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Abstract 

Satisfied employees are likely to be more committed and productive on their jobs, and their 

commitment implies low turnover. Employee turnover has been responsible for the failure of 

many organizations because most organizational leaders do not understand the reasons why 

employees choose to leave the organisation. The study aims to assess extrinsic job 

satisfaction, organizational climate and turnover intention among pharmacists in Jos, 

Plateau State. Using a structured questionnaire, 153 questionnaires were obtained from 

pharmacists in Jos. The data was analysed using multiple regression via Statistical Package 

for Social Sciences (SPSS version 26). The study found a significant but negative relationship 

between extrinsic job satisfaction and turnover intention, a weak negative but significant 

relationship between organizational climate and turnover intention, and, a positive mediation 

of organizational climate in the relationship between extrinsic job satisfaction and turnover 

intention. The study concludes that Pharmacists in Jos prefer their current job if the 

organizational climate is positive and if the issue of adequate salary is taken care of. The 

study recommends that more efforts should be put in place to improve extrinsic job 

satisfaction through organizational climate by the employers so that employee turnover 

intention will reduce. 
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Introduction 

An organization's success or failure hinges upon the availability or sustainability of right type 

of human resource personnel at the right time and right place (Okonkwo, Okafor, & Essell, 

2022), therefore, staffing and maintaining well trained and committed employees in any 

organization is the hallmark of the management. Long term relationship of employees with 

the organization does not only ensure continuity or sustainability of organizational culture at 

workplace, but also helps in controlling organizations' expenses on frequent recruitment, 

selection and training of employees and provides a sign of motivation at workplace while 

increasing productivity. One of the most critical problems an organization may face 

irrespective of nature and type of organization is employees' turnover (Saleh, Mehmood, 

Khan & Jan, 2022). Turnover intention is a term given to the influx and exit of individual into 

and out of the working force of an organization over a specific period to time. However, 

persistent turnover intentions are developed due to job dissatisfaction at the workplace 

(Akinyemi, George & Ogundele, 2022). In general employees either leave their jobs 

voluntarily by their own decision or forced to leave by the decision of the employer. 

According to Perez (2008), turnover is often associated with variables such as job 

satisfaction. On the one hand, employee satisfaction is directly linked to employee 

engagement, thus it is good for management to understand what motivates their employees 

and what they need as individuals. Poor employee engagement can cause organizations to 

have lower profit margins, high employee turnover and decreased competitive edge (Shaibu, 

2014). On the other hand, organization climate is a unique characteristic that influences 

operation. Johny and Pradeep (2020) stressed that organizational climate is of great 

significance for utilization of human relations and resources at all levels as it has a major 

influence on motivation, productivity and job satisfaction. This study helps to identify the 

gaps as well as investigate the relationship between extrinsic job satisfaction, organisation 

climate and turnover intention among pharmacists in Jos, Plateau State. 

 

Research Objectives 

The general objective of this study is to assess extrinsic job satisfaction, organisation climate 

and turnover intention among pharmacists in Jos, Plateau State. Our specific objectives are: 

1. To examine the relationship between extrinsic job satisfaction and turnover intention 

among pharmacists in Jos, Plateau State. 

2. To examine the relationship between organisational climate and turnover intention 

among pharmacists in Jos, Plateau State. 

3. To examine the role organizational climate plays in the relationship between extrinsic 

job satisfaction and turnover intention among pharmacists in Jos, Plateau State. 

 

Research Questions 

The following research questions are proposed to guide the study:  

1. What is the relationship between extrinsic job satisfaction and turnover intention 

among pharmacists in Jos, Plateau State? 

2. What is the relationship between organisational climate and turnover intention among 

pharmacists in Jos, Plateau State? 

3. Does organizational climate play a role in the relationship between extrinsic job 

satisfaction and turnover intention among pharmacists in Jos, Plateau State? 

 

Research Hypotheses 

The following hypotheses are formulated for the study:  

1. Ho1: There is no significant relationship between extrinsic job satisfaction and 

turnover intention among pharmacists in Jos, Plateau State 
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2. Ho2: There is no significant relationship between organisational climate and turnover 

intention among pharmacists in Jos, Plateau State 

3. Ho3: Organizational climate does not mediate the relationship between extrinsic job 

satisfaction and turnover intention among pharmacists in Jos, Plateau State 

 

Literature Review 

Extrinsic Job Satisfaction 

Across the globe, it has been established that job satisfaction or employee satisfaction is vital 

to an organization’s success (Johny and Pradeep, 2020; Kanwal and Majid, 2013). Thus, it is 

essential and a fundamental determinant of growth, service, and quality within an 

organization. Job satisfaction is the fulfilment, gratification; enjoyment that comes from 

work, not the money or fringe benefits, but the feelings employees receives from the work 

itself (Asegid, Belachew & Yimam, 2014). In organizational behavioural studies, job 

satisfaction impacts other organizational variables like output, turnover and absenteeism. 

According to Atchison (1999), many organizations are concentrating on employee fulfilment 

initiatives in order to increase productivity and to decrease turnover so that the organizations 

can be effective. Kanwal and Majid (2013) discovered that long working hours, bonuses and 

rewards, low pay and effective communication contribute towards job satisfaction or 

dissatisfaction, and these have impact on the employees intention to leave or stay.  

Hoole & Vermeulen (2003) emphasized that in order for this field to be recognized, it 

will depend on the relevance of physical and mental well-being of employees. Robbins 

(2005) emphasizes that managers have a responsibility to offer satisfying jobs that are 

interesting and rewarding. Thus, extrinsic sources of job satisfaction include pay, security, 

good supervision, general working conditions, co-workers, opportunities for promotion, 

company policies, and so on (Robbins, Odendaal & Roodt, 2003; Friday & Friday, 2003). 

According to Luthans (1995), working conditions are extrinsic factors that have an adequate 

influence on an employee’s job satisfaction. He also stated that wages and salaries are 

recognised as significant and complex multi predictors of job satisfaction. Bajpai & 

Srivastava (2004) suggested that promotion offers employees with opportunities for personal 

growth, more responsibilities and also increased social status. According to Aamodt (2004), 

employees who appreciate working with their superiors will be more satisfied with their jobs. 

Furthermore, research shows that personnel who have supportive colleagues will be more 

satisfied with their jobs (Aamodt, 2004; Robbins, 2005). 

 

Organizational Climate 

Researchers in organisational behaviour have long been interested in understanding 

employees’ perceptions of the work environment and how these perceptions influence 

individuals’ work related attitudes and behaviour (Pritchard & Karasick, 1973; Peek, 2003). 

Providing employees with appropriate and motivating environment reflects positively and 

directly on employee performance, in terms of motivation, human resources and the wider 

organisation (Ahmad, Jasimuddin & Kee, 2018; Safitra, Erlina & Ribhan, 2021). 

Organizational climate is the set of measurable properties of the work environment that is 

either directly or indirectly perceived by the employees who work within the organisational 

environment that influences and motivates their behaviour (Holloway, 2012). In other words, 

it serves as measure of individual perceptions or feelings about an organisation and the 

collection and pattern of the environmental determinant that arouses motivation (Adeniji, 

2011). Berberoglu (2018) affirms that employee attitude is a function of personality traits as 

well as the environment in which they operate. Organisational climate is a function of history, 

tradition, leadership style and physical state of organisation. According to Madhukar & 
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Sharma (2017), organisational climate influences the motivation and behaviour of employees 

in an organisation, hence their job satisfaction and consequently turnover intentions. 

Turnover Intention 

Employees are regarded as the most important asset for the growth of any organisation. 

However, researchers have reported a high turnover intention among employees. Turnover 

intention is the tendency of employees to quit their jobs or organisational contracts due to low 

satisfaction at the current place of engagement (Takawira, Coetzee & Schreuder, 2014). 

Researchers note that turnover intention may be determined by perceived organisational 

justice (Mirmohhamdi, & Marefat, 2014), organisational culture (Gregory, Harris & 

Armenakis, 2009), job satisfaction (Chan & Ao, 2019), human resource management 

practices (Long & Perumal, 2014), and so on. Researchers found strong links between 

turnover intention and job satisfaction, organization commitment, justice perceptions, 

leadership style and so on (Veloutsou & Panigyrakis, 2004; Gim, Desa & Ramayah, 2015).  

Turnover intention can be explained on the basis of individual differences, stress and 

change related attitudes, interpersonal relationship, culture and so on (Chen, Ployhart, 

Thomas, Anderson & Bliese, 2011). According to Verma & Fang (2002), turnover cognition 

provides organization an opportunity to salvage employee-management relationship and stop 

the loss of the employees. Chen et al. (2011) noted that the best predictor of whether an 

employee will leave the organization is based on turnover intention of the employees. 

Accordingly, employees’ working environment and personal lives will affect their turnover 

intention, and frequent turnover is costly to the organisation. Therefore, retaining skilled and 

experienced workers is one of the ways an organisation can enjoy a return on its investment 

on labour (Ramlall, 2004; Mirmohhamdi, & Marefat, 2014). 

 

Methodology 

This research adopted a cross-sectional survey method to explain the relationship between 

extrinsic job satisfaction, organizational climate and turnover intention. This approach 

adopted an in-depth exploration of data on the nature of the problem. The cross-sectional 

method collects data from the respondents at a time. The total population for this study is 170 

(Pharmacist Council of Nigeria (PCN), 2021), and consists of all registered pharmacists on 

permanent employment in community and hospital pharmacy practice in Jos, Plateau State. 

The inclusion criteria were: all pharmacists that are fully registered with Pharmacist Council 

of Nigeria (PCN) as at December 2018, and on permanent employment in community and 

hospital pharmacy within Jos, Plateau State; and, pharmacist who gave their consent to freely 

participate in the study. The exclusion criteria were: pharmacist on internship but practicing 

within Jos, Plateau State; pharmacist on NYSC (National Youth Service Corps); registered 

pharmacist on part time employment within the location. The primary data generated for this 

research was through the use of questionnaire from which the hypotheses were tested. The 

questionnaire was structured to align with the research objectives, the research questions, and 

the research hypotheses using close-ended questions. The questionnaires were administered 

to the total population of all registered pharmacists on permanent employment in community 

and hospital pharmacy practice in Jos, Plateau State. The multiple linear regression analysis 

was adopted for the testing of hypotheses via the Statistical Package for Social Sciences 

(SPSS) version 26. In addition, process analysis was used for testing the mediating effect of 

organisational climate on the relationship between extrinsic job satisfaction and turnover 

intention. 
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Analysis/Findings 

The method of data analysis employed for this study was multiple linear regressions to 

examine the relationship between extrinsic job satisfaction, organisational climate and 

turnover intention. 

 

Questionnaire Administration and Retrieval 

Table 1: Questionnaire Administration and Retrieval  
Questionnaires Distribution                                Frequency Percentage  

Questionnaire Administered                        170 100 

Questionnaire not Collected/Invalid           17  10 

Questionnaire for Analysis                                     153  90 

 

The questionnaires were administered directly by the researcher using the criterion (inclusion 

and exclusion) method stated earlier. Table 1 shows that during the survey, 170 (100%) 

copies of the questionnaire were distributed to respondents but after proper screening at the 

phase of data entry, 153 (90%) were found valid for analysis while 17 (10%) questionnaires 

were not returned as well as those considered invalid. 

 

Descriptive Statistics 

Table 2: Descriptive Statistics of Respondents 
Characteristics Sub-group Frequency Percent 

Sex Female 57 37.3 

  Male 96 62.7 

 Age ≤ 25 11 7.2 

  26-35 61 39.9 

  36-45 42 27.5 

 > 45 39 25.5 

Marital Status Single 54 35.3 

  Married 96 62.7 

 
Divorced/Separated 1 .7 

  Widowed 2 1.3 

Highest Level of Education B.PHARM 93 60.8 

  MSc/WACP 56 36.6 

  PhD 4 2.6 

 

The socio-demographic characteristics of participants shown in Table 2 below indicates that 

male participants were in majority (63%), while the proportion of young adults in the age 

bracket of 26-35 years was highest followed, followed by those aged 36-45 years. Most of the 

participants were married and had B-Pharm as the highest qualification. 
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Normality Test 

Table 3: Mean, Standard Deviation, Skewness and Kurtosis 
Variables N Mean Std. D Skewness Kurtosis 

Extrc 153 24.3661 6.71465 .043 -.765 

OC 153 23.9613 6.77760 .034 -.532 

TI 153 31.2679 7.83522 .088 .0497 

where: Extrc = Extrinsic, OC= Organizational climate, TI = Turnover Intention (used consistently in this study) 

 

The normality test aimed to analyze whether in the regression model, the dependent variable, 

and the independent variable had a normal distribution or not. The normality of the salient 

variables in the study were assessed using the skewness and kurtosis, which indicate the 

amount of asymmetry and relative concentration of values in the centre of the distribution, 

respectively, and the threshold between +1.96 and −1.96 was used as the basis (Tabachnick & 

Fidell, 2013). From the Kormogorov-Smimov test, it was found that the significance value 

was 0.092. Because the significance value was 0.092 > 0.05, the regression model used in 

this study could fulfil the assumption of normality, so that the data can be used for further 

analysis. Table 3 shows that all the constructs are normally distributed. Based on the findings, 

the independent variable showed that the mean Extrinsic (Extrc) was 24.3661, while the 

mediating variable, Organizational Climate (OC) indicated a mean value of 23.9613, while 

the dependent variable, Turnover Intention (TI) recorded a value of 31.2679. 

 

Multicollinearity 

Table 4: Multicollinearity Test Based on Tolerance Value and VIF 
Independent Variable  Tolerance  VIF 

Extrc 0.208 4.803 

OC 0.200 4.988 

TI 0.452 2.213 

 

Multicollinearity is the degree of correlation among independent variables (Hair, Ringle & 

Sarstedt, 2012). From Table 4, the tolerance level indicated a range between 0.200 - 0.505 

significantly, which is less than 0.7. In the same vein, VIF showed a range of 1.982 - 4.988 

which is less than 5. This result is very good as it showed that there was no multicollinearity 

issue among the construct used in this study (Hair et. al., 2012). 
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Extrinsic Job Satisfaction and Turnover Intention  

Figure 1: Relationship between Extrinsic Job Satisfaction and Turnover Intention  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

A weak, negative but significant correlation was observed between extrinsic job satisfaction 

score with turnover intention (r = -0.28, p =0.001). The higher the extrinsic job satisfaction 

score, the lower the turnover intention. Extrinsic job satisfaction accounted for almost 4% of 

the variation in turn over intention score (r2 = 0.039). 

 

Organisational Climate and Turnover Intention 

Figure 2: Relationship between Organisational Climate and Turnover Intention 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The relationship between organizational climate and turnover intention shows a weak, 

negative but significant correlation (r = -0.30, p <0.001). The higher the organizational 

climate score, the lower the intention to leave score. Organizational climate accounted for 

about 2% of the variation in turn over intention score (r2 = 0.021). 
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Test of Hypothesis 

Table 5: Results of Path Analysis 
Hypothesis Relationship Std  Beta(ß) Std. Error T-Value P-Value Decision 

H1 Extrc → TI 0.420 .058 8.452 .000 Fail to reject 

H2  OC → TI 0.473 .056 9.805 .000 Fail to reject 

 

Hypothesis 1: There is no significant relationship between extrinsic job satisfaction and 

turnover intention among pharmacists in Jos, Plateau State. This hypothesis was not accepted 

as it showed a positive relationship which indicates that there is a statistically significant 

relationship between extrinsic sources of job satisfaction and employee turnover intention. 

Based on the result which is positive (β=0.420: t=8.452 p<.000), the relationship between the 

variables is highly significant at p<0.000 with a relatively high beta value of 0.420 and t-

value<8.452. Therefore, extrinsic job satisfaction has a strong impact on employee turnover 

intention among pharmacists in Jos, Plateau State. 

 

Hypothesis 2: There is no significant relationship between organisational climate and 

turnover intention among pharmacists in Jos, Plateau State. This hypothesis was not accepted 

as it showed a positive relationship which indicates that there is a statistically significant 

relationship between organizational climate and employee turnover intention. Based on the 

result which is positive (β=0.473: t=8.0859 p<.000), the relationship between the variables is 

strongly significant at p<0.000 with a relatively high beta value of 0.473 and t-value<8.0859. 

Therefore, organizational climate has a strong impact on employee turnover intention among 

pharmacists in Jos, Plateau State. 

 

Table 6: Result of Mediation Testing 
Hypothesis Relationship Std  Beta(ß) Std. Error T-Value LCI UCI Decision 

H3 Extrc →OC, →IT 0.4995 .0458 10.8997 .2361 .4300 Fail to Reject 

 

Hypothesis 3: Organizational Climate does not mediate the relationship between extrinsic 

job satisfaction and turnover intention among pharmacists in Jos, Plateau State. This 

hypothesis was not accepted as it showed a positive relationship which indicates that there is 

a statistically significant relationship between extrinsic job satisfaction and employee 

turnover intention when organisational climate is used as a mediator. Based on the result 

which is positive (β=0.4995: t=10.8997 p<.0000), the relationship between the variables is 

strongly significant at p<0.0000 with a relatively high beta value of 0.4995 and t-

value<10.8997. Therefore, organisational climate significantly mediates the relationship 

between extrinsic job satisfaction and turnover intention among pharmacists in Jos, Plateau 

State. 

Discussion of Findings 

The result of the analysis in this study shows that extrinsic job satisfaction significantly 

affects turnover intention of pharmacists in Jos, Plateau State. In other words, the higher the 

extrinsic job satisfaction, the lower the intention to leave. Our result also validates the 

findings of Smith, Stewart & Grussing (1986) who believe turnover rate for pharmacists in 

USA was high at 14.4% and that extrinsic sources like relocation and layoffs or job 
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termination were the most common reasons for turnover. Furthermore, this study tried to 

ascertain the relationship between organisational climate and turnover intention among 

pharmacists in Jos, Plateau State. The result shows that organisational climate significantly 

affects turnover intention. The higher the organizational climate score, the lower the intention 

to leave score. Hence, improving organizational climate influencing sources on extrinsic job 

satisfaction is necessary to encourage retention. The consistency of this findings relates to 

Peek (2003) who found that organizational climate that exhibit characteristics such as having 

a high degree of autonomy, providing opportunities for employees, nurturing relationships 

among employees, showing interest in and concern for their employees, recognizing 

employees’ accomplishments and holding employees in high regard result in more satisfied 

workers, without which, turnover intention usually seems to be very high among pharmacist. 

Finally, our results show that organisational climate mediates the relationship between 

extrinsic job satisfaction and turnover intention of pharmacists in Jos, Plateau State. The 

relationship is strong and positively significant, and corresponds to the findings of Shah, 

Fakhr, Ahmad & Zaman (2010) and Madhukar & Sharma (2017). 

 

Conclusions 

Extrinsic job satisfaction, organizational climate and turnover intention among pharmacist 

has become a topical and resurfacing problem in hospitals, pharmacies, businesses and 

research. This study helps to mitigate against the continuous costs organizations incur in 

recruiting, training and retaining pharmacist. Organisations are to pay close attention to the 

extrinsic sources of job satisfaction, as well as, the organizational climate. This has been 

demonstrated by the strong, positive and significant correlation between the variables as 

discussed throughout the study. In conclusion, it is evident that pharmacists in Jos, Plateau 

State will remain in their current job if the organizational climate is positive. In other words, 

if issues such as adequate salary are taken care of, the rate of turnover intention will reduce. 

Furthermore, it is important for organizations to identify the turnover intention of employees 

and factors leading to it in order to mitigate such.  

Organizations should pay more attention in creatively providing the extrinsic sources 

of job satisfaction, thereby consciously and unconsciously making it an organizational policy. 

Secondly, a holistic or all-inclusive approach must be adopted in creating pharmacist-oriented 

environment which will encourage retention and discourage turnover intention. Furthermore, 

pharmacies should cultivate the mindset of combining extrinsic job satisfaction with 

organisational climate factors in order to reduce turnover intention. 

The scope of this study is a limitation. This study focused only on pharmacists which 

limits it from other professions within the health sector. Also, this study was restricted to Jos 

metropolis hence the population size is inadequate and may not be used for generalization to 

represent the entire pharmacists in the state. 

Future research can replicate this study in other professions such as medical doctors 

and nurses, etc. Also, the research can be extended to other parts of Plateau State, and Nigeria 

at large. Finally, other factors affecting turnover intentions such as human resource practice, 

leadership styles and management can also be researched in line with the variables used in 

the study. 
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