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Abstract 

The study examined the level of organizational commitment among library personnel in public 

universities in South West Nigeria. The study focused on three components of organizational 

commitment - affective, continuance and normative. A survey research design involving the use 

of questionnaire was adopted for the study. Copies of an adapted and validated questionnaire 

were distributed to the library personnel. Total enumeration sampling technique was used to 

cover   the professional and para professional library personnel in the universities.  Close 

ended questionnaire was used. The respondents indicated their opinions using a 5-point scale. 

Three research questions were raised. The data was analysed   using mean and standard 

deviation. The results revealed that overall the library personnel had moderate level of 

organizational commitment, and that there appears to be higher affective commitment among 

them than normative and continuance commitment. The study recommended that the university 

administrators should implement strategies to improve and sustain levels of affective, 

normative and continuance commitment of their library staff. Attention should be paid to staff 

development activities such as workshops, seminars, and training for staff, which will not only 

make them more productive, but also enhance their organizational commitment. 
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Introduction 
Academic libraries are established in universities to support the teaching, learning and research 

activities within and outside the universities. As such, the libraries are expected to find, 

evaluate, select, acquire, maintain and provide various information materials and services for 

their communities as professionally and committedly as possible. Ibegbulam and Eze (2016) 

note that beyond provision of information resources, libraries need highly competent human 

resources in order to ensure that the information resources they provide are of good quality, 

and also available and accessible to users. A committed workforce is a critical success factor 

for any organization to accomplish its goals and objectives. Thus, academic libraries staff need 

to be highly committed in their work.  
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Organizational commitment pertains to workers’ attitudes, emotions and behaviours 

towards their organizations (Gorgulu & Akilli, 2017). Organizational commitment reflects in 

the attitude and loyalty of workers towards the objectives, goals and principles of their 

organizations. Organizational commitment is the level to which a worker is dedicated and eager 

to contribute to organizational productivity and success. It is the bond linking employees to 

their organization, and a key factor for organizational success (Fako, Nkhukhu-Orlando, 

Wilson, Forcheh, & Linn, 2018). Kaplan and Kaplan (2018) state that organizational 

commitment has developed as a fundamental idea in industrial and organizational psychology 

research as a result of its relationship with various other work variables such as job 

performance, job satisfaction, organizational citizenship behaviour, and employee turnover. 

Meyer and Allen (1991) proposed three components of organizational commitment 

which are affective, continuance, and normative commitment. Affective commitment relates 

to how much workers want to stay at their organizations and the extent to which they feel 

affection for their organizations. If employees are affectively committed to their organization, 

it means that they desire to stay at their organization, identify with the organizational goals, 

feel that they fit into the organization and are satisfied with their work. Workers who feel a 

sense of affective commitment identify with the organization and are willing to put extra effort 

for the organization. In other words, affective commitment happens when a worker wants to 

stay with his or her organization. 

Continuance commitment happens when employees’ assess that the benefits and profits 

of association with their organization continue to exceed the costs if they were to leave 

(Cherian, 2018). Continuance commitment is defined as a desire to remain a member of an 

organization because of awareness that the benefits of staying with an organization exceed the 

costs associated with leaving it. Continuance commitment occurs when there is a profit related 

with staying and a greater cost associated with leaving an organization. Continuance 

commitment therefore involves staying with an organization because one needs to. It relates to 

how much employees feel the need to stay at their organization.  

 Normative commitment occurs when workers feel that remaining in their organizations 

is the right or proper thing to do. Normative commitment is built on sense of emotional 

obligation among employees and can result from employees’ personal work philosophies and 

organizational socialization. Normative commitment has to do with how each employee feels 

about continuing to stay at the organization. Normatively committed workers feel that quitting 

their organizations would have negative consequences for the organization or their co-

employees left behind, and feel a sense of guilt about the option of leaving. Normative 

commitment is often high in organizations that value loyalty. It is also high where employees 

regularly notice instances of the employer being committed to workers’ well-being (Chiazor, 

Eketu & Needorn, 2018). 

 

Statement of the Problem 
Lack of commitment is one of the biggest challenges with far lasting effects for any 

organization. It has been seen as a serious issue especially in the field of human resources 

management. It is a major concern for many organizations nowadays. It has been observed as 

a key issue in all sectors of the economy which affects productivity, product and service quality, 

and profitability.  

Lack of commitment is costly and detrimental to information service delivery in 

university libraries.  Scholars have observed and found that organizational commitment is 

declining in university libraries. For instance, Amusa, Iyoro and Ajani (2013) observed that 

organizational commitment is declining in university libraries. According to the authors, this 

was noticeable in such behaviours as frequent truancy, lateness and nonchalant attitude to work 

exhibited by the staff. Many factors can cause low organizational and work commitment among 

workers, including poor pay, poor working conditions, inadequate training opportunities, poor 
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career prospects, and injustices in organizations. These factors and other may then translate 

into low levels of affective, continuance and normative commitment among the workers. 

Employees with low commitment often remain indifferent to the goals and success of their 

organizations, and are unlikely to give their best to their organizations.  

Hence, it was pertinent to periodically investigate the levels of organizational 

commitment of library personnel in order to determine what needs to be done to boost 

commitment and performance in the libraries. This is what this study set out to do, specifically 

in the context of the academic libraries of public universities in South-Wes, Nigeria. 

 

Objectives of the study 
The study investigated organizational commitment of library personnel in public universities 

in South-West Nigeria. The specific objectives of this study were to ascertain the level of: 

1. affective commitment of library personnel in the universities; 

2. continuance commitment of library personnel in the universities; 

3. normative commitment of library personnel in the universities. 

 

Methodology 

The study adopted survey research design. Survey research design is proper for collecting 

primary data from a large population because it reflects the opinions and attitudes of 

respondents about the subject matter (Akomolafe, 2019). The population of the study 

comprised of all the library personnel in the public universities in South-West, Nigeria. Nigeria 

is divided into six geo-political zones. South-West is one of the six geo political zones and is 

made up of six states namely Lagos, Ondo, Osun, Ogun, Ekiti, Oyo states. The public 

universities owned by Federal or State government in the zone at the time of the study were 

14, namely: Federal University of Agriculture, Abeokuta; Federal University, Oye Ekiti; 

University of Lagos; University of Ibadan; Federal University of Technology, Akure; and 

Obafemi Awolowo University, Ile-Ife; Ekiti State University; Ladoke Akintola University of 

Technology, Ogbomoso; Olabisi Onabanjo University, Ago Iwoye; Lagos State University, 

Ojo; Tai Solarin University of Education, Ijebu Ode; Osun State University, Osogbo; Ondo 

State University of Medical Sciences; Oyo State Technical University, Ibadan. The population 

for study consisted of the professional and paraprofessional staff in all the universities and, due 

to the manageable size of the population, total enumerative survey of the population was 

undertaken. Hence, the total population of the professional and para-professional library 

personnel in these universities was the sample size. 

The instrument for data collection is a questionnaire that was designed to collect data 

for measuring the levels of organizational commitment of library personnel. The section of the 

questionnaire that collected organizational commitment data contained 24 items adapted from 

Allen and Meyer (1990), with each item providing five-point Likert response scale calibrated 

as ‘Very High Level’ (subsequently coded 5), ‘High Level’ (4), ‘Moderate Level’ (3), ‘Low 

Level’ (2), and ‘Very Low Level’ (1). The section is divided into three sub-sections of 8 items 

each for affective commitment, normative commitment and continuance commitment, 

respectively. The Cronbach’s Alpha coefficients for the three organizational commitment sub-

constructs were: affective commitment (0.91), continuance commitment (0.84), normative 

commitment (0.84). 

Approval for the instrument was obtained from the Babcock University Health 

Research Ethics and Committee (BUHREC) before it was administered. The questionnaire did 

not request for the names of the respondents in order to assure respondents of the anonymity 

of their responses and thereby promote candid responses,  

Frequency and percentage distribution of the various responses to each question item 

on the affective, normative and continuance commitment scales were computed, as well as the 

mean scores for item. The following interpretations of the mean values for each question item 
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were adopted: mean values of 4.50-5.0 (Very High); 4.00-4.49 (High); 3.00-3.99 (Moderate) 

2.55-2.99 (low); Below 2.5 (Very Low). 

 

Results  

 

Research Question 1: What is the level of affective commitment of library personnel in public 

universities in South-West Nigeria? 

 

The results in Table 1 reveal the percentages, mean and standard deviation for affective 

commitment of the respondents. The results revealed that the library personnel had a mean of 

3.70 on their level of affective commitment, which indicate moderate affective commitment. 
 

 

Research Question 2: What is the level of normative commitment of library personnel in public 

universities in South-West Nigeria? 

 

With regard to normative commitment, Table 2 reveals that the mean score was 3.41. Thus, the 

overall level of normative commitment of library personnel in public universities in South-

West Nigeria is moderate. 

 
Table 2: Levels of Normative Commitment of Library Personnel 

 

S/

N 

 

Normative Commitment items 

Very 

high 

level 

High 

level 

Moderate 

level 

Low 

level 

Very 

low 

level 

Mean SD 

1 I  believe that a person must 

always be loyal to his or her 

university 

90 

(34.7) 

88 

(34.0) 

57  

(22.0) 

17  

(6.6) 

7   

(2.7) 

3.92 1.04 

2 One of the major reasons I 

continue to work for this 

university is that I believe that 

loyalty is important and therefore 

69 

(27.1) 

79 

(31.0) 

75  

(29.4) 

23  

(9.0) 

9   

(3.5) 

3.69 1.07 

Table 1: Levels of Affective Commitment of Library Personnel 

S/

N 

 

Affective Commitment items 

Very 

high 

level 

High 

level 

Moderate 

level 

Low 

level 

Very 

low 

level 

Mean SD 

1 I feel a strong sense of belonging 
to my university 

73 
(27.5) 

98 
(37.0) 

64  
(24.2) 

22  
(8.3) 

8   
(3.0) 

3.78 1.04 

2 This university has a great deal of 

personal meaning for me 

58 

(21.9) 

111 

(41.9) 

79  

(29.8) 

13  

(4.9) 

4   

(1.5) 

3.78 0.89 

3  I feel like ‘part of the family’ at 

my university 

60 

(23.2) 

107 

(41.3) 

67  

(25.9) 

22  

(8.5) 

3   

(1.2) 

3.77 0.94 

4 I am ready  to spend the rest of my 

career with this university 

66 

(24.7) 

117 

(43.8) 

46  

(17.2) 

20  

(7.5) 

16 

(6.0) 

3.74 1.10 

5 I enjoy discussing my university 
with people outside it 

65 
(24.3) 

103 
(38.6) 

73  
(27.3) 

13  
(4.9) 

12 
(4.5) 

3.74 1.03 

6 I  feel ‘emotionally attached to 

this university 

61 

(23.6) 

105 

(40.5) 

60  

(23.2) 

25  

(9.4) 

8   

(3.1) 

3.72 1.03 

7 I really feel as if this university’s 
problems are my own 

50 
(18.7) 

90 
(33.7) 

97  
(36.3) 

15  
(5.7) 

12 
(4.5) 

3.57 1.01 

8 I could hardly easily become as 

attached to another university as I 

am to this one 

43 

(16.3) 

96 

(36.5) 

81  

(30.8) 

27 

(10.3) 

16 

(6.1) 

3.47 1.07 

Scale Mean =  3.70  

Source: Field survey, 2019.                                                                                                       
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feel a sense of moral obligation to 

remain 

3 I  think that wanting to be a 

‘university  man’ or ‘university 

woman’ is sensible nowadays 

44 

(17.1) 

96 

(37.4) 

72  

(28.0) 

29 

(11.3) 

16 

(6.2) 

3.48 1.09 

4 I  believe in the remaining loyal to 

one university 

47 

(18.4) 

70 

(27.3) 

79  

(30.9) 

34 

(13.3) 

26 

(10.2) 

3.30 1.21 

5 I am obliged to my  university and 

the staff in it and as such I will not 

leave the university 

34 

(13.3) 

82 

(32.0) 

79  

(30.9) 

45 

(17.6) 

16 

(6.3) 

3.29 1.09 

6 Jumping from university  to 

university  does not seem at all 

unethical to me 

41 

(16.0) 

71 

(27.6) 

80  

(31.1) 

48 

(18.7) 

17 

(6.6) 

3.28 1.14 

7 Things were better in the days 

when people stayed with one  

university  for most of their 

careers 

43 

(16.6) 

81 

(31.3) 

65  

(25.1) 

42 

(16.2) 

28 

(10.8) 

3.27 1.23 

8 If I got another offer for a better 

job elsewhere I would not feel it 

was right to leave my university 

28 

(10.9) 

71 

(27.7) 

77  

(30.1) 

44 

(17.2) 

36 

(14.1) 

3.04 1.21 

 Scale Mean =  3.41  

Source: Field survey, 2019.                                                                                                        

 

Research Question 3: What is the level of continuance commitment of library personnel in 

public universities in South-West Nigeria? 

 

Table 3 shows that the level of continuance commitment of the library personnel in public 

universities in South-West, Nigeria was moderate, as the mean score was 3.29.  

 

 

 

Table 3: Levels of Continuance Commitment of Library Personnel 

 

S/

N 

 

Continuance Commitment 

items 

Very 

high 

level 

High 

level 

Moderate 

level 

Low 

level 

Very 

low 

level 

Mean SD 

1 I am afraid of what might happen 

if I quit my job without having 

another one lined up 

57 

(21.5) 

93 

(35.1) 

61  

(23.0) 

28 

(10.6) 

27 

(9.8) 

3.48 1.22 

2 I am still in this library because it 

is a necessity for me 

52 

(20.1) 

95 

(36.7) 

55  

(21.2) 

39 

(15.1) 

18 

(6.9) 

3.48 1.17 

3 I consider this university to be far 

better than any other university 

52 

(20.0) 

76 

(29.2) 

75  

(28.8) 

37 

(14.2) 

20 

(7.7) 

3.40 1.18 

4 I have put in a lot of effort and 

expertise to this university that 

would not make me to leave 

37 

(14.2) 

85 

(32.7) 

86 

 (33.1) 

35 

(13.5) 

17 

(6.5) 

3.35 1.09 

5 It would be very hard for me to 

leave my organization right now, 

even if I wanted to 

37 

(14.1) 

100 

(38.0) 

69  

(26.2) 

27 

(10.3) 

30 

(11.4) 

3.33 1.18 

6 One of the major reasons I 

continue to work for this 
university is that leaving would 

require considerable personal 

sacrifice - another university may 

not match the overall benefits I 

have here 

33 

(12.7) 

78 

(30.0) 

92  

(35.4) 

42 

(16.2) 

15 

(5.8) 

3.28 1.06 

7 It would be too costly for me to 

leave my university now 

38 

(14.6) 

88 

(33.8) 

67  

(25.1) 

43 

(16.5) 

24 

(9.2) 

3.28 1.18 
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Discussion  

The study examined the organizational commitment of library personnel in public universities 

in South-West, Nigeria. Research question one sought to find out the level of affective 

commitment of the library personnel, and the findings showed that their level of affective 

commitment was high. The findings are in consonance with the results of previous studies by 

Udofia (2017) and Ibegwam (2019). Udofia (2017) investigated job satisfaction as a correlate 

of organizational commitment of library personnel in universities in South-South, Nigeria and 

found out that the level of affective commitment was very high.  Ibegwam (2019) also found 

out that the library personnel had a very high level of affective commitment.  

However, the finding disagree with Oyovwevotu (2017) who investigated institutional 

support, job satisfaction and employees’ commitment in public university libraries in Nigeria, 

and found out that the level of affective commitment was low. The results also are inconsistent 

with those of studies by Nazneen and Mohammad (2017), and Mayowa-Adebara (2018). 

Nazneen and Mohammad (2017) investigated the impact of affective, continuance and 

normative commitment on job satisfaction among faculty members of technical universities 

and reported moderate level of affective commitment. Mayowa-Adebara (2018) investigated 

the influence of leadership style, organizational justice and human capital development on 

employee commitment in university libraries in Nigeria and also reported moderate level of 

affective commitment of the surveyed library personnel. 

 In respect of research question two, this study found out a moderate level of normative 

commitment among the library personnel. The finding disagrees with those earlier studies 

carried out by Nazneen and Mohammad (2017) and Ibegwam (2019) which reported that the 

level of normative commitment was high. Oyovwevotu (2017) and Udofia (2017) also reported 

that the level of normative commitment of library personnel was high. In respect of research 

question three, this study also found out a moderate level of continuance commitment among 

the library personnel, which agrees with that reported by Nazneen and Mohammad (2017), but 

disagrees with that reported by Ibegwam (2019), which reported that the level of   continuance 

commitment of the library personnel was low. 

 

Conclusion and Recommendations 

High organizational commitment would minimize likelihood of turnover among library 

personnel. Committed library professionals are more likely to help provide quality library 

services. The outcome of this study shows that overall the level of commitment of library staff 

was moderate, leaving gaps for improvement. Therefore, the study recommended that the 

university administrators should develop strategies to improve the level of affective, normative 

and continuance commitment of their academic library staff. Attention should be paid on staff 

development activities such as workshops, seminars, and training for staff. Such training will 

not only make them more productive but will also enhance their organizational commitment. 
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