovativeness in universities in South-west Nigeria. By implication, the study aims to ascertain the effect of equal opportunities on employee innovativeness in universities in South-west Nigeria. This study contributed immensely to the lecturers, university management, students and researchers. It should also provide awareness of the research topic. The findings of the study should be of benefit to the lecturers in that it would make them aware of whether workforce diversity is affecting their innovativeness or not. The findings should make them do all they can to ensure that the system encourages and embraces workforce diversity management in areas of inclusion, fair reward practice, equal opportunities, representation, policies and programmes so as to boost and motivate the creativity and innovativeness of the academic staff for better students’ outcomes.
The findings of the study should also be of benefit to those in university management in that it would help them to see how the innovativeness of their workforce can be motivated through the strategy of equal opportunities. It should also help them to identify the aspects that need improvement in a bid to enhance the innovativeness of their employees so as to attain the university goals and objectives. The students would benefit from the findings of this study in that when they are put into use by both the employees and the management, the innovativeness of the lecturers in the application of teaching methods, styles and strategies would improve, which would consequently result in better innovativeness among the students.
This study focused on how equal opportunities would influence employee innovativeness among selected universities in South-west Nigeria. The variable scope consisted of one independent variable and one dependent variable. The independent variable was equal opportunities. The dependent variable was employee innovativeness, examined via teaching innovativeness and research/publication innovativeness. The geographical scope consisted of selected federal, state and private universities in South-west Nigeria. However, the population scope comprised employees who are lecturers or academic staff in the selected universities.
Literature Review
Employee Innovativeness in Universities
In a university system, employee innovativeness is the intentional or deliberate behaviour of lecturers to develop or apply new ideas to enhance role performance (De Jong & den Hartog, 2010, as cited in Bawuro et al., 2018). Kheng and Mahmood (2013, as cited in Bawuro et al., 2018) defined employee innovativeness as the intentional efforts of lecturers to gain amazing rewards in private universities in South-west Nigeria. Three components of the innovativeness of lecturers include the following: (1) generation of ideas, (2) idea promotion, and (3) realisation of ideas in pedagogy and research/publication. Idea generation involves lecturers’ creative ability to identify problems, explore opportunities, and develop novel solutions or approaches in pedagogy and research/publication. Idea promotion involves lecturers’ creative ability to communicate the value of their ideas to stakeholders, build a coalition of support, and potentially seek funding or resources to implement their ideas in pedagogy and research/publication. However, idea implementation involves developing a prototype or model, implementing the idea within a private university organisation, and evaluating its effectiveness in areas of pedagogy and research/publication (Kontoghiorghes et al., 2005, in Bawuro et al., 2018).
Equal Opportunities in Universities
Equal opportunities are often associated with the slogan “level playing ground” (Gargelwar, 2020) and can be justified as an enhancement of individual life chances. This is because a university where equal opportunities exist is associated with meritocracy (Ekejiuba et al., 2023). Equal opportunities refer to the equality of access to jobs, promotions, training, and other advancement opportunities in universities. "Equal opportunities" refers to a workplace environment where all employees have a fair and equitable chance to progress in their careers, regardless of factors like age, gender, race, or other characteristics unrelated to job performance. This principle ensures that everyone has access to the same opportunities for training, development, promotions, and other career-advancing resources (Debanjana et al., 2023).
The concept of equal employment opportunities is based on laws and regulations that exist within a country and which guarantee that no one is discriminated against for any reason in the process of searching for a job. It is particularly important considering the globalisation and diversity of the workforce (Stoilkovska et al., 2015). Moreover, this concept has been developed as a result of the long-standing discrimination against employees in the past, when women and men who had the same or similar jobs were paid differently, when people of a particular ethnicity could not go further with their careers or could not reach a particular job position, or when they were treated incorrectly and differently. Thus, after numerous movements and human rights protests, laws on equal opportunities, equal pay and workers' rights started to be adopted. And that is exactly what the legal concept of equal employment opportunities consists of, according to which all people shall have equal treatment in all proceedings related to employment and labour relations (Stoilkovska et al., 2015).
Conceptual Framework
An integrated, two-construct conceptual framework was developed based on the research gap identified for this research paper. Previous empirical studies showed that there is a dearth of scholarly works on the status of innovativeness among lecturers in universities in South-west Nigeria. Previous works carried out on the subject only focused on innovativeness among lecturers in areas of teaching methodologies in universities in Ondo State (Ajidahun, 2018; Alo & Dada, 2020). There was also a dearth of studies on the effect of equal opportunities on innovativeness with respect to lecturers from universities in South-west Nigeria. The study carried out by Bawuro et al. (2019) focused on the influence of prosocial motivation on lecturers’ innovative behaviour in selected public (federal) universities in Nigeria. These identified gaps in empirical knowledge are what this study sought to fill.
Two constructs considered were equal opportunities and employee innovativeness. Employee innovativeness was considered the dependent variable because it is the variable that this study was primarily interested in. It is also known as the criterion variable. Equal opportunities were considered the independent variable because they were the variable that could directly influence the mix of lecturers hailing from differing backgrounds and origins. Figure 2.1 showed the diagrammatic illustration of the two-construct conceptual framework for this study.
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Figure 1: Conceptual Framework for this study 
Source: Researcher, (2025)
Figure 1 has shown the relationship between the constructs (variables) for this study. The predictor variable was equal opportunities, while the criterion variable was employee innovativeness. The arrows depicted the flow of influence from the predictor (equal opportunities) to employee innovativeness. Employee innovativeness was measured using teaching innovativeness and research/publication innovativeness.
Equal Opportunities and Employee Innovativeness
Ali et al. (2019) conducted research to ascertain the contributions and impacts of equal chances on EP in the workplace, specifically analysing their efficacy among workers at BDF Hospital in the Kingdom of Bahrain. The elements of EO include equal access, equitable employee training, equal compensation, and fair recruiting and selection processes. This study employed quantitative research methodologies, specifically a descriptive survey research methodology. There were 341 workers in the study's sample size. The data was analysed using SPSS version 25 for Windows. The regression analysis's findings demonstrated that EP benefited significantly from equitable opportunities across all four business domains. These data suggest that equitable workplace opportunities substantially enhance EP. Employees who see themselves as appreciated, respected, and granted equitable access to resources and opportunities are more inclined to experience satisfaction, engagement, and productivity. This results in enhanced creativity, innovation, and improved overall outcomes in the healthcare industry.
Osei-Mensah (2024) conducted a review examining the correlation between equal chances and EP in Ghana. This research used a thematic literature review method, which entails the methodical identification and retrieval of relevant secondary data from diverse published sources. The results indicated that equitable workplace chances enhance EP when individuals perceive they are treated justly. It improves morale, involvement, and optimism. Moreover, heterogeneous teams often provide unique viewpoints, enhancing creativity and P-S capabilities. Equitable possibilities foster professional growth, skill enhancement, and career progression, which are the foundations of organisational dynamics. The programmes, coaching, and varied responsibilities develop employees' skills and motivations. This review analyses the organisational structures and policies that promote or obstruct EO, highlighting the essential connection between employee opportunity and job performance. It also provides information on how to develop a workforce that is robust and flexible.
Ritika and Varsha (2022) investigated the relationship between perceived equality (PE), EC, and contextual performance. In this study, a descriptive survey research approach was paired with quantitative research methods. The data, which originated from 385 employees of various private companies in India, was evaluated using SEM and analysis of variance (ANOVA). The study is distinct from others since it demonstrates a strong inverse relationship between PE and contextual performance. Affective commitment acted as a mediator in the favourable correlation between PE and contextual performance. A robust positive connection existed between EC and PE. Contrary to previous studies, the ANOVA revealed no significant differences in contextual performance between boys and females. Consequently, this study offers a thorough method for evaluating the behavioural and psychological impacts of organisational policies concerning representation and EO for all workers. The results show that workers are more likely to have a strong feeling of loyalty and attachment to the organisation when they believe they are being treated fairly, which increases their discretionary effort and contributions to the workplace.
Ugwu (2021) studied how EEO affected the Ministry of Finance's (MoF) organisational effectiveness in Enugu State. A survey research design and technique were used in the study. All 80 ministry employees make up the study population. A sample size of 67 was established using the Taro Yamane technique. They are made up of ministry personnel at the junior, intermediate, and senior levels. The data was gathered through the questionnaire. The supervisor modified the instrument in accordance with the researcher's instructions in order to confirm its validity. The reliability of the instrument was evaluated using the test-retest approach. It consistently provided the same results each time. The researcher created 67 questionnaires in all and gave them to each responder separately. 60 respondents were correctly filled out and sent back. As a result, 60 participants made up our updated sample size. Percentages were used to examine the questionnaire's findings. The proposed hypotheses were evaluated at a threshold of significance of 0.05 using the chi-square (X²) statistical method. The findings showed that EEO improves worker morale, increases organisational productivity, and above all promotes peace and harmony within the organisation. The Enugu State MoF, as well as other public and private organisations, was recommended to include EEO in their employment policies and enforce rigorous adherence to its implementation in light of the findings. Practice, governance, and future studies are all significantly impacted by this study. It might show if EEO programmes are successfully advancing equality and improving the ministry's overall efficacy or whether their execution and effects are flawed. The results could guide the enhancement of EEO rules, advance EE, and establish a more productive and friendly workplace at the MoF.
Vimala (2023), examined how employees' job performance (EJP) was affected by sustainable career trajectories (SCT), workplace environment (WE), and equitable EEO. The study also observed the moderating effect of organisational culture in this context. Information was gathered by surveying female employees in the Saudi healthcare sector. The survey design approach used was correlational. After being distributed, 312 completed surveys were returned. The data were analysed using SPSS and AMOS, and the suggested hypothesis's ultimate state was assessed using SEM. The results show a strong correlation between SCT and EJP, WE and EJP, and EEO and EJP. There was very little moderation between EEO and EJP, WE and EJP, and SCP and EJP in the organisational culture. There are several theoretical and practical benefits to this study. It offers distinctive perspectives on the Saudi Arabian healthcare sector to enhance and realign initiatives around employee wellness.
The aforementioned empirical studies diverged from this research due to variations in employee innovativeness (workers' performance, EC, and organisational productivity in prior studies, contrasted with EI in this study), as well as variances in study regions and techniques. This research addressed the existing gaps. 
Methodology
Research Design
The descriptive-survey research design was employed to carry out this study. This design aimed to accurately and systematically describe a population, situation or phenomenon by observation and measurement (Nassaji, 2015). This research design was therefore considered necessary for this study, as it enabled the researcher to describe the findings of the study without manipulations of the independent variable.
Study Area
The study area consisted of selected approved federal, state and private universities in the South-west of Nigeria. The states in the South-west Region of Nigeria include Ekiti, Lagos, Ogun, Ondo, Osun and Oyo states, as shown in Figure 3.1.
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Figure 2: Map showing the six States in South-west, Nigeria. 
Source: https://www.premiumtimesng.com/regional/ssouth-west/433129-South-west -states-move-to-establish-regional-development-commission.html?tztc=1
Sample and Sampling Techniques
There are six states in South-west of Nigeria. From these states, one university each from the federal, state, and private universities was observed, making eighteen (18) universities. In these 18 universities there are ten thousand, six hundred and fifty-six (10,656) lecturers altogether. The justification for considering the selected federal, state and private universities is because of their diverse populations of staff and students and their role as training grounds for future professionals. This allows the researcher to examine the status and impact of equal opportunities in a diverse setting with a wide range of lecturers from varying backgrounds and origins. Additionally, the above universities are complex organisations with various departments and levels, providing a rich organisational environment for studying the nuances of innovativeness.
A multi-stage sampling technique was used to select the sample for the study. The first stage involves the use of the “cluster sampling method”. Cluster sampling is a type where the whole population is divided into clusters or groups. Where there is a population which is dispersed over a geographic zone or region, it may not be feasible to conduct a simple random sampling of the entire population. In such a case, it becomes reasonable to divide the population into “clusters” (usually along geographic boundaries) and measure all units within that cluster (Taherdoost, 2016). In this study, the cluster sampling technique was used to select three states that are deep-rooted in the South-west part of Nigeria, namely Lagos State, Ogun State, and Oyo State. The statistics of the names of the selected universities and number of lecturers in the three selected states are shown in Table 1:
Table 1: Sample South-west States for the Study (n = 3)
	     S/N
	South-west States
	Universities
	Number of Lecturers

	1
	Lagos
	Federal
	University of Lagos, Akoka
	1,101

	
	
	State
	Lagos State University, Ojo
	807

	
	
	Private
	Anchor University, Lagos
	143

	2
	Ogun
	Federal
	Federal University of Agriculture, Abeokuta
	801

	
	
	State
	Olabisi Onabanjo University, Ago-Iwoye
	673

	
	
	Private
	Convenant University, Ogun State.
	656

	3
	Oyo
	Federal
	University of Ibadan, Ibadan
	801

	
	
	State
	Ladoke Akintola University, Ogobomoso
	470

	
	
	Private
	Lead City University, Ibadan
	297

	TOTAL
	
	5,749


Source: Cluster Sampling Technique
Table 1 shows that the sampled South-west states (Lagos, Ogun and Oyo), which are more deep-rooted in the South-west region, consist of five thousand seven hundred and forty-nine (5,749) lecturers in the selected federal, state and private universities. At stage two, which involves the selection of a sample number of lecturers, the “Yamane Taro sample size determination formula” was used. This formula was adopted in 1967 by Yamane for sample size determination. The formula is represented below:
                                     n  =     N 		
				  1 + N (e)2
Where 'n' is the desired sample size,
'N' is the population size or the population from which a sample is desired or needed while 'e' is the level of precision, or the P-value, which is 0.05 for this study.


Table 2: Sample Number of Lecturers (n = 2,084)
	     S/N
	South-west States
	Universities
	Number of Lecturers
	Sample Number of Lecturers (Yamane Formula)

	1
	Lagos
	Federal
	University of Lagos, Akoka
	1,101
	293

	
	
	State
	Lagos State University, Ojo
	807
	267

	
	
	Private
	Anchor University, Lagos 
	143
	105

	2
	Ogun
	Federal
	Federal University of Agriculture, Abeokuta
	801
	267

	
	
	State
	Olabisi Onabanjo University, Ago-Iwoye
	673
	251

	
	
	Private
	Convenant University, Ogun State.
	656
	248

	3
	Oyo
	Federal
	University of Ibadan, Ibadan
	801
	267

	
	
	State
	Ladoke Akintola University, Ogobomoso
	470
	216

	
	
	Private
	Lead City University, Ibadan
	297
	170

	
	TOTAL
	5,749
	2,084


Source: Yamane sample size determination formula technique
Table 2 showed the sample number of lecturers to be two thousand and eighty-four (2,084) in the selected federal, state and private universities in the three sampled South-west states in Nigeria.
Model Specification
The following multiple linear regression model was used to model the data:
Regression model
Y= β0+ β1 X1 +ε
Where,
Y = Employee Innovativeness,
X1 = Equal Opportunities,
ε = is the error term
β₀ is the y-intercept (constant) whose relationship in the model is insignificant; β₁ is the model coefficient which is sufficiently large so as to have a significant relationship in the model. The test for significance of the coefficient of multiple correlations was determined by the F-test. This test checked the significance of the whole regression model with the prediction that all the predictor variables (inclusion, fair reward practice, equal opportunities, representation and policies and programmes) have influence on the dependent variable that is H₀: βᵢ₀ against H₀: β₁>0. If null were rejected at the α=0.05 level of significance, then Xi would be taken to have a significant positive relationship.
Description of Research Instruments
A self-constructed questionnaire titled "Equal Opportunities and Employee Innovativeness Questionnaire” was used to obtain the needed data for the research. This questionnaire was divided into three (3) sections, which all comprised structured items.
Section A was constructed to collect the demographic details of the employees (lecturers), such as their gender, age, teaching experience, highest education, marital status, ethnicity, and religion.
Section B was constructed to collect data on the extent of equal opportunities in the federal, state and private universities. This section consisted of five (5) items relating to equal opportunities for advancement. The rating technique was based on the four-point Likert-type scale of Strongly Agree (SA) = 4, Agree (A) = 3, Disagree = 2 and Strongly Disagree (D) = 1.
Section C was constructed to collect data on the teaching and research/publication innovativeness of the employees (lecturers) based on idea generation, idea promotion and idea realisation. This section was adapted from the innovative behaviour scale by Janssen (2000) and Scott and Bruce (1994). It consisted of eighteen (18) structured items, of which nine (9) items each related to teaching and research/publication innovativeness. The rating technique was also based on the four-point Likert-type scale of Strongly Agree (SA) = 4, Agree (A) = 3, Disagree = 2 and Strongly Disagree (D) = 1.
Validity of the Instrument
To ensure that the instrument gave the required responses, face and content validity were employed. In this form of validity, the researcher gave the instrument to lecturers in the Department of Business Administration at Ajayi Crowther University for corrections. After these lecturers had scrutinised and contributed their input in order to ensure that the instrument measures what it intends to measure, the researcher also gave the instrument to his supervisor to make the final corrections/judgement.
Reliability of the Instrument
In order to determine the reliability of the instrument, a pilot study was done using two hundred (200) lecturers from Obafemi Awolowo University, Ile-Ife, Osun State University, Osogbo, and Bowen University, Iwo, in Osun State. These numbers of lecturers made up the required 10% sample size for a pilot study. According to Bujang et al. (2024), the general rule of thumb is to aim for a sample size that is at least 10% of the expected sample size (2,048) for the main study. However, these 200 lecturers were not included in the final study.

Method of Data Collection
The researcher, along with three research assistants, visited the sampled universities to distributed the instruments to lecturers and those in management. The research assistants were trained for a period of one week (7 days), during which they were told how to administered and collected the instrument. The researcher administered the instruments to respondents of the study in the various universities in the selected states, and they were collected immediately after responses.
Method of Data Analysis
Data collected was analysed using descriptive and inferential statistics. The demographic information of respondents was analysed using descriptive statistics such as frequencies and percentages. Research questions were answered using descriptive statistics such as frequencies, percentages, means and standard deviations. Hypotheses were tested using inferential statistics such as linear regression at the 0.05 level of precision. Linear regression was used to make inferences or predictions on workforce diversity management in areas of inclusion, fair reward practice, equal opportunities, representation and policies and programmes and employee innovativeness in areas of teaching and research/publication innovativeness.
Presentation and Interpretation of Results
Table 3: Equal Opportunities and Employee Innovativeness
	                                    ANOVA
	Coefficientsa

	Model
	SoS
	Df
	Mean Square
	F
	UC
	SC
	t
	Sig.

	
	
	
	
	
	B
	Std. Error
	Beta
	
	

	1 (EO and EI)
	Regression
	34.826
	1
	34.826
	6.967
	.201
	.066
	.141
	3.045
	.030

	
	Residual
	9962.241
	1993
	4.999
	
	
	
	
	
	

	
	Total
	9997.067
	1994
	
	
	
	
	
	
	

	 Model Summary
	

	R =.055   R Square =.003   Adjusted R Square =.002      SEE = 2.23584


ANOVA and t-value are significant at P<0.05.
Field Work, 2025
The F-value of 6.967 is significant at the 0.05 level of significance, according to the ANOVA portion of Table 4.10. This suggests that EI in the selected FS & PUs in SWN is significantly impacted by equal opportunities (F (1,1993) = 6.967, P < 0.05). This result demonstrated how well the model represents the data. As a result, the null hypothesis which maintains that equal opportunities have no appreciable effect on EI at SWN colleges was refuted. The model summary indicates that SEE = 2.23584, R = .055, R² = .003, and Adjusted R² = .002. The result shows that a low predicting ability is shown by the R value of .055. This figure indicates a weak relationship between employee innovativeness and actual expected values. EO accounts for 0.3% of the variance in EI, according to the R-squared value (coefficient of determination) of 0.003. A more accurate evaluation is given by the corrected R-squared value. According to the revised R-squared value of .002, EO was responsible for 0.2% of the variation in EI among the selected FS & PUs in SWN. Therefore, factors not covered by model 1 might be responsible for the remaining 99.8%. 
The coefficient section of Table 4.10 indicates that EI is significantly positively impacted by the standardised beta (β) coefficient and t-value for equal chances (β = .141; t = 3.045; Sig = .030). A one-unit increase in EO is correlated with a significant 0.201 increase in EI, according to the positive, unstandardised coefficient (B).

Discussion of Findings
The purpose of this research was to examine the effect of equal opportunities on employee innovativeness among universities in South-west Nigeria. Primary data collected from the questionnaires distributed during the course of the study were analysed using descriptive and inferential statistics and are presented and interpreted. Employee innovativeness was studied using teaching innovativeness and research/publication innovativeness. In this section, previous studies related to the findings of this work were compared and contrasted.
The finding from research question three of this study (What is the effect of equal opportunities on employee innovativeness in universities in South-west Nigeria?) clearly indicated that there is an effect of equal opportunities on employee innovativeness in the selected universities. This finding is in consonance with that of Ekejiuba et al. (2024), which showed that diversity management in the area of equal opportunity has an effect on employee engagement in Nigerian regulatory agencies. The similarities in both studies could be that they were both carried out in Nigeria, although in various sectors. Most Nigerian employees are subject to similar workplace terrains and structures. This finding is supported by Osei-Mensah (2024), whose results showed that equal opportunities in the workplace contribute positively to employees' performance in Ghana. The similarities observed in both results could be that they were both carried out in organisations in Africa, although in different countries and sectors. Besides, the predictor variable was similar in both studies. This study’s finding corroborates that of Ugwu (2021), which showed a positive effect of equal employment opportunity on employee and organisational productivity at the Enugu State Ministry of Finance. The similarities observed in both results could be that they were both carried out on employees in organisations in Nigeria, although in different sectors. The predictor variable was similar in both studies.
The finding from this study clearly showed a significant positive effect of equal opportunities on employee innovativeness in the selected universities. This finding, however, disagrees with that of Ekejiuba et al. (2023), which revealed that equal opportunity has a negative and insignificant impact on employee affective commitment in the Nigerian public sector. The difference observed in both results could be that the previous study was carried out in the public sector in Nigeria and on a different category of employees, whereas this present study was carried out in selected universities and on academic staff. This finding, however, somewhat disagrees with that of Fadhili et al. (2021), who showed a negative significant effect of equal opportunities for advancement on workers’ job performance at Maua Methodist Hospital, Kenya. The minor difference observed in both results could be that the previous study was carried out in a hospital organisation in Kenya and thus on health workers, whereas this present study was carried out in a private sector (private universities) and on academic staff in Nigeria. This result also corroborates that of Ali et al. (2019), which showed a positive significant impact of equal opportunities on employee performance in BDF hospital in the Kingdom of Bahrain. The similarities observed in both results could be that they were both carried out on employees who have psychological needs and hence would improve their performance when they perceive equal opportunities in their organisations regardless of their diversities. Moreover, the predictor variable was similar in both studies.
Conclusion and Recommendation
This research work was carried out to examine the relationship between equal opportunities and employee innovativeness among selected federal, state, and private universities in South-west Nigeria. Based on the findings of this study, it can be concluded that equal opportunities have a positive significant effect on employees' (lecturers') teaching and research/publication innovativeness in the universities in South-west Nigeria. Thus, equal opportunities significantly enhance employee innovativeness within federal, state, and private universities. This is because diversity management practices can foster a culture of belonging and psychological safety among lecturers, where diverse perspectives are valued, resulting in better creativity, innovation, problem-solving, and, ultimately, enhanced performance of the institutions. Furthermore, embracing the strategy of equal opportunities allows these universities to tap into a wider talent pool, leverage a broader range of knowledge and experiences, and cultivate a more adaptable and resilient workforce capable of responding to the evolving needs of the higher education sector through innovativeness. On the basis of the findings and conclusion, the study recommends that the universities should focus on fostering an equitable environment that encourages innovation through the implementation of policies and strategies that promote equal access to opportunities for all employees, regardless of their demography.
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