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Abstrakt: Produktywność i efektywność to kluczowe czynniki odpowiadające za osiąganie 
dobrych wyników w każdej organizacji. Obydwa prowadzą do zwiększenia satysfakcji z wykony-
wanej pracy oraz stopnia przywiązania do organizacji. Wykonywanie pracy w sposób efektywny 
przyczynia się do zwiększenia stopnia przywiązania do organizacji. Natomiast brak przywiąza-
nia do niej oraz niezadowolenie z wykonywanej pracy zwiększają ryzyko fluktuacji pracowników.  
W artykule szczególną uwagę poświęcono zbadaniu wpływu satysfakcji pracowników z wykonywanej 
pracy oraz stopnia ich przywiązania do organizacji na proces fluktuacji pracowników. Celem artyku-
łu jest przedstawienie procesu fluktuacji pracowników bibliotek prywatnych uczelni w południowo
-zachodniej Nigerii. Spośród 110 rozesłanych ankiet uzyskano 94 odpowiedzi. Zgromadzone dane 
zostały poddane analizie za pomocą SPSS 17.0. Wyniki zebrane na podstawie przeprowadzonych 
ankiet wykazały pozytywną i istotną zależność pomiędzy satysfakcją z wykonywanej pracy, stopniem 
przywiązania do organizacji a fluktuacją bibliotekarzy. Zgromadzone dane dają pogląd na poziom 
satysfakcji pracowników z wykonywanej pracy i stopień ich przywiązania do organizacji w uczelniach 
prywatnych. Jednakże wyników tych badań nie należy przekładać na inne populacje.

Keywords: organisational commitment, turnover intention, job satisfaction, private univer-
sities

Abstract: Productivity and efficiency are the major factors of good performance in every orga-
nization. Both are often influenced by employees job satisfaction and organizational commitment. 
When employees tend to work effectively and efficiently the organization satisfies and encourages 
them to be committed at every point in time. Lack of commitment and dissatisfaction with one’s 
job increases turnover intention. Hence, the focus on this study is geared towards examining the 
influence of employees job satisfaction and organizational commitment on employees turnover in-
tentions. The purpose of this paper is to investigate employees turnover intention in private univer-
sities libraries in Nigeria. The study seeks to focus on the effect of job satisfaction and organizational 
commitment on employees’ turnover intention. The study population consists of thirteen private 
universities in South West Nigeria. Out of one hundred and ten copies of questionnaires which were 
administered, ninety-four copies or 86% were retrieved. Data collected were analysed using SPSS 
17.0. The results showed positive and significant relationship between job satisfaction and organiza-
tional commitment as both of them affect librarians turnover intentions. The results provided some 
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insight into the influence of job satisfaction and organizational commitment in the private univer-
sities. However it may not be appropriate to generalize the findings across the other populations or 
settings.

Introduction

Human resources play a vital role when the achievement of goals and objectives of an 
organization is possible. Organisations focus on the impact of employees’ turnover on the 
organizational effectiveness and cost. Most organisations often devise the mechanism to 
retain employees, especially the good ones. Employees’ level of commitment to their orga-
nization may go a long way with determining how well organisations achieve their goals. 
Various aspects of work such as an efficiency, productivity, absenteeism, turnover rates and 
intention to quit are being influenced by employees job satisfaction and organizational 
commitment [15]. Employees’ job satisfaction has a great influence on their turnover rate 
in every organization.

Employees job satisfaction is important because their absence often reduces organiza-
tional commitment [30] and eventually increases turnover rate especially in private learning 
institutions.

Consequently, employees ‘inability to achieve their needs causes dissatisfaction and 
lack of commitment which in turn may lead to the high rate of turnover. Therefore,  
if employee turnover especially among professional librarians is not managed properly it 
may affect the institution adversely in terms of personnel costs and in the long run its 
liquidity position [25].

Mark Huselid [16] stated that the organisations differ themselves in the priority of 
they attachement to the human resource component and in their efforts towards achieving 
high productivity and competitive advantage over other organisations, even though they 
all recognize the value of a qualified, motivated, stable and responsive team of employees. 
These factors may strengthen employees level of commitment and help to retain talented 
work force in the library profession.

In the same vein, Richard Olorunsola and Bamijoko [33] in their study asserted that 
there is need to maintain a steady supply of staff which will require a good understanding 
of the forces that affect the issue of recruitment and retention of the academic librarians 
in private universities. Organisations often try to foster commitment so their employees 
achieve stability which may reduce turnover costs. It is commonly believed that committed 
employees work harder and are more likely to “go the extra mile” to achieve organizational 
objectives.

With the proliferation of new universities in Nigeria, librarians are prone to migra-
te from one institution to another. Sami Abassi and Kenneth Hollman [1] found out in 
their research that most of the time when employees move, they migrate to competing 
institutions with the knowledge acquired from their former employees. Librarians’ job has 
now become mobile. Organisations find ways of improving and sustaining their employees’  
retention strategies.
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Many factors have been found to be responsible for staff turnover in organisations.  
It has also been observed that private universities suffer from the difficulty of turnover. 
Therefore, this study seeks to ascertain the influence of employees job satisfaction and orga-
nizational commitment on turnover of the librarians in private universities.

Objectives of the study

The following are the objectives of this study:
1. To investigate librarians’ turnover in private universities in Nigeria.
2. To determine the reasons why librarians resign from their institutions.
3. To determine the effect of employees job satisfaction on librarians’ turnover in private 

universities in Nigeria.
4. To determine the effect of organisational commitment on librarians’ turnover in private 

universities in Nigeria.

Hypothesis

Ho1 – Employees job satisfaction will not significantly affect the organizational com-
mitment of librarians in private universities in Nigeria.

Ho2 – Employees job satisfaction will not significantly influence librarians’ turnover 
in private universities in Nigeria.

Literature Review

According to James Prince [36], turnover is the ratio of the number of organisational 
members who have left during the period being considered and divided by the average 
number of people in that organization during the same period. A worker’s intention to 
leave is considered by a sign of quitting but there are no consistent findings that regard to 
its value as a predictor of the actual turnover to the workers [35]. Frequency in employees’ 
turnover is a state of affairs in an organisation whereby employees for reasons best known to 
them and based on their perception of personnel policies and practices of an organization 
resign or leave their job [12].

Most organisations try to differentiate between voluntary and involuntary turnover 
so they can take actions on the one which they have controlled over. Voluntary turnover is 
caused by the interest of the employees (e.g. to take job in other organization for better sala-
ry) while involuntary turnover is the decision of management to quit employees from work 
(e.g. dismissal for gross misconduct). In general, all resignations not formally initiated by 
employers is called voluntary resignation. Voluntary turnovers is further distinguished be-
tween the functional and dysfunctional turnovers. Functional turnovers happens when the 
resignation of substandard performers and dysfunctional turnovers refers to the exit of ef-
fective performers [23]. Dysfunctional turnover is the most concerned of management due 
to its negative impact on the organization’s general performance, into avoidable turnover 
(caused by lower compensation, poor working condition, etc.) and unavoidable turnovers 
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(like family matters, serious illness, death, etc.) over which the organization has little or no 
influence. Therefore, management does give the special attention to the avoidable turnover 
which controls and improves the situation and therefore staffs retention.

Sami Abassi and Kenneth Hollman [1] in their opinion argued that dysfunctional 
turnover (that is, good performers leave, bad performers stay) damages the institution thro-
ugh decreased innovation, delayed services, improper implementation of new programmes 
and degenerated productivity. Such activities can radically affect the ability of institutions 
to prosper in today’s competitive economy, leaving even the most ambitious institutions 
unable to succeed due to their inability to retain the right employees [41].

In order for organisations to achieve their set objectives, they must continuously 
ensure that the satisfaction of their employees and their level of commitment should be 
ascertained. John Okpara [32] in his work posited that, employees job satisfaction and 
organizational commitment are the two primary determinants of employees turnover. Per-
formance and productivity, committed and satisfied employees are usually high performers 
that contribute towards organizational productivity.

Cote and Heslin [8] found out that employees with higher level of job satisfaction will 
lead to commitment and a higher level of job satisfaction which may influence the good 
work life balance and reduce stress level. In the same vein, Michal Barak, Jan Nissly and 
Amy Levin [4], asserted that lack of job satisfaction has been repeatedly identified as the 
main reason why employees leave their jobs. Many studies, for example, William Mobley, 
Rodger Griffeth, Herbert Hand and Bruce Meglino [28], James Prince and Charles Mueller 
[37], L. Shore and H. Martin [39], Samuel Aryee and T. Wyatt [3], Edwin Ghiselli [12] 
have also reported a significant negative relationship between employees job satisfaction 
and their intention to leave the organization. Employees job satisfaction represents some 
attitudes which are the most important characteristics of a job amongst which people have 
effective response. They include the following; the work itself, salary, promotion opportu-
nities, supervision, benefits, work conditions, management style, nature of work, commu-
nication and co-workers [24].

Organisational commitment is seen as a set of employee’s behavioural intentions, the 
willingness to wield considerable efforts on behalf of the organization and firm desire to 
maintain membership of the organization [40]. It is the desire of one’s identification and 
participation in a certain organization as well as dedication which an employee demonstra-
tes towards its organization [45].

Job satisfaction depends on the expectations, self-evaluation, social norms, social com-
parisons, input and output relations and organizational commitment which show the elusi-
veness of employees job satisfaction as a concept [42].

Private universities need to evolve the new ways of retaining workers and inspiring 
commitment among employees because of the implicit promise of the job security which 
is no longer possible [5]. In public institutions, the issue of job security is certain and these 
strategies which are meant to encourage the development of human capital are other yard-
sticks for retaining the librarians in public institutions.
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Saifudding, Nate Hongkrailert and Santhat Sermsri [38] reported that low absen-
teeism is associated with the high employees job satisfaction while the high turnover and 
absenteeism are related to job dissatisfaction.

Barbara Burd [7] while carrying out a research on work values for the academic lib-
rarians discovered that librarians in organisations who support participatory management, 
open communication, opportunities for achievement and relationship built on honesty and 
trust are more satisfied and committed to their work and therefore less likely to leave.

Genevieve Hart [14] asserted that the challenges which library leadership faced in the 
long run include personal development, growth, shortage of staff, promotion and reco-
gnition from management. He found out that professionals are dissatisfied with insufficient 
resources and their payment.

Ebru Kaya [19] in his study on employees job satisfaction for librarians also found out 
that the university librarians in Ankara were not satisfied with physical working conditions, 
job recognition, job security, promotion, benefits, social status and supervisory autonomy. 
Job satisfaction might be motivated by the nature of the job, the extent to which workers 
peculiar needs are met and its pervasive social climate, working conditions that are similar 
to local and international standards and extent to which they resemble work conditions of 
other professions [34].

Some of the factors which are affecting job satisfaction, from previous studies con-
ducted [13], include age and professional experience [9; 13], educational level [44], level of 
wages [2], and sex [9].

From the previous researches, for instance, Mobley William at al. [28], Edwin Ghiselli 
[12], Adeyinka Tella, C.O. Ayeni and S.O. Popoola [43], Muhammad Jamal [17], Angelo 
Kinicki [21], James Price and Charles Mueller [37], Kenneth McBey and Leonard Kara-
kowsky [26], agree that job satisfaction and organizational commitment are examined as 
antecedent of turnover intentions. They found out that employees job satisfaction and orga-
nizational commitment are rather consistent predictors of turnover intentions, the strength 
of the satisfaction and intention to leave relationship varies according to each setting. They 
also found out that job dissatisfaction has been positively and significantly associated with 
turnover intention. Employees tend to quit their jobs and find alternatives if they are not 
satisfied with their jobs. Peter Lock and John Crawford [22] while researching on effect 
of organizational culture and leadership style on job satisfaction and organizational com-
mitment found out that employees may emotionally or mentally “withdraw” from organi-
zation if opportunities to work elsewhere are not available. As a result of this, the desired 
function and purpose of a library is defeated.

Organisational commitment on the other hand has also a significant negative effect 
on turnover intention. Studies have consistently supported the increased organizational 
commitment which has been positively associated with individual actions such as decreased 
intention to search for new jobs and reduced turnover [6; 18; 27].

Adeyinka Tella, C.O. Ayeni and S.O. Popoola in their study [43] suggested that 
the library management should meet the demands of their personnel to strengthen their  
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satisfaction and commitment to minimize turnover. Khan Amijid and Shamshad Ahmed 
[20] in the study conducted in a Pakistan university reported that librarians are slightly 
satisfied with their benefits, promotion chances, sallary provided to them and commu-
nication system within the library. They opined that management of institutions should 
redesign promotion criteria for librarians to satisfy their needs.

Elisa Moncarz, Jinjin Zhao, Christine Kay [29] found out from a study that organi-
zational mission, goals and direction, employee recognition, rewards and compensation re-
duce non-management employee turnover. Corporate culture, hiring and promotions, and 
training practices influence non-management employee retention. R. Dutta [10] identified 
some of the ways of reducing the incidence of employee turnover in private universities 
including the following; assuring high rewards for high performance, developing a learning 
and knowledge-sharing environment, achieving a stable work-life balance, and fostering 
management-employee relations.

Methodology

A descriptive survey was used to collect data for this study. A structured questionnaire 
was adapted from the Minnesota Satisfaction Questionnaire and Index of Organisational 
Reactions Questionnaire. The population of this study consists of private universities in 
South-West, Nigeria. A total of a hundred and ten questionnaires were administered while 
ninety-four (94) were retrieved and the data collected in them were analysed using frequen-
cy count, simple percentage, t-test and ANOVA.

Table 1. Distribution of the respondents by gender

Frequency Percent Valid Percent Cumulative Percent

Valid Male 39 39.8 41.5 41.5
Female 55 56.1 58.5 100.0
Total 94 95.9 100.0

Missing System 4 4.1
Total 98 100.0

Source: self-elaboration.

In table 1 the male respondents are 39 (41.5%) while the female respondents are  
55 (58.5%). This shows that the majority of the respondents are female.
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Table 2. Distribution of respondents by university founder

Frequency Percent Valid Percent Cumulative Percent

Valid

Mission 56 57.1 59.6 59.6
Private individual 35 35.7 37.2 96.8

International organisation 1 1.0 1.1 97.9
Others 2 2.0 2.1 100.0
Total 94 95.9 100.0

Missing System 4 4.1
Total 98 100.0

Source: self-elaboration.

Table 2 shows that (59.6%) of the institutions were founded and funded by a religious 
group.

Table 3. Distribution of respondents by status

Frequency Percent Valid Percent Cumulative Percent

Valid University Librarian 5 5.1 5.3 5.3

Deputy University Librarian 3 3.1 3.2 8.5

Principal Librarian 5 5.1 5.3 13.8

Senior Librarian 6 6.1 6.4 20.2

Librarian I 27 27.6 28.7 48.9

Librarian II 45 45.9 47.9 96.8

Assistant Librarian 3 3.1 3.2 100.0

Total 94 95.9 100.0

Missing System 4 4.1

Total 98 100.0

Source: self-elaboration.

Table 3 shows that 5 (5.3%) of the respondents are University Librarians, 3 (3.2%) 
Deputy University Librarians, 5 (5.3%) Principal Librarians, 6 (6.4%) Senior Librarians, 
27 (28.7) Librarian I, 45 (47.9%) Librarian II and Assistant Librarians 3 (3.2%). The ma-
jority of the respondents are Librarian II cadre.

Table 4. Distribution of respondents by experience

Frequency Percent Valid Percent Cumulative Percent

Valid Yes 65 66.3 69.1 69.1
No 29 29.6 30.9 100.0

Total 94 95.9 100.0
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Frequency Percent Valid Percent Cumulative Percent

Missing System 4 4.1
Total 98 100.0

Source: self-elaboration.

This table shows that 65 (69.1%) of the respondents have gained some experience 
before joining the current institution while 29 (30.9%) are still very new in the profession.

Table 5. Librarians’ turnover rate

Status 1-3 4-6 7-9 Total

University Librarian 4 0 1 5
Deputy University 2 0 0 2

Librarian
Principal 4 0 0 4
Senior 4 2 0 6

Librarian I 21 4 1 26
Librarian II 35 8 0 43

Assistant Librarian 3 0 0 3
Total 73 14 2 89

Source: self-elaboration.

Turnover of librarians was higher among librarian I and II because professionals on 
these cadres are more mobile and seeking opportunities to improve their lives. Librarians 
at the upper rings of the ladder are less mobile because movement at this level is subject to 
vacancies and usually by appointments.

Table 6. Distribution of respondents by tenure

Frequency Percent Valid Percent Cumulative 
Percent

Valid

Less than 2 years 18 18.4 19.1 19.1
2-4 years 40 40.8 42.6 61.7
5-7 years 21 21.4 22.3 84.0

8-10 years 9 9.2 9.6 93.6
11 years and above 6 6.1 6.4 100.0

Total 94 95.9 100.0
Missing System 4 4.1

Total 98 100.0

Source: self-elaboration.

Table 6 shows that 19.1% of the participants have been working in their present 
library for less than 2 years, 42.6% have worked for 2–4 years, 22.3% ( 5–7 years),  
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9.6% (8–10 years) and 6.4% (11 years and above). This reveals that the majority of the 
participants have been in their respective institutions between 2–4 years.

Participants were requested to select from a list the reasons that influenced change of 
their jobs. Table 7 below shows their responses.

Table 7. Reasons for librarians’ movement

Reasons Numbers of respondents (N=94) Percent

Fulfillment 31 33
Change of status 53 56.4
Dissatisfaction 28 30
Better facilities 33 35.1

Source: self-elaboration.

The need to change the status as the main reason for librarians changing their jobs 
was given by 53 (56.4%) respondents.

Table 8. Librarians’ turnover in the last 5 years

University Number of resignations
Total

Less than 3 4-6 7-9
Afe Babalola University 6 0 0 6

Babcock University 5 1 0 6
Bells University 7 1 1 9

Bowen University 12 0 0 12
Caleb University 4 0 0 4

Ajayi Crowther University 3 0 0 3
Lead City University 3 0 0 3
Covenant University 10 0 0 10
Crawford University 6 3 0 9
Fountain University 3 0 1 4

Joseph Ayo Babalola University 5 4 0 9
Adeleke University 5 1 0 6

Redeemer’s University 4 4 0 8
Total 73 14 2 89

Source: self-elaboration.

Comparing the number of librarians in each of the libraries to the number that resi-
gned in the last five years presented in table 8 shows that the rate of turnover of librarians 
was low because less than three librarians have resigned in the last five years from working 
in these institutions.
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H01: Job satisfaction will not significantly affect organizational commitment of librarians

N Mean R correlation T df Sig. Decision

Job Satisfaction

Organisational 
Commitment

94
3.8319

3.4574
0.611 7.622 93 0.000

Reject
Null

Source: self-elaboration.

As shown in the above table, the H01 is rejected because T is significant at <0.05. 
This implies that job satisfaction affects commitment of librarian to their organization. The 
correlation coefficient R is also significant and it shows that job satisfaction contributes 
about 61.1% effect on organizational commitment. This implies that there is a strong rela-
tionship between job satisfaction and organizational commitment.

H02: Effect of job satisfaction on staff turnover
Mean N T Df Sig. Dec

Job satisfaction 
Turnover 2.61461 94 31.798 94 0.000 Reject 

Null

Source: self-elaboration.

T-test shows that t is not significant at <0.05. This implies that job satisfaction signi-
ficantly affects staff turnover.

Discussion of findings

From the above findings, it could be deduced that there is significant relationship 
between job satisfaction and organizational commitment. The positive relationship is ob-
served between the two variables as shown in table 6. The correlation coefficient R which is 
also significant showes that job satisfaction contribute about 61.1% effect on organizational 
commitment. Based on this fact it is reasonable to conclude that there is a strong relation-
ship between job satisfaction and organizational commitment. This result agrees with Cote 
and Heslin [8] who reported that employees with higher level of job satisfaction are more 
committed to their jobs which lead to better work life balance and reduce stress level. The 
other result is also in line with the findings reported by John Meyer, Natalie Allen [27] and 
Fred Luthans [24]. They reported that satisfaction with salary, promotion, supervision, 
benefits, contingent rewards, recognition, nature of work, communication and relationship 
with co-workers etc. make librarians feel more emotionally attached and committed to an 
organization. Employees’ behaviour and contribution to organizational effectiveness reduce 
turnover intention. Effectiveness of an employee is pre-determined by the level at which 
the employee is committed and satisfied to his or her organization which in a way reduces 
turnover intention.
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The findings also indicated that job satisfaction significantly influences turnover inten-
tion. The correlation which exists between job satisfaction and turnover intention as shown 
in table 7 implies that job satisfaction significantly affects staff turnover at < 0.05. This also 
corresponds with Barak, Nissly and Levin [4] who reported that lack of job satisfaction has 
been identified as the main reason why employees leave their jobs. Satisfaction in terms of 
salary, promotion, career advancement etc. greatly reduces turnover rate in private univer-
sities. When employees are satisfied with their job, it brings the best contribution out of 
them. Salary satisfaction often results in the greater productivity and higher performance 
while pay salary dissatisfaction may bring about poor performance, lack of commitment, 
absenteeism and high rate of employees turnover which affects productivity. Failure to re-
view salary as at when due, has detrimental impact on dissatisfaction with salary which can 
lead to higher turnover rate among employees. The fact that government establishments 
are more rewarded and secured cannot be ruled out. But employees still believe that a good 
evaluation system and performance tracking can be used to make decisions with regards to 
promotion. In the same vein, employees involved in making decisions have also the highest 
level of job satisfaction and the lower level of job stress than other employees.

Finally the findings of this study also revealed that organizational commitment is 
negatively correlated to employees turnover intentions. The level of organizational com-
mitment is moderate as the findings revealed but notwithstanding and organisations need 
to improve their level commitment among its employees. Organisations can strengthen 
employees level of commitment by giving them opportunities for training, career advan-
cement, social support good communication and cooperation among its employees. Some 
previous research findings [such as 6; 18; 27] reported that increased organizational com-
mitment has been positively associated with individuals motives including intention to 
search for new jobs and thereby reducing turnover rate among librarians.

Conclusion and Recommendations

The primary objective of the study was to examine the effect of job satisfaction and or-
ganizational commitment on the turnover intention among librarians in private universities 
South-West Nigeria. Based on the findings, it is concluded that satisfaction with salary, 
promotion, nature of work etc. plays significant role in reducing turnover rate. Therefore, 
organisations should take necessary measures for the optimal provision of other incentives 
to make their core workforce highly satisfied and committed in order to create a good wor-
king environment that encourages people to stay with their respective organisations. Libra-
ry management needs to review existing salary practice and also foster positive co-workers 
relationships. What is more organizational commitment is equally associated with turnover 
intention. From the findings, it is pertinent that library management seeks the ways to 
increase the organizational commitment of their employees. It is important to note that 
this study covers only private universities in South-West Nigeria and may not be able to 
generalize its results to other State and Federal Universities in Nigeria. Comparatively this 
study can be conducted using larger population size in various Universities across Nigeria.
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