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ABSTRACT
The paper examined job satisfaction and labour turnover in four Nigerian universities. Two hundred questionnaires where administered to academic and non-academic staff in two private (Igbinedion University,Okada and Benson Idahosa University, Benin City) and two public universities (Edo State University,Ekpoma and University of Benin, Benin City) in Edo State.Using the Mann Whitney test, the findings reveal that there were significant differences in the turnover intentions and management style of private and public universities. Specifically, employees from private universities were found to have higher turnover intentions than those in public universities whether condition of work was better or remain the same elsewhere. It is concluded that the labour turnover intentions experienced in Nigerian universities result not only from poor employees’ compensation and job satisfaction but also from poor and deficient management and leadership style. Therefore, the paper recommends the provision and improvement in job incentives, job satisfaction and the condition of service for employees by government and entreprenuer of universities, and the adoption of participative leadership styles by universities’ management to curb the high turnover intentions in Nigerian universities.
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INTRODUCTION
Labour turnover is a critical issue for any organization because of the devastating effects on efficiency, productivity and profitability (Hogan, 1992; Warren, 2002; Tarqi, Ramzan & Riaz, 2013) on several organizations and higher education institution globally (Abdulraheem & Adebola, 2014). Turnover refers to as an individual’s estimated probability that they will stay in an employing organization (Cotton and Tuttle, 1986). Tett and Meyer (1993) define turnover intentions as the conscious willfulness to seek for job alternatives in other organizations. Some of the factors that affect labour turnover include: poor salary structure, job insecurity, poor relationship with the management, working environment, job location, better job option, lack of opportunity for advancement or growth, job dissatisfaction and discontent, and bad human resource management practices (March & Simon, 1958; Mobley, 1977; Anugwom, 2004; Gbenu, 2013). Van Vianen, Feij, Krausz &Taris (2004) distinguish between two motives for turnover as push and pull motives. Push motive relates to dissatisfaction with work situation whereas pull motive refers to available opportunities to improve one's career opportunities on the external labour market. The highest level of turnover is normally found in private sectors where unemployment rate is lower and people can easily get alternative employment (Rankin, 2006). Spector (1997) reported that dissatisfied employees may engage in counterproductive activities such as theft, poor service delivery, destructive rumours and sabotage of equipment. They also complained of tension, depression, lassitude, apprehension and sleeplessness and complain of stiffness in muscles and joints. Whereas job dissatisfaction could result in psychological frustration and low productivity (Cranny et al 1992, Moorman et al, 1993), Brookfield (1998) found that individuals with high levels of job satisfaction would have healthier physical and psychological records that would result in higher productivity and effectiveness in their job performance; they will stay longer in an organization.


Various studies examined the relationship between job satisfaction and turnover intention (Park & Kim, 2009; Ali, 2009; Amah,2009). Ali (2009) reported a significant negative association between job satisfaction and turnover intention among lecturers of private sector colleges. He found that they were dissatisfied with promotion chances, pay, fringe benefits and contingent rewards but moderately satisfied with operating conditions, coworkers, nature of work and communication. Ologunde, Asaolu & Elumilade (2003) maintained that that despite the same salary structure, lecturers in State universities were generally more dissatisfied with their work and tend to look out for better jobs. Abdulraheem & Adebola (2014) revealed that labour turnover is higher for academic staff than non-academic staff in Nigerian universities. Choi & Lee (2011) posits that leadership styles and job satisfaction have great impact on employees’ turnover intention. Although private universities differ significantly from their public sector counterpart (Osagie, 2009),there is a research gap on whether there are differences in the job satisfaction and turnover intentions of private and public universities staffs in Nigeria. 


Therefore, the purpose of this paper is to examine whether there are significant differences in level of job satisfaction and turnover intention in Nigerian universities. The rest of the paper is organized into four sections. Section two is the review of the literature to establish the theoretical rationales for hypothesized relationships between job satisfaction and labour intentions. Section three is the methodology adopted in the paper. Section four is the presentation and analysis of data and test of hypnoses while the last section conclude with some recommendations.

LITERATURE REVIEW
The Nigerian universities have been faced with high labour turnover in recent times due to poor remuneration, inadequate funding of the system, poor working condition and environment leading to incessant strike actions and close down of the universities. The results are intra and inter sectoral brain drains and exodus to other sectors and foreign countries (Akpotu, 2000; Akpotu & Nwadiani (nd); Ologunde, Asaolu & Elumilade, 2003; Osagie, 2009), low ratings of Nigerian universities’ graduates on the global arena, shaky research foundation (Gbenu, 2013), serious implications on quality learning, teaching and research, and slow productivity (Abdulraheem & Adebola, 2014). Osagie (2009) reported that a total of 883 lecturers and professors left the universities between 1992 and 1995. Akpotu (2000) investigated the rate of academic staff turnover in eight Nigerian universities for the period between 1990 and 1997.He found that a total of 1,476 permanent leavers and 2,378 partial leavers left the Nigerian universities during the period, with an average annual turnover rate of 16.18%. Professors had the highest average rate of turnover followed by senior lecturers and other lecturers. The social sciences had the highest rate of turnover followed by sciences and humanities respectively. Moreover, first generation and federal universities had higher average turnover rate than the state universities. Akpotu (2000) concluded that economic consideration remained a major factor which determined why they (leavers) moved and where they moved to. 


Similarly, Akpotu & Nwadiani (nd) found that poor remuneration, poor conditions of service, under funding and lack of teaching facilities were responsible for academic staff turnover in Nigerian universities. The oil industry in Nigeria and the foreign sector were the direction of movement of the leavers. Ologunde, Asaolu & Elumilade (2003) examined the phenomenon of labour turnover among university teachers using 442 teachers from two federal and two state universities in the southwestern Nigeria. They found that poor motivation and inadequate economic incentives affect labour turnover of university teachers in southwestern Nigeria. It has been argued in the literature that there are negative relationships between employees’ job satisfaction and labour turnover (Amah, 2009; Park & Kim, 2009). Mudor & Tooksoon (2011) argued that employee’s jobs satisfaction could be from salary, relationship with their managers and colleagues, the quality of the work environment, personal welfare associated with performing the job allocated, job extrinsic and intrinsic rewards  (Chiang & Jang, 2008). Again the workplace orientations (Amabile,1997) which include (a) organizational encouragement (a culture that fosters, appreciates and fairly rewards creativity, has mechanisms that support innovation and has a shared vision and active flow of ideas); b) supervisory encouragement (where a manager serves as a positive model, sets appropriate goals and supports and values both the work group and individual contributions); c) work group supports (characterized by skills diversity, honest communication, openness to innovative ideas, constructive challenge and mutual trust, support and commitment); d) challenging work (focusing on challenging tasks and important projects and freedom (autonomy and control over one’s work) could individual motivation and creativity. Organizational commitment and job satisfaction influence the employee's desire and intention to stay or quit the job (Salleh, Nair & Hcrun, 2012). Moreover, pay satisfaction has significant relationship with turnover intention thus, managing pay satisfaction and organizational commitment can help controlling the turnover intentions and the actual turnover (Tamkeen & Seema, 2013)

Choi & Lee (2011) reported transformational and transactional leadership styles have positive relation with job satisfaction and negatively associated with turnover intentions unlike autocratic and laissez- faire leadership styles. Griffin & Moorhead (2010) suggested that participative management enhances employee involvement and motivation. Unlike the public universities, lecturers from private universities are usually barred from trade unionism or not allowed to join Academic Staff Union of Universities (ASUU), Non-academic Staff Union (NASU) or Senior Staff Association of Nigerian Universities (SSANU) (Osagie,2009) and enjoyed limited academic freedom due to the whims and caprices of their owner(s). Osagie (2009) also report some of the apparent conflicts in private universities owing to frequent interruption by owners in the management of the universities. Also, Osagie (2009) argued that differences in governance models in private universities may create future “problems of conflict, duplication and running at cross purposes to expectations of official regulatory institutions”. Similarly, an over-bearing control or autocratic leadership by proprietors and council promotes rapid staff turnover in private universities.

THEORETICAL FRAMEWORK
Theorists such as Maslow (1970) and Herzberg (1973) developed theories related to job satisfaction.In discussing job satisfaction, Maslow’s (1970) hierarchical need theory has been used to conceptualize worker motivation based on the five levels of needs. Maslow’s hierarchy of needs theory proposes that people are motivated by multiple needs in hierarchical order of satisfaction of lower-order needs before higher-order needs. Maslow’s needs include physiological, safety, social, esteem and self-actualization needs. Maslow assumes that some needs are more important than other needs and must be satisfied before the other needs can serve as motivator. Hezberg’s (1973) theory is based on two basic types of needs: 1) the need for psychological growth or motivating factors and 2) the need to avoid pain or hygiene factors. The motivating factors constitute elements like achievement and advancement. These are positive elements that contribute towards job satisfaction and motivation. Hygiene factors such as company or organizational policies, quality of supervision, working condition, salary, relationship with peers and subordinates, status and security are negative elements that could cause dissatisfaction at work. In Hezberg’s theory, job satisfaction and job dissatisfaction are totally separate dimensions. Therefore, improving a hygiene factor such as working conditions will not make people satisfied with their needs, instead it will only prevent them from being dissatisfied. Herzberg’s two-factor theory suggests that there are different work behavior with dissatisfaction and satisfaction. Herzberg pointed out that hygiene factors and motivators contributed to employee’s behaviour. Generally, Malsow’s and Hezberg’s theories emphasize the importance of individual in organization to advance. The advancement indirectly will change individual’s needs. In consequence, it will help individuals to put extra effort to continuously achieve their needs and satisfaction.
Research hypotheses
Based on the literature review, the following null hypotheses are stated:

1. There is no significant difference in the staff turnover intentions of public and private universities in Nigeria.

2. There is no significant difference in the job satisfaction of public and private universities workers.

3. There is no significant difference in the job incentives in public and private universities. 

4. There is no significant difference in management leadership styles in public and private universities.

RESEARCH METHODOLOGY 
Data was collected with the aid of questionnaires to respondents from two private and two public owned universities in Edo State. The private universities were Igbinedion University Okada (IUO) and Benson Idahosa University (BIU) while the public universities were Ambrose Alli University (AAU) and the University of Benin (UNIBEN). The questionnaire contains 24 items which relate to (1) Labour turnover intentions (2) Job satisfaction/job content (3) Job incentives and (4) Human relations and management styles. The copies of questionnaire were administered to 200 respondents at the four universities. The sample was made up of 129 respondents from four universities representing 64.5 % response rate. The coding follows the 4 likert scale of: Strongly Disagree (1), Disagree (2), Agree (3) and Strongly Agree (4). The Mann Whitney was used to test the hypotheses if there are significant differences between private and public universities with regard to turnover intention, job satisfaction, jobs incentives and benefits and management style.The Mann Whitney test compares the median and evaluates the two groups to indicate significant difference. It is used to test the null hypothesis that the two samples come from the same population. The descriptive statistics of the respondents is shown in table 1.

Table 1.   Descriptive Statistics

	
	No. 
	 %

	1. Universities

      University of Benin  (UNIBEN)                      

              Ambrose Alli University (AAU)


              Igbinedion University Okada   (IUO)         

              Benson Idahosa University  (BIU)

              Total             
	32

32

31

34

129
	25

25

24

26

100

	2. Gender

Male                                                   

Female 

Total                                             
	96

33

129
	74

26

100

	3. Category of Staff

Academic (L1&L II)

Non-academic

Total
	103

26

129
	80

20

100

	4. Years of Experience

             1-5

6-10

11-15

Above 16

Total
	28

49

32

20

129
	22

38

25

15

100

	5. Age

Below 20

21-30

31-40

41-50

Above 50

Total
	0

16

42

49

22

129
	0

12

33

38

17

100

	6. Highest Qualifications

B.Sc

MBA/ MSc

PhD

Total
	18

72

39

129
	14

56

30

100

	7. Marital Status

Single

Married

Divorced

Separated

Total
	19

104

3

3

129
	15

81

2

2

100


Source: Field survey 2012
From table 1, the gender of the respondents was made 96 male and 33 female. The categories of the staff were 103 academic staff and 26 non-teaching staff. Majority of the respondents (38%) were within the 6-10 years of service.The age distribution indicates that majority of the respondents (38%) were between 41- 50 years. The highest qualification of respondents indicates 18 respondents hold B.Sc, 72 were M.Sc/MBA while 39 holds Ph.D. In terms of marital status, there were 19 singles, 104 married, 3 divorced and 3 separated respondents.

DATA ANALYSIS
The section dwells on analysis of questionnaire responses and test of hypotheses

Level of staff turnover intention

From table 2, there is 105 (82%) agreement by all respondents (or 73% and 89% for public and private universities) said that they will change job if there is opportunity for a better condition elsewhere.The mean of 3.51 shows that employees from private universities have more intentions to leave if conditions of work are better elsewhere than those in public universities. Moreover, if condition of work elsewhere remains the same with the university, only 23 of all respondents (18%) agree that they will leave their present job. Moreover, only 24% and 12% from private and public universities agree to leave their present jobs if same conditions exist elsewhere. This indicates that with improved condition of service in the universities, labour turnover can be reduced to the barest minimum. The calculated Mann Whitney Z score of 2.947showsthere is a significant difference between the level of labour turnover intention of private and public universities at 5% when there is opportunity for a better condition elsewhere. Thus hypothesis one is rejected.

Table 2 Staff turnover intention and conditions of service
	S/N
	Labour turnover intentions
	Universities
	Agree

(3&4)
	Disagree

(1 &2)
	Mean
	Standard Deviation
	Mann  Whitney (U) Test 
	P-value

	1. 
	If there is an opportunity for better condition for me elsewhere. I will leave the present Job. 
	AU

PU

PRU
	105 (82% )

46   (73% )

59   (89%)
	23 (18%)

17 (27%)

7 (11%)
	3.27

3.03

3.51
	0.85

0.95

0.66
	2.947***
	0.003

	2. 
	If there is an opportunity elsewhere with same condition of service. I will leave the present Job. 
	AU 

PU

PRU
	23(18%)

15 (24%)

8 (12%)
	105 (82%)

48 (76%)

58  (88%)
	1.89

1.95

1.85
	0.89

1.02

0.75
	0.041
	0.967


AU= All Universities; PU= Public Universities;   PRU = Private Universities

Job satisfaction 

Table 3 shows about 95 (73.6%) of total respondents tend to be happy with their present jobs and the pay structure. This compares with the 79% and 69% respondents for private and public universities. Again more respondents from private universities are less satisfied with their present job (mean=2.78) and pay structure (mean =2.57). Less than half of all respondents (45%) agree that they enjoy good working environment are less totally committed to the university than respondents from public universities. Although respondents from public universities (40%) work in less conducive environment than those in private universities (46%), both have same level of loyalty (76%) to their university.81% of the respondents from public universities believed they have much to gain by sticking to the university than those in private universities. With respect to hypothesis two, there are significant differences in level of job satisfaction in both universities in relation to job content, pay structure and commitment to the university. The result indicates that turnover is likely to be higher in private universities.

Table 3  Job satisfaction 

	S/N
	Job satisfaction
	All University
	Public

University
	Private University
	Mann  Whitney Test  (Z score)
	P-value

	1
	I am happy with my present job
	95(74%)**

2.88#
	50(79%)

2.98
	45(69%)

2.78
	1.901*
	0.057

	2
	The pay structure in my present job is good 
	82(64%)

2.67
	44(68%)

2.78
	38(58%)

2.57
	1.644*
	0.100

	3
	I enjoy good working environment 
	55(45%)

2.35
	25(40%)

2.37
	30(46%)

2.34
	0.160
	0.873

	4
	My loyalty to the present employer is not strong 
	30(28%)

1.76
	15(24%)

1.86
	16(24%)

1.67
	0.545
	0.585

	5
	There is not too much to be gained by sticking with the university indefinitely.
	34(27%)

1.96
	12 (19%)

1.76
	23(34%)

2.15
	2.447**
	0.014


**total agree percentage    # mean score

Job Incentives /benefits 

Incentive scheme refers to total package put in place by an organization to motivate its workers. From table 4, less than half of all respondents (47%) believed the allowance paid them is satisfactory. Their other agreed responses are :incentive scheme (48%), excellent medical and health facility (47%), staff housing scheme (34%), vehicle loan to own their private cars (29%) and rent advance to secure suitable accommodation (30%).The respondents from public universities agree more to getting incremental pay when due, annual leave allowance and examination supervision allowance than respondents from private universities. In hypothesis 3 on incentive and benefit scheme, the result indicates that there are significant differences between the public and private universities with respect to incremental pay, pension, staff housing and vehicle loan schemes.

Table 4  Job incentives /benefits 

	S/N
	Compensation and Benefits 
	All University
	Public

University
	Private University
	Mann WhitneyTest  (Z Score)
	P-value

	1
	The allowances paid me is satisfactory 
	60 (47%)

2.38
	31(49%

2.38
	29(45%)

2.38
	0.159
	0.873

	2
	I am giving incremental pay when due
	97(75%)

3.05
	52(81%)

3.22
	48(74%)

2.88
	2.058**
	0.040

	3
	My annual leave allowances are duly paid  
	71(55%)

2.54
	37(59%)

2.65
	34(52%)

2.43
	1.238
	0.216

	4
	The organization provides incentive scheme 
	62(48%)

2.41
	29(46%)

2.33
	33(51%)

2.49
	0.991
	0.322

	5
	Allowance is paid when I supervise exam
	73(57%)

2.45
	37(59%)

2.49
	36(55%)

2.40
	0.630
	0.529

	6
	There are excellent pension scheme provisions for retirement benefit 
	80(63%)

2.67
	35(56%)

2.48
	44(70%)

2.86
	2.375**
	0.018

	7
	I enjoyed excellent medical and health facility 
	60(47%)

2.41
	27(43%)

2.40
	33(52%)

2.44
	0.340
	0.734

	8
	My present job has excellent staff housing scheme 
	43(34%)

2.09
	15(24%)

1.90
	28(44%)

2.26
	2.284
	0.022

	9
	Those who qualified can easily obtain vehicle loan to own their private cars  
	37(29%)

1.99
	11(17%)

1.84
	26(40%)

2.14
	1.888*
	0.059

	10
	Staffs on transfer easily obtain rent advance to secure suitable accommodation
	38(30%)

2.00
	19(30%)

2.05
	19(29%)

1.95
	0.533
	0.594


Management styles 

From table 5, staff at public universities are more satisfied with the management style (83%) and enjoyed more autonomy (86%) than their private counterparts. This supports argument of autocratic management style by owners of private universities (Osagie, 2009). Whereas prospect for  promotion is believed to be same, staff in private universities have more opportunities for staff development and receive recognition and commendation for job done than those in public universities. The Mann Whitney test for hypothesis 4 shows that there are significant differences in the management style and staff autonomy in both universities.
Table 5  Management styles

	S/N
	Compensation and Benefits 
	All University
	Public

University
	Private University
	Mann  Whitney 

 Test (Z Score)
	P-value

	1
	I receive commendations and recognition for the job I  do   
	63(49%)

2.42
	26(41%)

2.37
	37(60%)

2.48
	0.911
	0.362

	                         2    
	I am satisfied with the kind of management 
	86(67%)

2.84
	52(83%)

3.13
	34(52%)

2.55
	4.018***
	0.000

	3
	I enjoy a measure of autonomy in my present job  
	97(76%)

2.97
	54(86%)

3.24
	43(66%)

2.72
	3.899***
	0.000

	4
	The organization provides opportunity for staff development 
	103(80%)

2.95
	46(73%)

2.84
	57 (88%)

3.06
	1.188
	0.235

	5
	There is prospect  for promotion in the present job  
	116(91%)

3.15
	57(90%)

3.10
	59(91%)

3.20
	0.629
	0.529

	6
	The relationship with my coworker is cordial 
	115(90%)

2.97
	58(92%)

3.27
	58(89%)

3.28
	0.164
	0.870


CONCLUSION AND RECOMMENDATIONS
The paper examined job satisfaction and labour turnover intentions among employees of private and public universities in Nigeria. Using the Mann Whitney test, it was found that there were significant differences in the turnover intentions between private and public universities particularly where there was a better condition of service outside the university, or there was better job satisfaction - job and pay structure. Again, the significant difference in the managerial leadership indicates that the high labour turnover experienced in private and public universities can be attributed to poor human relations and leadership styles. This implies that the high staff turnover in Nigerian universities was not entirely related to pay package but due to poor working environment and poor management and leadership style because employees were willing to leave the job even when the conditions of service remain the same elsewhere. Therefore, the paper recommends that government and owners of private universities should give attention to increased job satisfaction, job incentives and conducive work environment. Moreover, university management should adopt a participative leadership style to reduce the high rate of staff turnover intentions in Nigerian universities.
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