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Abstract

The study investigated leadership styles, promotion opportunities, and salary as correlates of
turnover intention among librarians in Nigerian academic libraries. It applied the correlational
survey design, and data was gathered with a questionnaire. The entire 115 librarians in three
(3) universities in South-South, Nigeria formed the population of this study. The data was
analyzed with mean and Pearson Moment Correlation (2-tailed). The findings show that the
turnover intention of the librarians was high; leadership, promotion opportunities, and salary
positively correlate with the turnover intention. The major implication of the findings of the
study is that the issue of leadership style, promotion, and salary should be carefully planned by
the management of the library, otherwise, the librarians will leave the library whenever the
opportunity shows up. These findings provide new data for planning the management of library
staff to achieve effective information service in the library.

Keywords: academic libraries, leadership styles, librarians, promotion opportunities, salary,
turnover intention
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Introduction

In this modern world, the level of commitment of workers is critical for the survival and
continuity of any organization (Azeez, Jayeoba & Adeoye, 2016). For any organization to
function effectively, the organization must be able to retain the qualified and committed
workforce. However, this is not the case in many organizations today, as evidence has shown
that it is becoming difficult for managers to retain their workers and this is increasing the rate
of the turnover intention among employees across various sectors. In fact, Caglar & Duarte
(2019) pointed out that “managers now spend 10-20% of their time recruiting and training new
hires in high turnover service businesses”. Although, in a developing country like Nigeria and
with the uncertainty brought about by rising unemployment rates even among the vibrant youth
population, it can be said that turnover may not be as high as recorded in developed countries,
however there is an intent to leave an organization for another due to one or a combination of
several factor(s). This is what is referred to in the literature as “turnover intentions”.

Kumar (2011) noted that “turnover is a critical human resource issue in all sectors of the
economy which affects productivity, product and service quality, and profitability”. Azeez,
Jayeoba & Adeoye (2016) defined “turnover intention as the intent of an employee to leave an
organization in search of a new job”. Also, Ngamkroeckjoti, Ounprechavanit and Kijboonchoo
(2012) stated that “turnover intention of employees refers to the likelihood of a worker to
change their place of work”. In the view of Medina (2012), the term “turnover intention” “is
often used in human resource management to describe an employee’s intention to find a new
job with another employer”. The intention to leave one’s place of work is a result of several
factors. Bandhanpreet, Mohindru & Pankaj (2013) asserted that turnover intention is a complex
phenomenon that depends on various factors; Omeluzor et al. (2017) noted that these indicators
are “age, gender, tenure, designation, experience, compensation, education, nature of
employment are predictors of turnover intentions of employees in organizations” (p. 5).
Furthermore, Belete (2018) identified factors that may influence the turnover intention, such
as leadership styles, organizational culture, promotion opportunities, salary, and job
satisfaction.

Employee’s intention to leave their current place of work has become a critical issue for
organizations irrespective of size, where they are, and what they do (Long, Thean, Ismail &
Jusoh, 2012). This means that the turnover intention among employees cuts across sectors and
organizations. The library as an organization has its fair share of turnover intention among its
staff. Studies, such as Idiegbeyan-Ose, Opeke and Nwokeoma (2018), have shown the growth
of turnover issues among Nigerian librarians in public and private universities in recent times.
Other studies in Nigeria have shown that promotion (Owhondah, Onuoha & Akhigbe, 2016),
organization factors (Omeluzor, 2018), and leadership style (Nwokocha & Theriohanma, 2015)
are some of the factors affecting turnover intentions among librarians. The few studies on this
subject have paid more attention to private universities, however, it seems that the intention to
leave a library also affects library professionals in government-owned academic institutions.
In Southern Nigeria, the issues of poor welfare and delay in payment of salaries have been
causing agitations in recent times.

Based on the foregoing, this study is designed to investigate leadership styles, promotion

opportunities, and salary as correlates of turnover intentions among librarians in three (3)
selected universities in Southern Nigeria.

58



IAFOR Journal of Literature & Librarianship Volume 9 — Issue 2 — 2020

Research Question for the Study
What is the level of the turnover intention of the librarians in the selected universities in South-
South, Nigeria?

Hypotheses
The following null hypotheses were tested at 0.01 level of significance:

HO:: There is no significant relationship between leadership styles and turnover intentions
HO2: There is no significant relationship between promotion opportunities and turnover
intentions

HOs: There is no significant relationship between salary and turnover intentions

Literature Review

Organizations in the modern era are faced with unrestricted and rapid changes in their processes
and procedures (Olusegun, 2012). This has posed serious challenges to the sustainability of
these organizations. For instance, Azeez, Jayeoba & Adeoye (2016) opined that “volatile free
market economic environments, rapidly changing technologies, global competition, workforce
diversity, and new organizational structures are some of the challenges an organization faces”.
Human capital is the major aspect of the organization that is affected by these changes. It should
be noted that human capital is the pivot that drives effectiveness in organizations (Idiegbeyan-
Ose, Opeke & Nwokeoma, 2018). In fact, the human capital determines to a large extent the
value of the organizations and their level of productivity.

Also, Akthar (2017) noted that in this era of highly competitive business environments,
“talented employees are considered as key resources”. The ability of organizations to retain
these employees has been seen as a critical challenge to 21st-century organizations. In fact,
many employees have shown the intention to change their workplaces to organizations with
better career prospects and welfare packages. This desire to leave one place of work for another
is called “turnover intention”. Mwita, Mwakasangula, & Tefurukwa (2018) define “turnover
intention” as “employees’ willingness or attempts to leave the current workplace voluntarily”.
Also, Idiegbeyan-Ose, Opeke & Nwokeoma (2018) defined “turnover intention” simply as “the
rate to which a member of staff is willing to leave a particular organisation” (p. 2). Turnover
intention could even mean an employee’s consideration or thinking of quitting a job (Long &
Thean, 2011).

Nyamubarwa (2013) reported that in Zimbabwe the “majority of academic librarians (80%)
consider employment outside Zimbabwe as a vibrant option to their current state of affairs”.
Similarly, Olusegun (2012) did a study in Southwest Nigeria and found that the rate of turnover
intention of library personnel in some universities in Southwest Nigeria was high.

Several studies have shown that there are many variables that could lead people to quit their
job. Some of them are; job satisfaction (Hussain & Ghulam, 2017), organizational culture
(Idiegbeyan-Ose, Opeke & Nwokeoma, 2018), organizational commitment (Akhigbe, Felix &
Finelady, 2014), leadership styles (Domfeh, Obuobisa-Darko & Asare, 2016), pay satisfaction
(Singh & Loncar, 2010), promotion opportunities (Owhondah, Onuoha & Akhigbe, 2016),
work-family conflict (Long, Azami, Kowang & Fei, 2016), and so forth.

The findings by Nwokocha and Iheriohanma (2015) established a connection between
leadership styles, employee retention and employee performance. Nwokocha and Theriohanma
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(2015) concluded that effective leadership style is crucial for achieving organizational goals.
Also, Sulamuthu and Yusuf (2018) established that a relationship exists between leadership
style and turnover intention.

Other studies show that salary or financial benefit is a major consideration both for employers
and employees (Singh & Loncar, 2010; Akhtar, 2017). Hence, Singh and Loncar (2010) noted
that for employees, pay is of obvious importance in terms of satisfying their economic needs.
All these variables provide an interplay that results in turnover intention of employees. For
librarians in South-South, Nigeria, this important correlation has not been scientifically
established. This study aims to fill this gap in order to help library managers and make critical
decisions that will foster employee satisfaction and retention.

Conceptual Framework

Building on existing theories of social exchange, this study is built on the conceptual model
that suggests that leadership styles, promotion opportunities, and satisfaction from salary are
independent variables that correlate with turnover intention among librarians. The framework
for this study proposes that if the leadership style is considered appropriate and the library has
a balanced way of reward and promotion, as well as pays librarians the salaries due to them,
the turnover intention among them will be low. However, if the opposite happens, the turnover
intention of the librarians will be high, and this will disrupt effective delivery in these libraries.

Leadership Styles
Turnover Intention

Promotion Opportunities

Salary Disrupted Service Delivery

Figure 1: Conceptual Model of Turnover Intention of Librarians (designed by the authors)
Research Methods

This study employed correlational research design. The research design simply seeks
to establish the relationship among the variables of the study. A total of 115 professional
librarians at the University of Benin, Ambrose Alli University, and Benson Idahosa
University formed the population of the study. The total enumeration sampling technique was
used to survey all the (115) professional librarians. This method is adopted because the
population was deemed manageable. Data collection was done with a questionnaire titled
“Turnover Intentions of Librarians in Selected Universities”. The hypotheses were tested at
0.01 level of significance with two-tailed Pearson Moment Correlation calculated with
Statistical Package for Social Sciences (SPSS).

Analysis and presentation of Data

Research question: Level of turnover intention. With a grand mean of 3.16 out of the
maximum of 4.0, the data on Table 1 shows that the librarians in the selected university libraries
in South-South, Nigeria have a high level of turnover intention. While all the items returned
high mean scores except one, it is striking to note that a personal desire to change the current
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place of work (x=3.81); availability of job opportunities (x=3.54), and establishment of new
universities (3.51) are the most likely reasons that motivate the librarians to want to leave their
current place of employment.

Table 1: The Turnover Intention of the Respondents

ITEMS Very High | High (3) | Low (2) Very Low | M
“4) (1)

I wish to change my current 68 16 3.81

place of work in the nearest (80.9%) (19.0%)

future.

I am open to finding a another | 50 20 10 4(4.8%) |3.38

job if the opportunity presents | (59.5%) (23.8%) (11.9%)

itself.

I believe there are available 52 27 3(33.5%) |2(12.4%) |3.54

employment opportunities in (61.9%) (32.1%)
my profession, hence I can
change my place of work as
soon as possible.

New institutional libraries are 55 22 2(23%) |5(09.5%) |3.51
being established, hence [ can | (65.4%) (26.1%)
easily find another job.

I have the qualifications and 39 24 19 (5.9%) | 2(5.9%) |3.19
years of experience to get (46.4%) (45.2%)

another job.

I am willing to leave my 49 14 9(10.7%) | 12 3.19
current place of work for a (58.3%) (35.7%) (17.8%)

similar position elsewhere if
the pay is better.

I do not think my expectation 34 27 3(33.5%) |5(5.9%) |3.30
can be fulfilled in my current (40.4%) (32.1%)
place of work.

Thoughts of leaving my current | 30 39 2(23%) |8(9.5%) |3.15
place of work comes to my (80.9%) (46.4%)

mind quite often.

It is not likely that I would 5(5.9%) |8(9.5%) |50 21 (25%) | 1.37
think of quitting my library. (63.0%)

Grand mean 3.16

Interpretation criteria: means scores 1-1.4 = Very Low, means scores 1.5-2.4 = Low, means
scores 2.5-3.4 = High, while means scores 3.5-4 = Very High; and the benchmark mean = 2.50
since the response format is 4 point.
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Hypothesis 1: There is no significant relationship between leadership styles and turnover
intentions.

As shown in Table 2, a strong positive relationship exists between leadership styles and
turnover intentions with (r = .834; N = 84; p < .01). Therefore, the hypothesis which states
there is no significant relationship between leadership styles and turnover intentions is hereby
rejected. Hence, there is a significant relationship between leadership styles and turnover
intentions. Therefore, a change in leadership style will account for 84% of turnover intention
among the librarians.

Table 2: Pearson’s correlation on the relationship between leadership styles and turnover
intentions

Correlation Leadership styles Turnover intentions
leadership styles

Pearson Correlation 1 .834%*

Sig. (2-tailed) .000

N 84 84

turnover intentions

Pearson Correlation .834%** 1

Sig (2-tailed) .000

N 84 84

** Correlation is significant at the 0.01 level (2-tailed)

Hypothesis 2: There is no significant relationship between promotion opportunities and
turnover intentions.

As shown in Table 3 the correlation coefficient of 0.887 indicates that a strong positive
relationship exists between promotion opportunities and turnover intentions. The significant
value of .000 shows that turnover intention has strong relationship with promotion because
0.00 <0.01 Sig level. Therefore, the hypothesis which states there is no significant relationship
between promotion opportunities and turnover intentions is hereby rejected. Hence, there is a
significant relationship between promotion opportunities and turnover intentions.

Table 3: Pearson’s correlation on the relationship between promotion opportunities and
turnover intentions

Correlation Turnover intentions Promotion opportunities
Promotion opportunities
Pearson Correlation 1 887**
Sig. (2-tailed) .000
N 84 84
Turnover intentions
Pearson Correlation 887** 1
Sig (2-tailed) .000
N 84 84

** Correlation is significant at the 0.01 level (2-tailed)
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Hypothesis 3: There is no significant relationship between salary and turnover intentions.

An interpretation of the correlation coefficient of .752 in Table 4 shows the existence of a
relationship between salary and turnover intentions with (r =.752; N = 84; p <0.01). Therefore,
the hypothesis which states there is no significant relationship between salary and turnover
intentions is thereby rejected. Hence, there is a significant relationship between salary and
turnover intentions.

Table 4: Pearson’s correlation on the relationship between salary and turnover intentions

Correlation Turnover intentions Salary
Salary J752%*
Pearson Correlation 1 .000

Sig. (2-tailed)

N 84 84
turnover intentions

Pearson Correlation 752%* 1

Sig (2-tailed) .000

N 84 84

** Correlation is significant at the 0.01 level (2-tailed)
Discussion of Findings

The findings revealed that majority of the respondents agreed that their turnover intention was
high. The major factors encouraging the tendency to change their current place of work was
attributed to a personal desire to leave and the availability of job opportunities. These findings
align with Long & Thean (2011) who stated, “Employees’ turnover has been always a key
concern issues faced by organizations regardless of its locations, sizes, natures of business,
business strategy” (p. 91).

The finding is equally in tandem with the report by Mwita, Mwakasangula, and Tefurukwa,
(2018) who predicted that “external employment opportunities to have a direct positive effect
on turnover intention”. The finding that librarians have a high turnover intention in South-
South, Nigeria, attributed to the availability of job opportunities, is not far from the reality.
Even though the general employment situation is bad in Nigeria, the proliferation of public and
private universities in recent times have increased employment opportunities for librarians.
And this could be why turnover intention is high among the librarians in the selected university
libraries.

Finding of hypothesis one shows a strong relationship between leadership styles and turnover
intentions with (r =.834; N = 84; p <.01). This finding is in agreement with Belete (2018) who
reported that leadership style affects the turnover intention. This means that the nature of
leadership in the university libraries has capacity to either encourage the librarians to stay or
leave the library for other places of work.

Finding of hypothesis two shows a strong positive relationship between promotion
opportunities and turnover intention of librarians (0.00 < 0.01 Sig level). This finding agrees
with Nyamubarwa (2013) who reported that promotion opportunities along with other factors
have significant relationship with turnover intentions. Medina (2012) also noted that
“promotion speed and remuneration growth are the foremost factors that have direct high
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impact on employees’ turnover intentions”. If the issue of promotion is mishandled, it can result
in employee dissatisfaction and fuel the intention to leave the library.

Finding of hypothesis 3 shows a strong positive relationship between salary and turnover
intentions with (r=.752; N = 84; p <0.01). This finding agreed with Singh and Loncar (2010),
who reported that “for employees, pay is of obvious importance in terms of satisfying their
economic needs... this may impact their attitudes and behaviors.” Again, whereas, Akhtar
(2017) reported that there is a negative relationship between salary and turnover intention,
Singh and Loncar (2010) found that “money and nonmonetary reward system in term of
remuneration were the motivation for an employee”. The implication of this finding is that if
salaries are poor, unpaid or delayed, the librarians will have a higher tendency to change their
jobs. This further implies that such librarians are constantly looking for new opportunities. In
view of this, the current situation in Nigeria, where salaries are delayed, must be carefully
reviewed so that the librarians can concentrate to deliver services instead of constantly looking
for new opportunities.

Recommendations
Arising from the findings, the following recommendations were made:

1. The issue of salaries and allowances of library personnel should be taken seriously since
it could lead to turnover intention.

2. The leadership in operation should promote employee’s satisfaction and participation
in order to stem discontent and turnover intention among librarians.

3. The promotion principles should be transparent and understood by all the staff in the
library in a way that none will nurse the intention to leave due to vague and unreliable
promotion criteria.

Conclusion

The findings of this study have helped to establish the fact that most of the librarians in the
studied libraries have a high tendency to change their place of work. Some of the factors that
influence this desire are leadership, promotion opportunities, and salary. It can be concluded
that if the factors identified as influencers of turnover intention are not properly managed, most
libraries will be unable to retain their workforce for longer periods. The consequences may be
devastating for these libraries especially in developing economies where libraries are already
understaffed.
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