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Abstract 

The study examined the assessment of job satisfaction of employees’ in Ahmadu Bello University 

Library Zaria. Survey research design was adopted for the study. Total population was 359 

librarians in made up of professionals and para-professionals. Total enumeration was used for the 

study. The instrument for data collection was a validated questionnaire. Cronbach’s alpha results 

ranged from 0.86 to 0.90. The response rate was 87.5%. Data were analyzed using Pearson product 

Moment Correlation and Multiple Regression. The findings revealed that librarians’ level of 

Normative commitment is high; while their Affective and Continuance employees’ commitment 

in Ahmadu Bello University Library Zaria, Nigeria is low. The study concluded that librarians’ 

level of assessment was determined by the extent of employees’ commitment. The study 

recommended that for management of Ahmadu Bello University Library Zaria to succeed, they 

must find means of promoting job satisfaction among their employees. 
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Introduction 

 The success and failures of institutions are reflections of several factors, particularly factors 

that center on the employees or workforce. They are seen as the most valuable asset in achieving 

institutional goals because the greatest concern of institutional management is to get work done by 

employees. Hence, institutions cannot succeed without their human resource (employees) efforts 

and commitment (Cmar & Kareroglu, 2012). In this regard, employees’ commitment towards 

institutional goal is an important concept for management wishing to succeed. Thus, institutions 

want their employees to be satisfied to become more productive, efficient and committed (Khan, 

Khan & Khan, 2010). However, employees’ commitment to institutional goal is subject to certain 
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underlying psychological factors such as institutional support factors and job satisfaction. Job 

satisfaction and dimensions of employees’ commitment as projected in social exchange and social 

identity theory. 

 Job satisfaction on the other part, is made up of two words “job” and “satisfaction”. Job on 

one hand, is an occupational act that is carried out by an individual in return for a reward. It 

connotes what one does to receive regular payment or appreciation, while satisfaction on the other 

part, is the way one feels about events, rewards, people, relation and amount of mental gladness 

on the job (Somvir & Sudha, 2012; Imran, Arif, Cheem & Azeem, 2014). They also view Job 

satisfaction as the degree of an employee affective orientation toward the work role occupied in 

the organization; claiming that employees or workforce who are satisfied with their job by reasons 

of several institutional factors such as leadership, pay/salary, co-worker, promotion opportunities, 

communication flow and working environment among others, feel highly committed to their 

organization. 

Job satisfaction and organizational commitment are equally very important to customer or 

patrons’ satisfaction particularly in service-oriented organizations such as educational institutions 

like the public universities which must recognize that employees’ satisfaction will go a long way 

toward contributing to their goal of having happy and fulfilling students. Thus, Job satisfaction is 

a frequently studied subject in work and organizational literature in several disciplines such as 

psychology, sociology, economics and management sciences. This is mainly because many experts 

believe that Job Satisfaction trends can affect employment scenario and influence organizational 

commitment, work effort, employees’ absenteeism and turnover. Moreover, job satisfaction is 

sometimes considered among indicators as a strong predictor of overall individual well-being 

(Syahputra, 2014), as well as a good predictor of intentions or decisions of employees to leave or 

stay in a job depending on prevailing management practices in such institution. 

 Imran, Arif, Cheem and Azeem (2014), suggest that improvement on the intrinsic factors 

(such as promotion, achievement, recognition, advancement, work environment, leadership among 

others) will lead to a higher level of motivation and satisfaction among employees. They explained 

further, that extrinsic (whether the task allow the worker to use his/her ability and initiatives), 

financial/pay (fringe benefit, relationship with colleague/co-worker support and communication 

flow) have been identified as the predictors of job satisfaction among employees in the place of 



 

work as they affect/determine employees’ level of job satisfaction and organizational commitment 

of employees. 

 A study in telecom sector by Tariq and Nadeem (2013) also reveal that there are different 

variables like leadership/supervision, salary/pay, job task, communication and relationship with 

family and co-worker leads an employee towards satisfaction or dissatisfaction that further 

determines employees’ organizational commitment. This makes job satisfaction an issue of 

substantial importance for both employers and employees. Studies such as Syahputra (2014), 

express that employers benefit from satisfied employees, as they are more likely to profit from 

lower attrition and higher productivity if their employees’ experience high level of job satisfaction. 

However, job satisfaction is simply how people feel about their jobs and different aspects of their 

jobs. It is the extent to which people like (satisfaction) or dislike (dissatisfaction) their jobs. 

 Job satisfaction can thus be seen as an emotional response to a job situation which cannot 

be seen, it can only be inferred and regarded as how people feel about their job and different aspects 

of it. It also means a positive attitude that an individual has from what he does to earn a living. It 

is simply the degree to which people (employees) like their jobs. Thus, organizations want their 

employees to be satisfied to become more productive, committed and efficient (Khan, Khan & 

Khan, 2010).  A person such as librarians with a high level of job satisfaction would hold positive 

attitudes towards the job, while a librarian who is dissatisfied with his or her job would no doubt 

hold negative attitudes about his or her job. Job satisfaction has been the focus of many researchers 

measuring employees’ level of satisfaction on organizational commitment. Job satisfaction is 

however a complex attitude to understand because an array of factors has been identified as 

determinants, predictors or ‘input- variables’ of job satisfaction with a variety of ‘outputs’ or 

results. 

Thus, job satisfaction is an important attribute frequently measured by organizations. The 

most common way of measurement is the use of rating scales where employees report their 

reactions to their jobs. In this ambience, there is a renewed interest in the commitment level of the 

public sector in many developing economies as they face a more competitive global environment. 

Efforts to improve the performance/commitment level of the public sector focus on both personal 

and contextual variables. The study of Sokoya (2000) reveals that employees’ job satisfaction do 

affect their commitment to work and that satisfied employees are happy and thus productive. 

Therefore, the success of organizations depends on the satisfaction of their employees. The happier 



 

people are with their job, the more satisfied and committed they are said to be is unarguable in this 

respect. 

Employees’ commitment or organizational commitment as interchangeably used in 

existing literature is another important organizational outcome which often results from 

institutional support and job satisfaction. As institutional support theory suggests, institutional 

support, which is an indicator of the organization’s commitment to the employees, creates an 

obligation within the employees to care about the organization and reciprocate with commitment 

and loyalty. Institutional actions indicating caring of, fairness and concern for employees may 

enhance their commitment to the organization. On the basis of the reciprocity norm, institutional 

support should create a felt obligation to care about the organization’s welfare. The obligation to 

exchange caring for caring should enhance employees’ affective commitment to the personified 

organization. Institutional Support should also increase affective commitment by fulfilling such 

socio-emotional needs as affiliation and emotional support. Such need fulfillment produces a 

strong sense of belonging to the organization, involving the incorporation of employees’ 

membership and role status into their social identity (Krishnan & Mary, 2012). 

 Moreover, Daneshfard and Ekvaniyan (2012) hold that employees’ commitment is a 

multidimensional construct comprising of three components: affective, continuance and 

normative. In this regard, affective commitment has been described as employees’ emotional 

attachment to the organization. As a result, he or she strongly identifies and desires to remain as a 

part of the organization. According to them, these employees commits to the organization because 

he/she wants to. Continuance commitment on one end, has to do with one’s awareness of the cost 

associated with leaving the present organization, that is, perceiving high cost of losing membership 

including economic losses (such as pension accruals) and social cost (friendship ties with co-

workers) that would have to be given up.  Therefore, the employee remains a member of the 

organization because he/she has to.  

Normative commitment has to do with feeling of obligations to the organization based on 

personal norms and values. For instance, the organization may have invested resources in training 

an employee in form of institutional support, who then feels an obligation to put forth effort on the 

job and stay with the organization to repay the debt. It may also reflect an internalized norm 

developed before the person joins the organization through family or other socialization processes, 



 

that one should be loyal to one’s organization. The employee therefore stays with the organization 

because he/she ought to.  

Unfortunately in Africa, particularly in a country like Nigeria, job satisfaction of 

employees that could lead to high employees’ commitment to the organization seem to be a 

misplaced priority as public servants like librarians hardly devote adequate time in pursuing library 

goals in their organization or institution due to one form of dissatisfaction or the other (Aborishade 

& Obioha, 2009); as often and collectively protested under the Nigerian Labour Congress (NLC) 

platform during yearly workers day celebrations for under-care or pay. For instance, lack of care 

and poor wages/salary agitation dominated the activities of the recently celebrated world worker’s 

day of 1st May, 2016 celebration in which fifty-six-thousand-naira minimum wage was demanded 

by NLC as against eighteen thousand five-hundred-naira current payment (Punch, 2nd May, 2016) 

often leading to one form of service failure or the other in the Nigerian public service system. This 

circumstance over the years has led to the establishment of SERVICOM (Service Compact) in 

2004 under the administration of President Olusegun Obasanjo with popular slogans such as 

“Challenge Bad Service Anywhere Anytime; and Do Not Walk Away from Service Failure” 

(Uaboi-Egbenni, 2015).  

 

Statement of the Problem  

Organizations cannot succeed without human resource efforts and commitment. In the 

absence of commitment, organization may suffer several consequences such as low productivity, 

high rate of absenteeism, and high rate of staff turnover that could negatively affect its existence 

and continuity. Unfortunately, in a country like Nigeria, not only does employees’ commitment in 

the public sector seem to be a misplaced priority, but in a pitiable and despised state, especially in 

the education sector as several existing literature speculates. This circumstance has not only led to 

frequent agitations of public servants in Nigeria over the years, but to industrial actions such as 

strikes among Civil Servants. This situation has not only caused service failure among some public 

servants (particular in the educational sector) in Nigeria, but impacted negatively on the general 

educational and economic background of the country. Although some studies have been done on 

identifying librarians’ level of job satisfaction and their commitment to organization, little or no 

work has addressed the composite assessment of job satisfaction factors on employees’ 

commitment in Ahmadu Bello University Library Zaria. Hence, this study intends to assessment 

of job satisfaction of employees’ in Ahmadu Bello University Library Zaria 



 

Objective of the Study 

 The main objective of this study is to investigate the assessment of job satisfaction of 

employees’ in Ahmadu Bello University Library Zaria. The specific objectives is to: 

1. determine the job satisfaction level of employees in Ahmadu Bello University Library 

Zaria 

Research Questions  

 The following research question was used to guide the study: 

1. What is the level of job satisfaction of employees in public university libraries in Ahmadu 

Bello University Library Zaria? 

 

 

Methodology 

The survey research design was adopted for this study. The population consists of 359 Professional 

and Para-Professional librarians working in Ahmadu Bello University Library Zaria. Total 

enumeration sampling techniques was used for the study considering its relative small size, which 

according to Egbule (2003), when a study population is small, the entire population can be used. 

The instrument used in collecting data for this study is both adapted and structured questionnaire. 

Data collected was collated and analyzed using appropriate sub-programmes of the SPSS version 

20. Descriptive statistics such as mean and standard deviation were used to answer the study 

research questions. 

 

 

 

 

 

 

 

 

 

 



 

 Data Analysis, Results and Discussion of Findings 

 Data collected were presented, interpreted, analysed, and their findings or results discussed.  

Analysis of Research Question: 

What is the level of job satisfaction of employees in Ahmadu Bello University Library Zaria? 

Table 1 showing the level of job satisfaction of employees (librarians) in Ahmadu Bello 

University Library Zaria. N = 314 

Questionnaire Items 
VS 

4 

S 

3 

D 

2 

VD 

1 
Total  Mean ST.D 

1.      Relations between 

management/leadership and 

staff. 

41 219 46 8 314 2.79 1.267 

2.      Freedom to choose your 

own working methods. 
14 171 120 9 314 2.69 0.586 

3.  Your job security. 44 227 34 11 314 2.67 0.574 

4.      The amount of 

responsibilities you are given 
30 229 49 6 314 2.58 0.503 

5.  Future chance of promotion. 23 225 57 9 314 2.56 0.532 

6.      The opportunity to use 

your abilities. 
41 185 80 8 314 2.55 0.648 

7.      The amount of variety in 

job. 
23 146 124 21 314 2.52 0.697 

8.  The way the library is 

managed. 
32 160 107 13 314 2.52 0.674 

9.  The attention paid to your 

suggestions. 
25 133 143 13 314 2.43 0.679 

10.      The recognition you get 

for good work. 
35 164 102 13 314 2.26 0.678 

11.  Salaries and other 

emoluments. 
20 196 87 11 314 2.26 0.6 

12   The physical conditions in 

which you work. 
31 198 74 11 314 2.17 0.606 

13.  The hours of work. 25 230 49 10 314 2.1 0.521 

14.      Your immediate 

boss/supervisor. 
51 191 61 11 314 2.06 0.644 

15.      Your fellow workers. 24 251 27 12 314 2.04 0.48 

Overall Mean Ratings           2.41 0.646 

Source: Researcher’ Field Report, 2016  
 

 It could be observed from Table 1, that the overall mean score of all the variables under 

consideration clustered around 2.41, and the standard deviation is 0.646. Based on the cut-off point 

of 2.50, the level of job satisfaction of in Ahmadu Bello University Library Zaria, is low. 



 

 Table 1 specifically reveals that the level of job satisfaction among librarians on the 

following areas, such as: the relationship between management and staff is high, with the mean of 

2.79 and STD of 1.267. Next to it, is freedom to choose working method with the mean score of 

2.69 and STD 0.586. This is closely followed by job security with the mean score of 2.67 and STD 

of 0.574. Others are: The amount of responsibilities they are given (M=2.58, STD=0.503); future 

chance of promotion (M=2.56, STD=0.532); The opportunity to use their own abilities (M=2.55, 

STD=0.648); The amount of variety in job (M=2.52, STD=0.697); and The way the library is 

managed (M=2.52, STD=0.674). 

 On the contrary, respondents indicate that they have low level of job satisfaction on the 

following institutional variables. These are: attention paid to their suggestions with the mean score 

of 2.43 and STD of 0.679; next is the recognition they get for good work (M=2.26, STD=0.678); 

followed by Salaries and other emoluments (M=2.26, STD=0.6); the physical conditions in which 

they work (M=2.17, STD=0.606); the hours of work (M=2.1, STD=0.521); their immediate 

boss/supervisor (M=2.06, STD=0.48); and their fellow workers (M2.04, STD=0.48). 

 

Discussion of Findings 

 The study established that librarians’ level of job satisfaction in Ahmadu Bello University 

Library Zaria, is low. This could have resulted from the low level of institutional support observed 

by them. It implies that management of the in Ahmadu Bello University Library Zaria are failing 

to observe the factors that positively influences employees’ job satisfaction as reported by 

Seniwoliba (2013) who found low job satisfaction level among teachers in public senior high 

school in the Temale Metropolis of Ghana resulting from poor handling of employees (extrinsic 

factors)such as salary, incentives, working conditions, security (medical allowance and future 

pension benefits) that motivate employees and helps in achieving high job satisfaction effectively. 

This finding is also in line with the report of Hazarika (2012) who found that lack of job satisfaction 

hampers the efficiency of the organization and people therein. This has similar link to the study of 

Bergh and Theron (2001) who also argued that the style of leadership adopted by supervisors play 

an integral role in determining job satisfaction level of employees in an organization or institution. 

 

Conclusion 

Librarians’ level of commitment to organization is determined by the extent at which their level 

of job satisfaction. It could be deduced that librarians who experience Low Level of Job 



 

Satisfaction are expected to exhibit same Low Level of commitment to organization. Thus, it is 

necessary that any institution’s management wishing to succeed through employees’ high level of 

commitment to organization, must find means to increase employees’ job satisfaction as 

prerequisites. 
 

Recommendation 

The following recommendations are made in line with the findings of the study for policy 

considerations particularly now that the study outcome has shown that employees’ level of job 

satisfaction is low.  

1. More emphasis should be laid on eliminating or reducing the factors challenging job 

satisfaction and employees’/organizational commitments of librarians as identified in the 

study among others. 
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