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Abstract  Background: The study investigated the relationship among job satisfaction, leadership styles and career 

indecision of library personnel in private universities in South-West, Nigeria. Methods: Descriptive research method was 

adopted for the study. The population consists of five (5) selected libraries. 128 library personnel were purposed to be used 

using total enumeration but 105 were retrieved and used for the study. The instrument used for data collection was 

questionnaire: six research questions and three hypotheses were generated and tested using inferential statistics (Regression 

and Correlation Analysis). The three hypotheses raised were tested at 0.05 level of significance. Results: The findings of the 

study revealed that there was a significant relationship between job satisfaction and career indecision of library personnel. 

Also, there was no significant relationship between job satisfaction and career indecision. Finally, there was significant 

relationship between job satisfaction and leadership style towards predicting career indecision. Conclusion: Based on the 

findings of the study, it was recommended that career indecision should be solved and career success should be ensured. It is 

also essential to provide on-the-job training courses for library personnel to improve their job performance. 
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1. Introduction 

Job satisfaction has been an important topic over the years 

(Akfopure et al, 2006.) This is because it is believed to 

contribute to job performance as well as work commitment. 

An employee who is satisfied with his job would perform  

his duties well and be committed to his job, and subsequently 

to his organization. Job satisfaction is the enjoyable and 

emotional state resulting of evaluation of one’s job (Danish 

& Usman, 2010) or job experiences; the employee feels 

fulfilment and pride in achieving the business’s goals. Job 

satisfaction occurs when someone feels he/she has 

proficiency, value, and his worthy of recognition (Garcez, 

2006). Therefore, job satisfaction is a worker’s sense of 

achievement and is generally noted to be directly (Cranny, 

Smith & Stone, 1992) associated to improve efficiency as 

well as to personal welfare. 

Motivation is a basic psychological process and is very 

important element of behaviour. Motivation is not the only 

explanation of behaviour but interacts with and acts in  
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conjunction with other cognitive process. According to 

Luthans, (1998) motivating is the management process of 

influencing behaviour based on the knowledge of what make 

people tick. He also asserts that motivation is the process that 

arouses energies, directs, and sustains behaviour and 

performance. It means the process of stimulating people to 

action and to achieve a desired task. 

Leadership is about getting things done the right way, to 

do that you need people to follow you, you need to have them 

trust you. And if you want them to trust you and do things for 

you and the organization, they need to be motivated (Baldoni, 

2005). Theories imply that leader and followers raise one 

another to higher levels of morality and motivation 

(Rukhmani. 2010). Motivation is purely and simply a 

leadership behaviour. It seems from wanting to do what is 

right for people as well as for the organization. Leadership 

and motivation are active processes (Baldoni, 2005). 

Leadership style is also a factor that enhances workers’ 

productivity. Leadership styles are the various styles adopted 

by organizations in order to achieve their goals and 

objectives. It is also the manner and approach of providing 

direction, implementing plans, and motivating people. There 

many forms of leadership depending on the leader’s 

personality, the group situation, and the problem at hand. 

Basically, there are three leadership styles. They are 

democratic leadership style, autocratic leadership style and 

laissez-faire leadership style. 

http://creativecommons.org/licenses/by/4.0/
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Career indecision is defined as inability to make decision 

about the vocation one wishes to pursue (Guay, Senecal, 

Gauthier, & Fernet, 2003). Career indecision has been a 

major concern of career psychologists over the past two 

decades. Career indecision is often manifested as difficulties 

encountered while making career related decisions 

(Chartrand, Rose, Elliot, Marmarosh & Caldwell, 1993, 

Gati, Krausz & Osipow, 1996; Leong & Chervinko, 1996) It 

is usually refers to problems that need to be addressed prior 

to or during the decision-making process. It is observed that 

library workers or staff experience career indecision due to 

some reasons such as lack of information about their 

occupation, the way of obtaining information, anxiety or fear 

of the leader (Chief librarian), lack of readiness relating to 

lack of motivation to engage in the career decision process 

and general indecisiveness concerning all types of 

decision-making. They cannot make decision by themselves. 

Some people also lack knowledge about the process of 

librarianship. It is with this notion that this researcher is 

interested in finding the relationship that exists among job 

satisfaction, leadership styles and career indecision of library 

personnel.  

1.1. Statement of the Problem  

The productivity of library personnel in academic libraries 

depends on various influencing factors. The job satisfaction 

of library personnel for example has been found to affect 

their productivity in libraries. The extent to which a library 

achieves its objective depends largely on the leadership of 

the library. The leadership style of library personnel have 

been a major factor influencing library effectiveness. It must 

be noted also that the career indecision of library staff has 

great influence on their output in academic libraries. The job 

satisfaction, leadership styles and career indecision of library 

personnel in university libraries have been found to be major 

factors that influence their output and productivity. To this 

end, this study aims to study the relationship among job 

satisfaction, leadership styles and career indecision of library 

personnel in private Universities in South-West, Nigeria.  

1.2. Objectives of the Study  

The main objective of the study is to analyse the 

relationships among job satisfaction, leadership styles and 

career indecision of library personnel. The sub-objectives of 

the study are:  

1.  To determine the level of job satisfaction of library 

personnel in private universities. 

2.  To identify factors that make library personnel 

satisfied with their job in private universities. 

3.  To identify the leadership style that exists in the 

library of private universities.  

4.  To identify factors that causes career indecision 

among library personnel in private universities.  

5.  To find out the relationship that exists between job 

satisfaction, leadership styles and career indecision of 

library personnel in private universities. 

6.  To determine if job satisfaction and leadership styles 

will predict career indecision of library personnel in 

private universities. 

1.3. Research Questions  

The following research questions were formulated to 

guide the study:  

1.  What is the level of librarians’ job of satisfaction?  

2.  What are the factors that make librarians satisfied with 

their jobs?  

3.  What are the leadership styles that exist in the library 

of private universities?  

4.  What are the factors that cause career indecision 

among library personnel in private universities?  

5.  What are the relationships that exist between job 

satisfaction, leadership styles and career indecision of 

library personnel in private universities?  

6.  What is the relative contribution of job satisfaction, 

leadership styles to the prediction of career indecision 

of library personnel in private universities?  

1.4. Hypothesis  

The hypotheses to be tested are:  

1.  There is no significant relationship between job 

satisfaction and career indecision of Library personnel 

in private universities. 

2.  There is no significant relationship between leadership 

styles and career indecision of Library personnel in 

private universities. 

3.  Job satisfaction and leadership style will not predict 

career indecision of library personnel in private 

universities. 

2. Literature Review 

2.1. Concept of Job Satisfaction 

Various definitions of the concept of job satisfaction have 

been formulated over time. Job satisfaction could be studied 

from two different perspectives. Firstly, job satisfaction may 

be treated as a single, overall feeling towards a person’s job. 

Researchers may focus on the different aspects that impact 

upon a job, e.g. the characteristics of job such as its content, 

its rewards and social environment. The second view  

permits a more comprehensive picture of job satisfaction,  

as an individual typically experience different levels of 

satisfaction across different job aspects (Spector, 2003). It is 

this summed total of satisfaction with the different aspects of 

the job that many authors collectively refer to as job 

satisfaction. Job satisfaction in general means the workforce 

is motivated and committed to high quality performance. 

Improving the quality of working life will help employees to 

increase productivity. Unhappy employees are not motivated 

to work hard and give 100% of their efforts over a long 

period of time. 

Jimad (2011) describes job satisfaction as the biggest 
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factor affecting employees' intention to leave or stay in 

company. Job satisfaction is defined as a "security feeling" 

or employees' sense of security to the work both in terms   

of socioeconomic (salary and social security) as well as 

psychological aspects such as career opportunities. 

Simanjuntak (2014) says there are five factors that 

encourage the creation of job satisfaction. These factors, 

among others, are challenging jobs where employees tend to 

prefer jobs that give them the opportunity to use their skills, 

abilities and offer diverse tasks, freedom and feedback on 

how well they work. Then the Rewards where the employees 

want the wage system and promotional policies are fair and 

in line with their expectations. The important thing that 

connects wages and satisfaction is not the absolute amount 

paid, but the existence of justice. Further working conditions 

where the working environment conditions are very 

important for employees to personal comfort and to facilitate 

the task. Then colleagues where for most employees, work 

also fills the need for social interaction. Therefore, friendly 

and supportive colleagues will create job satisfaction. And 

the last one is the suitability of work which where a high fit 

between personality and worker will make an individual 

more satisfied.  

2.2. Concept of Leadership 

Curving out a succinct definition for leadership is very 

tricky. Literature has however revealed similarities with 

various emphases in its. Different scholars have interpreted 

the concept of leadership differently. Yuk (1989) and Omar 

(2005) described the study of leadership as both daunting 

and enticing. It is daunting because it is regarded as one of 

the important and pervasive concepts argued across a 

multitude of disciplines including educational, political, 

legal and psychological one. It is enticing and has been a 

preoccupation of human beings since the beginning of life 

(Bass, 1990). The following are some of the definitions that 

have been rendered; 

Botha (2005) defines leadership as the process of 

motivating people to achieve specific goals. He falls short of 

mentioning those motivational procedures that leadership 

offers to effect organizational change. Sashkin and Sashkin 

(2003:39) define leadership as the art of transforming people 

and organization with the aim of improving the organization. 

In addition, Armstrong (2001) defines leadership as 

influence, power and the legitimate authority acquired by a 

leader to be able to effectively transform the organization 

through the direction of the human resources that are     

the most important organizational asset, leading to the 

achievement of desired purpose. This can be done through 

the articulation of the vision and mission of the organization 

at very moment, and influence the staff to define their  

power to share vision. This is also described by Sashkin  

and Sashkin (2003) as visionary leadership. Covey (2004) 

opined that leadership is creating an environment in which 

people want to be part of the organization and not just work 

for the organization. Leadership creates an environment that 

makes people ‘want to’, rather than ‘have to do’. 

In a recent review of leadership theory, House (2004) 

identified four common themes in the current conceptions of 

leadership. These themes were that: 

(a) Leadership is a process; 

(b) It involves influence; 

(c) It occurs in a group context; and  

(d) It involves the achievement of goals. 

From these definitions, it is justifiable to say that 

leadership involves attempts on the part of a leader to   

affect (through influence) the behaviour of his followers.   

A leader’s behaviour, therefore, consists of directing, 

supporting, participating and achievement oriented for his 

effectiveness. It must be pointed out that any meaningful 

definition of leadership must contain some elements. Such 

elements are: 

(i)  There must be a group to be led. 

(ii)  The group must have a set of laid down objectives. 

(iii)  There must be conscious attempt to influence the 

behaviour of others within the group. 

(iv)  There must be willingness of subordinate to carry out 

the action. 

It should be noted that, leadership styles are as many and 

diverse as there are definitions and concepts of leadership. 

According to Oyetunyi (2006:31), leadership style  

therefore is the way a leader leads. The manner in which  

the leader performs these roles and directs the affairs of   

the organization is referred to as his/her leadership style 

(Oyetunyi, 2006). Some leaders are more interested in the 

work to be done than in the people they work with, whilst 

others pay more attention to their relationship with 

subordinates than the job. Leadership styles can be described 

as the characteristic approach to leadership demonstrated by 

a leader. Leaders carry out their roles in a wide variety of 

styles e.g. autocratic, democratic, laissez-faire, participatory, 

etc. Often, the leadership style depends on the situation, 

including the life cycle of the organization. Each of the 

following styles has its own set of good and not-so-good 

characteristics. Each uses leadership in a different way. The 

following are the major leadership styles: 

(1) Democratic Leadership Style: This is also known  

as participative style as it encourages the participation     

of subordinate in the affairs of the organization. It allows 

involvement of the subordinate in decision-making   

process, self-expression, initiative, communication and so on. 

Participative leadership is more effective as the whole group 

feels satisfied and every member has the opportunity to gain 

recognition and self-worth. This style is effective when 

subordinates are well motivated and competent (Lussier  

and Achua, 2001:175). A democratic leader runs an open 

administration, he is concerned with people’s welfare,    

he believes in conflict resolution by dialogue and as well 

delegate authority to subordinate. He also accommodates 

divergent opinions on issues relating to the progress of the 

organisation. 

(2) Autocratic or Authoritarian Style: This is also 

known as coercive style, as it is leadership through force. 
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The leader who uses this style is task-oriented (i.e. 

workaholic). The leader alone exercises decision making and 

authority for determining policy and procedures for 

achieving goals. He believes that job must be done at all cost 

not winding what happens to the subordinate. There is 

one-way traffic communication and the denial of conflict. In 

short, the leader acts as an absolute monarch with unlimited 

authority. An autocratic leader has a philosophy which is 

anchored on theory X. Theory X states that an average 

human being is inherently lazy and would want to avoid 

work as possible as he can; hence he needs to be forced to 

work. This style is also known as the Tell style in which the 

mode of control is domineering, the leadership emanating 

from fear and feeling of insecurity. 

(3) Laissez-Faire Style: This is a French word which 

means ‘let us do what we want’. This is also known as 

care-free type. Here, the leader is care-free and does not 

supervise his subordinate but he merely supplies materials 

needed for work. This type of leadership could lead to chaos 

because there are practically no rule and regulation guiding 

the conduct of the subordinate. The leader hates crisis 

situation. He tries to satisfy everybody in the system. This 

type of leader is disillusioned, disorganized, inactive and 

indolent. He is not worried or concerned with productivity as 

the leader abdicates his responsibility. The leaders in this 

category have little concern for job and staff welfare. 

Separation is identified in this classification of leadership 

styles. The separated style is characterized by low task 

orientation and low relationship orientation which is closely 

related to laissez-faire leadership type. It is also known as the 

sells style of leadership. 

2.3. Concept of Career Indecision 

Career indecision has been a focus of vocational research 

over the last few decades. It is defined as an inability to make 

a decision about the vocation one wishes to pursue (Guay, 

Senecal, Gauthier, and Fernet, 2003). Thus, career indecision 

in return reflects student’s career readiness or maturity as 

students that are undecided about their career have trouble 

with decision making (Hagstrom, Skovhott, and Rivers, 

1997). Thus, career indecision can be described as a 

developmental phase through which individuals may pass on 

their way to reaching a decision. Career indecision may also 

impinge on other career issues such as choosing a major, 

making career choices or even unemployment. Career choice 

is a developmental task of late adolescents which university 

students face. Choice of a career may be one of the most 

important of life’s choices. Career concerns faced by first 

year university students include anxiety for being undecided 

about a career and also being plagued by the process of 

career exploration, lack of confidence and uncertainty about 

an occupation, self-assessment and not knowing major 

strengths and weaknesses, and lack of knowledge of work 

and what workers do at the workplace. Deciding upon a 

career is one of the most important areas of decision making.  

Gordon (1998) believes students with career indecision 

feel paralyzed, unclear and anxious; and even if the choices 

have already been made, they are still unable to make 

commitment to their academic choices.). However, there is a 

growing tendency to treat his indecision “… almost as a 

mental disorders by professional counsellors” (Krumboltz, 

1992, p. 240). Implicit in this focus on “indecision” is the 

assumption that such individuals would benefit from 

appropriate and effective counselling strategies. The focus  

of empirical research on career indecision has been on 

developing various measures for examining individual 

differences in career indecisions. However most of the 

research involving these measures has been conducted 

independently of theoretical conceptualizations, which 

makes a new framework that combine a theoretical analysis 

with empirical test desirable. It is only by so doing that the 

frontiers of research knowledge on career indecision can be 

expanded. Apparently, decision theory has been playing an 

increasingly important role in understanding the processes 

involved in career-decision-making. The normative theory  

of decision making, for instance, postulates that the best 

decision is the one that helps to achieve the marker’s goals. 

These goals are represented by the individual’s preferences 

with respect to the various attributes of the alternative under 

consideration. It believes that a rational decision maker will 

choose the alternative with the highest utility. The utility of 

each alternative is considered as a function of the perceived 

between the individual’s preferences and the alternative’s 

characteristics in each of these attributes, hence, the utility 

theory, which is a normative model, can be regarded as a 

prescription for the best method for making decisions. 

Gati, Krausz and Osipow (1997) however note that since 

each theoretical approach essentially focuses on a single 

major facet of the career decision-making progress, its 

categorization is bound to be limited to the particular facet 

adopted. Thus, the theoretical approaches are neither 

comprehensive nor inclusive; with the empirical test of their 

approaches supporting them only partially. Apparently, it is 

possible to develop a model of an “ideal career decision 

maker” from the above decision theory. An ideal decision 

maker refers to a person who is aware of the need to make a 

career decision, is willing to make it and is capable of 

making the right decision. Right decision refers to a decision 

using an appropriate process and most compatible with the 

individual’s goals. Due to the complex nature of the career 

decision-making process, many find it difficult to be idea 

career decision makers. Any deviation from the ideal career 

decision maker is thus categorized as a potential problem. 

Such a problem is capable of affecting the individual’s 

decision process in one of two possible ways namely: by 

preventing the individual from making decision or by 

leading to a less than optimal decision. The process of career 

decision-making can be separated into distinct components, 

each of which presumably involves different kinds of 

difficulties. The various possible difficulties the individual 

may face during the career decision-making process can thus 

be classified into distinct categories such that difficulties 

with common features are included in the same category. 

Classifying the difficulties into categories would, however, 
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be based on some criteria, which may include the following: 

(a)  Belonging to the same stage or component of the 

process of career decision-making. 

(b)  Having the same assumed source. 

(c)  Having similarity in the hypothesized possible impact 

of the difficulty (i.e. halting the process or leading to 

a less man optimal decision); and or leading to a less 

than optimal decision); and  

(d)  Having similarity in the type of intervention needed 

to overcome it (Gati et al, 1997). 

In addition, little effort was made to differentiate between 

indecision and indecisiveness. We now see indecision as a 

development phase through which individuals may pass on 

their way to reaching a decision. Thus, we have come to see 

career indecision as a state which comes and goes over  

time as a decision is made is implemented, grows obsolete, 

and eventually leads to the need to make a new decision 

(producing a temporary state of indecision). The process 

then begins again. It has been speculated that over the life 

span the time period over which they cycle occurs gradually 

widens, so that the frequency of the need to make a career 

decision a new occurs less frequently. Indecisiveness is a 

different process. Whereas indecision is a state that is normal 

in human development, indecisiveness is not an ordinary part 

of human growth and development, but is instead, a personal 

tract which generalizes across situation demanding decisions. 

Thus the most common way for us to determine whether or 

not an individual’s career uncertainty is indecision or 

indecisiveness is retrospectively. In other words, if someone 

repeatedly has trouble making career or other decision to the 

point where closure is not reached in time to implement the 

appropriate behaviour, we would probably see that person as 

indecisive. An individual can be undecided behaviour at 

many decision points during life. 

There are three work approaches that affect an 

individual’s job satisfaction. The first approach is the job 

approach, where an employee believes his or her work is no 

more than a job, then the worker (Wright, 1985) will focus 

on how he or she is going to be paid, and how much. The 

financial aspect is more important, and the higher the salary, 

the more satisfied the worker. The second approach is the 

career approach, when the worker’s only focus is on progress 

and accomplishment (Eskildsen, 2000) of what the career 

calls the employee to do. The faster this employee gets to 

progress, the more motivated and satisfied he or she is. The 

last approach is the calling approach, where the employee’s 

focus is on what his or her work asks the worker to do  

rather than focusing on payment or progression. It is just 

satisfaction of how the employee is working and the 

environment of the work (Elizabeth, S. 2007). “Maintain a 

work environment conducive to the well-being and growth 

of all employees and how they measure employee 

satisfaction” (Eskildsen, 2000). The degree of congruence 

between identified interests and selected career is related to 

job satisfaction (Dik and Hansen, 2008). Those individuals 

in occupations with colleagues who have similar interests are 

likely to report greater levels of happiness and satisfaction in 

comparison to those individuals in less work interest 

congruent environments (Walsh, 1999). To understand how 

emerging adults make career decisions that reflect the 

current work content, it is important to evaluate activities 

that contribute to career choice confidence and commitment 

(Gore, Leuwerke, and Krumboltz, 2002). 

Job satisfaction levels are very high in public university 

libraries as compared to private university with only 

exception of supervision of human relations. This is because 

these public university libraries are having very less 

professional staff as compared to private university  

libraries. Further, job satisfaction levels are influenced by 

professional’s qualifications negatively. This is because 

majority of them are not highly professionally qualified. 

Librarians and Library staff must readily re-invent 

themselves and take responsibility for managing their careers 

with support from employers. Satisfaction might be found in 

“sacrificial labour”, otherwise referred to as labour of love 

by McDonald, 1996. Uppermost in our minds should be the 

quest for self-actualization described by Maslow’s. 

In conclusion, if librarians are satisfied with their job, 

there would be no difficulties in career decision making. 

They would seek information about the career, ready to work 

and there will be no conflicts. If librarians are dissatisfied 

with their jobs, it will lead to career indecision. Literature 

reviewed revealed a scanty assessment of the relationship 

between job satisfaction and career indecision of librarian. 

The role of leadership is very demanding. This may be why 

there are as many definitions as there are people who wish to 

define it. Leadership is a role and not a position. In 

librarianship, leadership plays the same role as in other type 

of service organizations. Leadership is increasingly changing 

from information and knowledge gate keeping to knowledge 

creation and knowledge share for all employees. Although 

much has been written in the form of descriptive case studies 

(Manz and Sims, 2001) advocating that leadership is the key 

to enhancing the learning of organizations, there is little 

empirical evidence suggesting which leadership style best 

supports and facilities knowledge acquisition thereby 

achieving high organizational performance. 

Recent research (Politis, 2001) has shown that leadership 

styles that are characterized by participative behaviour and 

mutual trust and respect for subordinates’ ideas and feelings 

are correlated stronger with career success when compared 

with the leadership styles that are characterized by task 

oriented and autocratic behaviour. The use of any leadership 

style depends on the situation at hand but management or 

libraries should be able to fashion out the fairest out of the 

different leadership styles that will positively contribute to 

career success and not career indecision. In as much as    

the leadership style of the librarians determines the job 

satisfaction and career indecisions of librarians, it will be 

appropriate to use the right leadership style. This is where 

motivation and leadership come to play a significant role. 

Although leadership style is a relatively enduring trait, it can 

be changed as the situation demands. No single leadership 
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style is better, that is, all depends on the motivational needs 

of the individual employees and their persons. It is the 

aggregation of these motivational needs as harnessed by the 

leader that influences the leadership style that is to be 

adopted. 

According to Kim (2002), researchers and practitioners  

in both public and private sectors agree that participative 

management improves employees’ job satisfaction. The 

study suggests that participative management that 

incorporates effective supervisory communications can 

enhance employees’ job satisfaction. In this regard, 

organizational leaders should emphasize changing 

organizational culture from the traditional pattern of 

hierarchical structure to participative management and 

empowerment. Appropriate leadership style of the academic 

heads will allows faculty members to share in 

decision-making and problem-solving. Leaders should 

acknowledge that faculty members can assist and support in 

decision making process. Hoerr (2006) supports the idea that 

the art of library leadership is about relationships. Library 

leaders should listen understand, motivate and reinforce. 

They should incorporate others’ ideas, talents, and energies 

that will head them into forging a vision. Leaders must not 

lead by issuing mandates. Great leaders change people 

nurturing, challenging and helping them grow and develops, 

creating a culture in which they all learn. Indeed, leadership 

is about relationships, too.  

Career in librarianship, passes through three phases: 

formative, transitional, and definitive (Drake, 1993). The 

formative stage is crucial in the determination of a career 

path that is, type of library and area of specialization. Once 

“locked in,” stressed Drake, it could be difficult to change 

direction. Thus, in this phase, solidification of personal 

ambition and leadership skills set in. The transitional phase is 

characterized by a noticeable decline in career altruism, 

where librarians become cynical and even consider career 

changes. A period described by Drake (1993) as a retreat  

into difference, mediocrity, or despair. Librarians in the 

definitive phase tend to experience anxiety while planning 

for retirement’ however they tend to be more relatively free 

of career pressures that plague those of early to middle 

phases. Drake’s remark on career progression is that the 

rewards of librarianship as a career lie not in the pay or 

prestige but often-in the tangible sense of satisfaction gained 

from helping others. He emphasized that while the help or 

services offered may not be appreciated, or even recognized 

the altruism factor prompts us to continue. In conclusion, 

literature reviewed revealed a scanty assessment of the 

relationship. 

3. Methodology 

The research design adopted in this study is the descriptive 

survey research design. The population of study consisted of 

librarians and library officers in private universities in the 

South –West Nigeria. Five selected private universities  

were used using total enumeration sampling method. The 

population of the study comprises of 53 professional 

librarians and 75 paraprofessional librarians totalling 128 

library personnel in five selected private Universities in 

South-West, Nigeria. 

Table 1 

Names of the Libraries Professionals Paraprofessionals Population 

Centre for Learning Resources, Covenant University 18 30 48 

Danjuma Library, Ajayi Crowther University 9 18 27 

Bells University Library 8 15 23 

Bowen University Library 10 7 17 

Lead City University Library 8 5 13 

Total 53 75 128 

 
Research Instrument 

The research instrument that was used is questionnaire. 

The questionnaire will be divided into four sections as shown 

below: 

Section A: Demographic information about the 

respondents. This includes sex, age, marital status, 

educational qualification, work experience. 

Section B: Job satisfaction of library personnel. 

Section C: Leadership styles. 

Section D: Career indecision. 

3.1. Data Collection and Analysis 

The administration of the questionnaire was done by the 

researcher and also with the help of librarians from these 

private universities. Out of 128 questionnaires distributed to 

respondents, 105 questionnaires were retrieved representing 

82.0% return rate. Statistics such as percentages, mean and 

standard deviation were put to use in the analysis of research 

questions while research hypotheses were tested using 

correction analysis and multiple regression analysis. The 

research hypotheses were tested at 0.05 level of significance. 

3.2. Findings 

Background demographic information of the 

respondents. 

The age distribution of the library personnel showed that 

majority of them belong to the age group of 30-39years 

(51.4%) while 20-29years and 40-49years were in the same 
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range (22.9%), the other age group is 50-59years (2.8%). 

The implication of this is that a high number of the library 

personnel falls within the active working age and they have 

experience on the job. Therefore, information generated 

from these classes of workers will be very reliable as 

responses were based on experience on the job. Gender 

distribution of the library personnel explained that males 

were in the majority (55.2%) while their female counterparts 

constituted 44.8%. The educational qualifications of the 

respondents revealed that majority of them possessed 

Bachelor’s degree (43.8%) and this was followed by those 

who possessed Diploma Certificate (32.4%) while 23.8% 

possessed Master degree. This interpretation confirms that 

the policy of the government which has made compulsory 

for career officers in the library sector to possess a minimum 

qualification of diploma in library studies. The majority   

of the respondents are therefore library officers who are 

paraprofessionals in libraries since they fall much in  

between diplomas and bachelor’s degree. Years of working 

experience have revealed that 62.8% of the respondents have 

put in between 1-5years of experience while 29.6% of the 

respondents have worked for 6-10years and 7.6% have 

worked above 10years. The distribution of respondents by 

marital status showed that 62.8%were married and 37.2% 

were singles. 

Table 2 provides mean and standard deviation scores of 

different items on the level of job satisfaction of library 

personnel in the five private universities. The fringe benefits 

I enjoy were ranked by the mean score rating (Mean = 4.1, 

S.D = 6.4). This was followed in succession by the 

recognition I receive for outstanding job accomplishment 

(Mean = 3.9, S.D = 4.8), the opportunities to participate in 

decision-making in the job (Mean = 3.8, S.D = 0.5), the 

cordiality of my relationship with my super-ordinate  

(Mean = 3.6, S.D = 0.6), the openness to new ideas by the 

management (Mean = 3.3, S.D = 1.0), salary package and 

motivation (Mean = 3.3, S.D = 0.7), the opportunities of 

problem solving for my job (Mean = 2.8, S.D = 1.1). 

Table 2 

S/N STATEMENT Mean S.D. 

1 The fringe benefits I presently enjoy 4.1 6.4 

2 The recognition I receive for outstanding job accomplishment. 3.9 4.8 

3 The opportunities to participate in decision-making in the job. 3.8 0.5 

4 The cordiality of my relationship with my super ordinate 3.6 0.6 

5 The openness to new ideas by the management. 3.3 1.0 

6 Salary package and motivation. 3.3 0.7 

7 Possibilities of being promoted for my job. 2.8 1.1 

8 The opportunities of problem solving for my job. 2.8 1.1 

9 The sense of accomplishment and achievement after I complete the job. 2.8 0.4 

10 The productivity incentive in my job 2.5 6.7 

11 The possibilities for creativity. 2.5 0.9 

12 My personal commitment to my job. 2.4 1.0 

13 
The appreciation given by my administrator and co-workers for the job I 

do for the organization. 
2.4 0.9 

14 The sense of pride in my job. 2.3 0.9 

15 The delegation of tasks by the administrator. 1.3 0.6 

Source: Field Survey October, 2012 

Other reactions include the sense of accomplishment and 

achievement after I complete the job (Mean = 2.8, S.D = 0.4), 

the productivity incentive in my job (Mean = 2.5, S.D = 6.7), 

the possibilities for creativity (Mean = 2.5, S.D = 0.9), my 

personal commitment on my job (Mean = 2.4, S.D = 1.0), 

the appreciation given by my administration and co-workers 

for their job (Mean = 2.4, S.D = 0.9), the sense of pride in my 

job (Mean = 2.3, S.D = 0.9) and lastly the delegation of tasks 

by the administration (Mean = 1.3, S.D = 0.6). 

Fifteen questions of 4 ratings were answered by 

respondents. The result of the first table was used in 

determining may be the library personnel were satisfied   

or not. The Maximum Score = 4 x 15. That is, 4 items 

multiplied by the number of questions formulated, which is 

60. 

1 – 20    - Low Job Satisfaction 

21 – 40   - Moderate Job Satisfaction 

41 – 60   - High Job Satisfaction 

Overall Mean  =  46.5132 

Approximately = 47 

This indicates high Job Satisfaction. Library Personnel 

were highly satisfied with their jobs. The table shows that the 

factors that make library personnel satisfy with their jobs 

have been arranged according from the highest mean to the 

lowest mean in the questions. 

Table 3 shows the mean score of respondents Job 

satisfaction as Mean = 46.5132, S.D = 8.0762, while the 

mean score of career indecision of respondents were Mean  

= 32.4582, S.D = 10.1538. Thus, there was significant 

relationship between job satisfaction and career indecision  
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(r =.259, N = 104, P. <.05). Therefore, null hypothesis is 

rejected. 

Table 4 shows the mean score of respondents leadership 

style as Mean = 41.9812, S.D = 4.767, while the mean score 

of career indecision is Mean = 32.4582, S.D = 10.1538. This 

implies that, there was no significant relationship between 

leadership style and career indecision (r = 0.259, N = 104, 

P.>.05). Therefore, null hypothesis is failed to be rejected. 

Table 5 has shown that the joint effects of job satisfaction 

and leadership style on career indecision was significant    

(F (2,101) = 3.642; R = 0.259, R2 = 0.067, Adj. R2=0.049, 

P > .05). This means that 25.9 percent of the variance in 

career indecision of the respondents could be explained by 

their leadership style and job satisfaction. 

The result above shows the relative contribution of each of 

the independent variables on the dependent: Job satisfaction 

(β = 0.230, P > .05) and leadership styles (β = 0.090, P > 

0.05). Hence from the result, job satisfaction was significant 

while a leadership style was not significant. That is, it is   

job satisfaction that can enhance career indecision of 

respondents. (Table 6)  

Table 3.  Showing the Relationship between Job satisfaction and Career Indecision 

Variable Mean Std. Dev. N r P Remark 

Job satisfaction 46.5132 8.0762  

105 

 

.259 

 

.013 

 

Sig. Career Indecision 32.4582 10.1538 

Sig. at 0.05 level 

Table 4.  Showing the Relationship between leadership style and Career Indecision 

Variable Mean Std. Dev. N r P Remark 

leadership style 41.9812 4.767  

105 

 

.259 

 

.210 

 

Not Sig. Career Indecision 32.4582 10.1538 

Sig. at 0.05 level 

Table 5.  Showing the Relationship between leadership style and job satisfaction with career indecision 

Model Sum of square df Mean square F P Remark 

Regression 723.454 2 361.727 3.642 .030 Sig. 

Residual 10026.5461 102 99.273    

Total 10750.000 104     

R =0.259, R
2 

= 0.067, Adj R
2 

= 0.049. 

Table 6.  Relative contribution of job satisfaction, leadership style to prediction of career indecision of library personnel in private universities 

Model 
Unstandardized Coefficient Standardized Coefficient 

T Sig 
Β Std. error β 

Constant 

Job satisfaction 

Leadership style 

10.845 

.290 

.194 

9.778 

.124 

.209 

 

.230 

.090 

1.109 

2.372 

0.931 

.270 

.020 

.354 

 

4. Discussion  

All the findings have shown that; 

(a) The library personnel were highly satisfied with their 

job with mean of 47. It revealed that library personnel   

were only satisfied with the fringe benefits they enjoy, the 

recognition they receive for outstanding job accomplishment 

and dissatisfied with others. This is in line with Ebru (1995) 

opinion that job satisfaction cannot be talk of where there is 

absence of motivation. All items mentioned above are as a 

result of motivation. Job satisfaction of librarians according 

to him has an important place in the information society and 

this will affect the quality of service he renders.  

The result also revealed that library personnel were highly 

satisfied with their works, responsibilities, incentives and 

achievement. This is in line with Luthan (1998), which 

posited that there are three important dimensions to job 

satisfaction: 

  Job satisfaction is an emotional response to a job 

situation. As such it cannot be seen; it can only be 

inferred.  

  Job satisfaction is often determined by how well 

outcome meet or exceed expectations. For instance, if 

organization participants feel that they work much 

harder than others in the department but receive fewer 

records, they will probably have a negative attitude 

towards the work, the boss and /or co-workers. On the 

other hand, if they feel they are treated very well and are 

paid equitably, they are likely to have positive attitudes 

towards the job. 

  Job satisfaction represents several related attitudes 

which are most important characteristics of a job about 
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which people have effective response. These according 

to Luthan are; the work itself, pay, promotion 

opportunities, supervision of co-workers. 

(b) From the research, the factors that make library 

personnel satisfied are fringe benefits they enjoy, 

opportunities to participate in decision making, salary 

package and motivation. This is in line with Schultz 2003 

which says that what attribute to satisfaction are internal 

factors while external factors dissatisfied employees. The 

internal factors are the factors mentioned above. Job 

satisfaction cannot be talk of where is absence of motivation. 

This is also line in with Ebru (1995), which says library 

personnel gain importance from material and moral clement 

which affect job satisfaction. 

(c) There was significant relationship between job 

satisfaction and career indecision of library personnel in 

private universities of South-West, Nigeria. The findings of 

Jones and Chenery, (1999) are in agreement with the stance 

of this present study. They proposed a career indecision 

model that theorized career indecision in a three-dimensional 

construct. The second dimension which is the comfort 

dimension connotes the level of satisfaction. Individuals feel 

over their career decision status. This is also in consonance 

with Eskildsen, (2000) which believes that individual’s job 

satisfaction is affected by three work approaches. The 

second approach is the career approach, when the workers 

only focus is on progress and accomplishments of what the 

career calls the employee to do. To him, the faster his 

employee gets to progress, the more motivated and satisfied 

he or she is. High level of satisfaction was also identified 

with a mean response of 47 (46.51/S.D=81). 

(d) There was no significant relationship between 

leadership style and career indecision. This implies that the 

leadership style will not determine the career indecision of 

library personnel. This is in line with Politics 2001 that says 

that, leadership styles that are characterized by participant 

behaviour and mutual trust and respect for subordinates’ 

ideas and feelings are correlated stronger with career success 

when compared with the leadership styles that are 

characterized by task-oriented and autocratic behaviour. The 

leadership style was high with a mean of 42. This is in line 

with the 9, 9 – Management style of Managerial Grid 

developed by Robert Blake and Mouton. On the 9, 

9-management style, the leaders shows concern for both 

people and production. This is called Team management 

style, showing high concern for both people and production 

will help in solving career indecision and this will lead to 

career success. Therefore, there was no relationship between 

leadership style and career indecision. 

(e) This study revealed that there was relationship existing 

between job satisfaction, leadership styles and career 

indecision of library personal in private universities in 

South-West, Nigeria. About 6% of the variation on career 

indecision was accounted for by the independent variables, 

that is, job satisfaction and leadership styles. That is, joint 

effect of job satisfaction and leadership styles predicting 

career indecision was significant. This contradicts with  

Kim (2002),’’ that appropriate leadership style of the 

academic heads will allow faculty members to share in 

decision-making and problem-solving and not career 

indecision. In all it is clearly evident that joint effect of   

job satisfaction and leadership style will predict career 

indecision. 

5. Conclusions and Recommendations 

The study revealed that library personnel are not satisfied 

with their relationship with their chief librarians. It revealed 

that they are only satisfied with the incentive, personal 

commitment, delegation of tasks and opportunities for 

problem-solving. It also revealed that situation determines 

the type of leadership style to be used. It also revealed that 

career indecision is caused by anxiety, lack of information, 

lack of motivation and lack of readiness. The study 

discovered that there was relationship between job 

satisfaction, leadership style and career indecision. In 

summary, the relative contribution of job satisfaction and 

leadership style predict career indecision.  

Based on the findings of the research, the following 

recommendations are made for further research and for 

effectiveness;  

1.  It is necessary to ensure that library staff or workers 

are satisfied with job, that is, necessary steps must be 

taken in order to make them satisfied. This could 

involve allowing them to go for training, whether 

in-house or on-the-job training to enhance and develop 

their knowledge in their field so that they will improve 

as the world does. 

2.  Leaders should ensure that library staff participates  

in decision-making and they should also lead by 

example. 

3.  The problem of career indecision should be solved by 

ensuring that library staffs have career success instead 

of career indecision. In other words, the problem of 

anxiety, lack of information, and lack of readiness 

should be solved, by ensuring that there are vast 

information technologies. 

4.  The leaders also should study the library environment 

in order to know the type of leadership style to be 

used. 

5.  The study also recommends that leaders (library 

personnel) should pursue and finish their masters’ 

degree and perhaps doctorate to make them fully 

equipped with gainful skills and expertise so as to 

avoid the effects of career indecision in reaching other 

areas of their lives. 
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