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ABSTRACT

This study investigated the influence of job motivation and leadership styles on job
performance of library personnel in university libraries in Oyo State. Descriptive survey
research was used for the study. The population of the study was 164 library personnel in
universities in Oyo State. An adapted questionnaire was used as the instrument of data
collecti,,m on, census sampling technique was used due to manageable population. The data
collected were analyzed using both descriptive and inferential statistics. Linear and tiple
regressions were used for hypotheses testing at a 0.05 level of significance. The findi n&ﬁe
hypothesis disclosed that there is a significant influence of motivation on job pe (%ﬁ of
library personnel among universities in Oyo State and there is a significa

leadership styles on job performance of library personnel among universi
(p=0.000<0.05) respectively. The result of the hypothesis also revealed tivation and
leadership styles have joint influence on the level of job performance But at alow rate. It was
recommended that transformational and transactional leadership tices should be instilled
in the course of trainings, and library leadership should ma owgsion for motivational
ingredients that can serve as an encouragement for the libra lf@ el to enhance the level
of their job performance "%

Keywords: University libraries, Job Performance, J@tion, Leadership Styles, Library

ce of
n)Oyo State

Personnel.

Word count: 274 {\\\
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Chapter One

Introduction
1.1. Background to the Study

The job performance of university library personnel goes a long way in either m k%&n

organization achieve success or drawbacks to its vision and mission statem ore

efficient the library personnel are, the more users will use the library and jt es, which

will improve the quality of their learning and research output. Ad@aﬁ e, technical and
et.

Qv

advisory are the main categories for the work done by library The management of
ary's daily duties. Advisory

the library consists of the organization and supervision
duties ensure that users are provided and in ¢ \ith needed information services

available at the circulation or reference unit, the=technical services deal with acquisition,

processing, and organization of resources@s retrievall.
The efficiency and effectiveness ﬁ% services are dependent on the amount of service
1

provided by the university libtary: ibrary is the nerve center of the university and it is set

up to provide material ices which caters to the needs of the entire university. It also
plays important @meeting the information and research purpose of the users and
faculties. T ﬂ%qry personnel with the cadres of library Heads or junior staff in university
libraries ave skills in readers’ services, technical processing, and User education are

le for the provision of information services. The level of the job performance of

library personnel is always a subject of interest to library managers.
Job performance is defined as the discharge of core tasks based on employees' area of
specialization towards attaining an establishment's objectives®. The net effect of a person's

effort as modified by his/her abilities and traits and by his/her role perception is what a



scholar defined as job performance?. In arriving at an accurate evaluation of job performance,
a complex concept that incorporates various elements must be considered. In line with this,
scholars have identified various dimensions of job performance such as task, adaptive and
contextual which will help the library personnel and the library managers to achieve the goal

and objectives of the library*.

Task performance refers to the discharge of core duties of library personnel a@; direct

implications for the achievement of an organization's objectives either po@vr negatively.

It covers the job description of employees in an organization. T%d{‘lties of librarians

include the acquisition of information resources, refer%%vices, cataloging and
classification, circulation services, user education, and s@%&é core activities for which the

library is known will be used to gauge its ov@erformance. Library personnel is

expected to discharge these duties and ju& by various reports of non-use and apathy

towards the library by modern-day inforthatigh seekers, it would seem that task performance

in university libraries needs toib@mined because the ability of library personnel to

perform their core tasks can ected by changes. Task performance may be related to

e
adaptive performanc@e ttainment of library goal and objectives, the library personnel

adaptiveness t’oc\l&lti end helps them in their service delivery to the user.

Adaptive
=

envi with levels of ability which can affect their ability to deal with changes in their

nce is seen as library personnel’s skill to adjustment to changes in the

p sion. Modern library personnel need a lot of adaptions due to the plethora of changes
caused by emerging technology, dwindling funding, and changes in the format and mode of
information delivery. The ability of the library personnel in changing to current trend in the

aspect of library automation, and uses of software in carrying out library services such as



classification and cataloguing, acquisition of library materials etc. the library personnel
resistance to change and inability to adapt to the new system of library services provision
characterized by access to information as opposed to serving as an information warehouse.

The issues of library personnel resistance in changing to current trends and failure to adapt to

current library services provision such as library automation and the use of softwar&h%‘m

adaptive performance make contextual performance highly important. é(/

Contextual performance is also referred to as organizational citizenship¥ personnel
who are friendly and altruistic will make the work environme\%@\pleasant. Library
personnel is required to evaluate their activities based on th (cﬂae tual performance, The
readiness of library personnel to help one another, tak e duty of an indisposed or
busier person, being friendly, serving as mentors @s, and promoting the interest of the
organization are all indicators of contextua e?k&mance. To excel in all these dimensions of
job performance, library personnel mustNhavgh a sense of self-actualization in the task they

perform and this is referred to@k otivation with effective and acceptable leadership

styles. \,
e
Job motivation is se@ncentive that drives library personnel to perform efficiently to
J

assigned duty&lsg\g
do it. Org

chiQu al goal®. If an organization wants its personnel to perform expectedly as

otivation is getting someone to do something because they want to

1 behavior scholars described job motivation as what pushes employees to

[

in ation professionals in other to accomplish the university's objectives, there should be a
kind of job motivation that will encourage the library personnel to perform in a preferred way.
Motivation in the library context is the ways, plans, and events that librarian uses to provide

the needs and a conducive environment which will satisfy and enables the personnel to



effectively discharge their assigned responsibilities. The management headed by the librarians
in the university should increase the existing level of motivation within and outside of library
6 7- The connection between personnel and establishment is directed by what stimulates them
to perform tasks such as work responsibility, work recognition, work achievement, work
growth and conducive working environment, as an organization needs to sti@d&
teamwork of personnel as well as coordinate job performance to accomplish thg?ordani>ation's
goals. Library administrators are always interested in factors that can motivation

which can satisfy the need of the library personnel and make them oﬁgﬂye in attaining the

goals of the library. %(—}
Motivational factors can be seen in various models a@&ne& Herzberg's identification

hygiene and motivators factors are the main co@f job motivation. Herzberg stated

that hygiene factors can reduce levels of dis(}\&ction of the library personnel, if they used
the way they should be, they will be di%ed. There are hygiene factors such as library
management policies, relationship v pervision, librarians’ salary, and work conditions.
The employee has to deal with thegf. Motivators factors help library personnel to be happy in
meeting their needs %ﬂg and growth. Work achievement, work recognition, work
advancement, @esponsibility are some of them. Once the hygiene issues are taken
care of, ys that the motivators will make the job more enjoyable once the hygiene
issu@%ed. Work growth, work recognition and work environment are elements of the
I%erg theory that are relevant to the library environment. Regular promotions may be one
of the best ways to ensure that library personnel are motivated. The career path for librarian is

outlined and organizations such as universities where librarians are regarded as academic staff

usually have set criteria that library personnel must meet to qualify for the promotion.



Research output, years in service, community service, and academic qualifications are
included in the requirement for the library personnel promotion, when a library personnel fails
to meet up with the requirement, the individual may be denied promotion when their
academic counterpart are promoted. The career progression of professional library personnel
is not followed in some institutions and this is as bad as a lack of promotion R&g’
personnel receive a promotion without compensation. é(,%

In addition to salary increases, compensation in the context of the organi '\hucludes leave

bonuses, overtime allowances, recognition of excellent services#ith\awards, and special

recognition during institutional events. The prompt payment@ and other emoluments

is part of the recognition for library personnel. The litem%(gks that employees of Nigerian

tertiary institutions and library personnel often g@without receiving their salaries and

allowance with some even placed on salarie‘{keﬂective of the work they are doing for the
organization. The environment in which Nbragy personnel work is expected to be conducive.
The atmosphere created by the well as the subordinates affects the organizational
environment. When the wqrk ehyig¥nment is friendly, employees will work harder to achieve
their goals. There a %& .of libraries without the necessary facilities to work, library
personnel wi& offftes to work, and offices too hot to work due to lack of air
condition
Mot %fects the willingness of library personnel to give their absolute best. It is
iant to motivate the library personnel because it will motivate him in his job
performance!'? this viewpoint is supported by another scholar who observes that the monetary
income and concrete benefits which an employee obtains as part of a working relationship

motivate him in putting his best in the organization. If compensation recognition is altered,



there will be a consistent amendment in job performance, as well as a relationship between
promotions, compensation, and working environment.!!. There is a correlation amongst
promotions, compensation, and work environment respectively, if library personnel are well
compensating and the corresponding changes, job performance would be improved'?. In the
Herzberg theory, hygiene and motivational factors include the work environment, r bg@’n,
work advancement, salary, and working conditions. The right Leadership styl¢”caf bjing out
the best in the employees and job motivation may not achieve the desir@&t without it.
Leadership is the key to progress and survival in an organizati@he leadership style
adopted by the organization is significant for reaching the a %\t of library objectives.
In an era of constant changes where the job description\\&gyas the skills requirements for

library personnel keep changing, library managers,a e world understand the importance

of applying the right leadership style. The d@iin libraries can be managed by leadership,

and the successes or failures in libra n@ment in Nigeria are influenced by leaders on
their subordinates and leaderslﬁg@

capability of getting wor@e iffiin the group and attracting the willing cooperation of the
e

managing the library!> Leadership is defined as the
group'?, 14,
Leadership sty @) the way, direction, and plan in which employees are motivated.

Library s re expected to possess leadership skills that are appropriate to lead and
%

ma r organizations. Effective job performance could be achieved through the
1 style of library managers. It has been agreed behavioural scholar that autocratic,
democratic and laissez-faire leadership styles can be used by men and women in leadership
positions. There have been attempts by scholars to ascertain the types of leadership styles

used, by library managers with evidence indicating that librarians also adopt all three types of



leadership with a degree of success. Various types of leadership styles enhance library
personnel's job performance. This includes transformational leadership style, transactional
leadership style, and laissez-faire leadership style!”.

Transactional leadership relies on self-interests to motivate and direct employees. Library
personnel are often given tasks based on the expectation that they will be rew &&h
privileges that are exclusive to the performing staff to fulfill tasks. Transaction@&vield
their power because of their official authority. Transactional leaders beli% the primary
goal of a subordinate is to follow their leader's orders. The transau@{eader uses a system
of incentives and punishments to inspire his followers. If @es do what the leader
wants, they will be rewarded, but if they do not, they %ﬂished. There are three main
features of the transactional leadership style; contiflgctt rewards, active management by
exception, and passive management by exca@The aim of rewards is usually linked to the

transactional leader. Provide appropriat@:rces and set mutually agreed-upon goals to

achieve this. They give Various@for effective tasks and penalties for failure to meet

goals '6. \,

e
Transactional leader %\'ﬁc, measurable, achievable, reasonable, and timely targets for
their subordin& ure of transactional leadership is active management by exceptions,

where th, e is constantly monitoring employee activities and corrects mistakes
im '%When standards are not reached or the performance is not in line with
atlons, transactional leaders are not allowed to interfere. Punishment may be used to
retaliate for poor performance!”.

Transformational leadership seeks to effect positive change among team members and

transform them into leaders. It is different from other traditional leadership styles in that it



encourages motivation and performance by touching on the identity of the individuals and the
company. It motivates others to work hard. Typically, transformational leadership establishes
objectives with high expectations while demonstrating support and appreciation for the
individual with a motivational aspect that pushes one to care about the whole. A

transformational leader will set a vision, motivate the team to achieve it, and gu \%&é
S&lized

team's success. Transformational leadership consists of four key componentsyfin
care, intellectual stimulation, inspirational motivation, and idealized inﬂue%\
Individualized care is the extent to which the leader takes care of& ividual. The leader

shows compassion, offers aid, recognizes accomplishment@sters personal growth.

Intellectual stimulation is the amount of stimulation a A& wres to an individual to realize
their full potential, foster creativity, and take cal;@ks. The leader is not afraid to take
risks and will prioritize the individual who o@qk independently. This allows the leader to
inspire the individual by proposing an appealihg idea. When they are led by individuals who
are inspired, they will be cha competitive goals, future accomplishments, and
stimulation. An employee with'a sgfOng sense of purpose should be motivated by an inspiring
motivation approach %de.r postures as a role model with high levels of integrity, pride,
and reliability. InSpiraffénal motivation is growing in popularity. Businesses with outdated
structures t® modification are the most effective in transformational leadership. It's an
exc %method for fostering creativity, generating mutual trust, and fostering an
u tanding and empathetic workplace.

Laissez-faire is a style of leadership where a specific person influences a group of individuals

to achieve common goals'®. It is influenced by maximum freedom where subordinates are

allowed to perform their duties without restriction to achieve required goals. There is no rigid



answer to any question because librarians are a knowledge profession. Library personnel
should be allowed to be innovated because it requires constant innovation. Some leaders may
allow their subordinates to decide on their policies and methods and to make their own
decisions. The freedom of subordinates to make their own decisions is what it is about.
Subordinates are influenced when leadership and followership are linked!® T(@&e
demand of situations in which it operates, effective leadership should diagnos€ a opt an

appropriate style of leadership?’. %\

The modern university library is constantly being challenged to in@\at«\d deliver the best

collection and services which attract more users existing. T adetship style is needed to
motivate employees to put in their best. The library per anticipated to perform to the
best of their abilities to meet the high expectatio the library by the users and other

stakeholders. Identifying the leadership a@y library managers and the level of job

motivation is an important step towards @QVeIOpment of appropriate strategies to ensure

optimal performance of library | in university libraries in general and Oyo state,
h&ually contribute to national development.
| )

Nigeria in particular whi(&
1.2 Statement t@roblem

The overall@\cives of the university library are achieved by the effective job performance

of h@ nnel. It is a vital issue for library personnel to ensure that the overall objectives
n

3

investigations of some university libraries in Oyo State, Nigeria exposed that the level of job

iversity library are carried out. The researcher’s observation and preliminary

performance of library personnel is low. Through investigation, the researcher discovered that
the cause of this low level of job performance is the leadership styles practice in some of the

university libraries in Oyo State. Likewise, it was discovered that adequate attention has not

9



been given to the motivation of library personnel to enable them perform their duties

effectively and efficiently.

However, the evaluation of the job performance of library personnel is an important part of
library management, Poor performance of library personnel can affect the quality of sergice in
the library which can affect users' satisfaction. Also, it is essential to give some g %\\e to
library personnel to motivate them and adopt good leadership style in uni @
=

will consequently enhance their job performance. Nevertheless, eac&tb e variables has

ary, this
\

been reviewed individually in the literature, but only a few N en examined on the

combined influence of the two variables. In observation o %’p, this research is designed

in the literature that job motivation and leadership style fluence the job performance of

library personnel in university libraries in Oyo&, geria.

1.3  Aim and Objectives of the StudQ

The aim of this study is to inv@\ e influence of job motivation, leadership styles, and

job performance of lib pﬁ(nnel in university libraries in Oyo State, Nigeria. The

objectives of the S{J@disted to:

1. the level of the job performance of library personnel among universities in

%ﬂ State, Nigeria;

Qi. identify the level of job motivation of library personnel among universities in Oyo
State, Nigeria;
iii.  identify the most adopted type of leadership styles (transformational, transactional,

laissez-fair) adopted among university libraries in Oyo State, Nigeria;

10



iv.  ascertain the influence of job motivation (promotion, compensation, conducive
work environment) on job performance of library personnel among universities in
Oyo State, Nigeria;

v.  examine the influence of leadership styles (transformational, transactional, laissez-
faire) on the job performance of library personnel among universities in @e;

vi.  ascertain the combined influence of job motivation (Hygiene afid ivation

factors) and leadership styles (transformational, transactional, ¥as aire) on the

job performance of library personnel among universitie@Q State
1.4  Research Questions @3

\r personnel in Oyo State, Nigeria;

1. What is the level of the job performance

il. What is the level of job motivati

personnel in Oyo State, NigerQ

1ii. What are the types of@hip styles (transformational, transactional, laissez-

faire) adopted amo\%'y

N\ .
1.5 Hypotheses QQ

Hol: There i sigiifficant influence of job motivation (promotion, compensation, conducive
w

y&¥€ne and Motivation factors) for library

rsity libraries in Oyo State, Nigeria;

onment) on the job performance of library personnel among universities in

@ State, Nigeria;
HOZ::Ihere is no significant influence of leadership styles (transformational, transactional,

laissez-faire) on the job performance of library personnel among universities in Oyo

State;

11



Ho3: There is no combined influence of motivation (Hygiene and Motivation factors) and
leadership styles (transformational, transactional, and laissez-faire) on the job
performance of library personnel among universities in Oyo State

1.6  Significance of the Study

The findings of this study were expected to be useful to policy makers in @@ of
0

librarianship, Librarians and top managers and researchers in other field, t e\% uld be
benefited to the policy makers in the field of librarianship as a signifigant ibution to the
theory of librarianship regarding the factors driving the effect; ‘\eio }ibrary personnel.
Policy makers were expected to use the empirical datadfo ve or maintain optimal
performance in university libraries. The study helped I %s and top managers to be aware
of their roles in shaping and tailoring the librari s\% ieve their goals. The management of
the libraries was able to provide policies ‘SRQU ated library personnel to improve on daily
(2

duties and contributed meaningfull objectives and goals. the findings would be

benefited to the overall develop@‘hbrarianship as a profession by providing insights into
how leaders can bring o e b.e in their subordinates and motivate them to be creative and
innovative which Qmprove the quality of library services. The study would expose
librarians, esp€egial ose in management, to the relevance of various leadership styles and

guides % entifying the best and the most appropriate leadership style to use in relevant

as well as job motivation packages for effectiveness and increased job performance.

The study would be helpful to other researchers who are interested in understanding the
concept of effective leadership and job motivation. This study would be significant because
other researchers in similar or related fields would use the findings in this study for future

studies that would create a huge impact on society. The study would be added to the

12



conceptual understanding of all aspects of job performance, leadership styles, and motivation
in the context of academic libraries. It would serve as a benchmark for further research
materials for student policy makers and other scholars, as well as reference materials for

further studies.

1.7 Scope of the Study %\E
This study investigated the effect of job motivation, leadership styles, and %@ﬁance of

library personnel in university libraries in Oyo State Nigeria. The degendent variable is job
performance to be measured by task performance, adaptive %anc\e, and contextual
performance. The independent variables are job motive@ad by constructs such as
management policies, work conditions, salary, job s%% ork responsibility, recognition,
achievement, and advancement conducive workyenwironiment, and leadership styles measured
by the three main types of leadership b%\na ely; transactional, transformational and
laissez-faire leadership styles. The s%%f

public in Oyo State: these in@i Crowther University, Ibadan, Lead City University,

Ibadan, Kola Daisi Uni s%,.lbadan, Dominican University, Ibadan, Precious Cornerstone

sed on ten university libraries both private and

University, Ibada@ niversity, Oyo, University of Ibadan, Ibadan, Ladoke Akintola
University of \echiffology, Ogbomosho, Dominion University, Ibadan and Oyo State

Tec sity, Ibadan. The total number of library Personnel under study was expected

hni

t hundred and sixty-four (164). University libraries were selected because of their
& defined organization structures and the high level of professionalism required in
providing library services to university communities. Also, all the library personnel such as
librarians, library officers, and library Assistants are considered in this study because they are

all important in achieving the overall objectives of the library

13



1.8  Limitation of the Study

The responsiveness of the respondent to the filling of the questionnaire and time frame in

gathering the data administered serve as constraint.

1.9 Operational Definition of Terms \V\
Job Performance in the library: is defined as how library personnel car@& core

activities in the library based on their field of specialization which is in t ment of the

university library's objective. \&\ \

Task Performance: this measures the extent to which thﬁ rsonnel in the universities

library at Oyo State can carry out core librarianship ch as cataloging and classification,

charging and discharging, reference services, K

Adaptive Performance: this measure hgbty of library personnel in universities in Oyo

State to adapt to changes in ghe environment such as library automation, digital

reference services, and oth&s.\/

h .
Contextual Perfor t is measures the attitude and personality of library personnel which

contribute t@&{weﬁﬂ and friendly atmosphere at universities in Oyo State

Job@iv ion in the library: is seen as incentives that drive library personnel to perform

e ntly to an assigned duty towards achieving set goals in universities in Oyo State.

Hygiene Factor: these are factors that can cause job dissatisfaction among library personnel
when they are not provided or not adequate. They include; management policies, salary, job

security, and work conditions
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Motivators: these are factors that can cause job satisfaction among library personnel when
they are provided. They include; work responsibility, recognition, achievement, and
advancement opportunities.

Leadership: the ability of the university librarian to manage the affairs of the library by
engaging the library personnel to get the work done and win their cooperation.

Leadership Styles in the library: this refers to the method adopted by a paﬂi@&er or

library manager in providing direction, implementing plans, and motiv@ibrarians and
other library personnel. &\ \
Transformational leadership: is a style that effects positive %Sfe\‘mong library personnel
and transforms them into leaders &V

Transactional Leadership is a kind of style that @stly on the self-interests of library
personnel to motivate and direct them.

Laissez-faire leadership: This is seen _as & _delegative style in which library managers give a
soft hand to library personnel u ev decisions making.

Library: is a warehousg o ledge where Library personnel accessed, organized,

disseminated accura@ a.tion resources to the users for their learning and research

purposes. &I

Universi @\ay: this is a library in an academic environment, in which the library
=

pers ovide services that supports the school curriculum and serves the educational,

@

r ional, social, and research needs of users in the university and community.
Library personnel: this is a group of people working in the library. The library personnel in
this study consist of librarians, library officers, and library assistants. Librarians are

professionals with higher qualifications such as BLS, Master’s Degree, and Ph.D. The Library

15



Officers are the person who had a Diploma, ND/HND, while Library Assistants are the library

personnel with school leaving certificates.
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Chapter Two
Literature Review

This section deals with the review of related materials of the study. The literature review is

organized under the following subheadings; \V\

2.1 Conceptual Review é(/
2.1.1 Concept of Job Performance %\

2.1.2 Review of Job Motivation

2.1.3  Concept of Leadership Styles

2.2 Theoretical Review \&V

2.2.1 The Triarchy Model of Employee Pe@

2.2.2 The Full Range Leadership M@

2.2.3 Frederick Herzberg The (&M@ ivation

2.3  Empirical Review, ®

2.3.1 Motivation an J@omance of Library Personnel

e
232 Leaders@le and Job Performance in University Libraries
tiv,

1on, Leadership Styles and Job Performance in University Libraries

233 ] &
2.c ptual Framework of the Study.
@ Summary of Literature Reviewed

19



2.1 Conceptual Review

2.1.1 Concept of Job Performance

Job performance is a concept of interest that has been widely discussed in literature from
various fields because of the need for organizations to achieve their set objectives in a world
that is becoming more dynamic and keenly competitive irrespective of whether the
organization is a business conglomerate or not-for-profit organization. In the context of
librarianship, for instance, job performance is a pertinent issue because all types of libraries
are set up to achieve some specific goal that they must consistently meet to retain the trust and
confidence of key stakeholders, especially parent organizations/institutions and funders. In the
literature, the concept of performance is often discussed according to the different layers or
levels that exist in a typical organization. Thus, scholars have conducted several studies
focusing on organizational performance, team or group performance, and individual job
performance'. The focus of the current study is on library personnel job performance and how
it can be aggregated to enhance library productivity. Also, Job performance is defined as
employee activity that helps organizations to achieve the set goals through the use of efficient
and effective available resources!.

In the university libraries' context, job performance thus refers to the skill of library
personnel to render efficient services by using available resources and library facilities to
solve the needs of the user community?. Consequently, the job performance of library
personnel can be viewed as the level to which they provide library services to all categories of
patrons such as lecturers, researchers, students, and other members of the campus community.
In library and information science literature, most scholars have conceptualized library

Personnel job performance as a uni-dimensional concept. This is reflected in how scholars
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have defined and measured job performance. Job performance is referred to as the library
personnel’s skills in discharging the library operations to attain library goals®*. This implies
that a circulation librarian need not bother with attending to users who need reference services
unless it is expressly stated in their contract of employment. Given this library personnel job
performance is wider, it does not cover or take cognizance of the dynamic nature of the
modern library environment. Job performance of library personnel can be measured by
several elements such as punctuality, information literacy, and digital competency among
others to carry out library functions®. In other words, Job performance expresses the extent to
which employees perform their responsibilities specified in the job description®. This includes
performing duties and providing activities required for a job role. This definition is too
simplistic and may not have provided for the exigencies of the modern workplace such as the
university library.

However, there are diverse indicators of library personnel’s job performance such as meeting
job requirements, job deadlines, punctuality at work, level of efficiency and so on”8. While
all these indicators are relevant, they do not tell the whole story and their impact on the
achievement of organizations’ overall objectives, which are often difficult to measure. For
instance, employees may be punctual to work but once they get to work, they may not put in
their best at work or employees may be focusing on trivial aspects of the job which may have
little impact on the overall productivity and reporting them as high productivity thus giving a
distorted view of performance.

In addition, job performance is also defined as the total value added to the organization by an
employee’s furtive and obvious activities over a stipulated period of time®. Several times,

librarians would have to go above and beyond to meet the need of information users who are
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often asking unanticipated questions and demanding services that may not be in the standard
job description of a librarian. The level of a librarian’s job performance is measured by the
quality of the tasks they accomplished within the set time. Job performance in the library
involves all aspects that are affected or related to library personnel tasks directly or indirectly
towards satisfying the needs of the library users. This viewpoint fits in perfectly with the
submission of prominent theorists in management who have come up with models of
evaluating employee job performance. One of the models posits that job performance is made
up of distinct but related aspects which include, task performance, contextual performance,
and adaptive performance. A review of these constructs of performance shows that they are
perfect in any discussion or investigation of job performance among Library Personnel.

Task performance refers to all the activities performed to serve and maintain the supervising
and planning aspect of an organization. Task performance also represents the ability of the
employee to carry out effectively the activities listed in the job description. In the simplest
terms, task performance has to do with the ability of an employee to perform duties that have
a direct implication for the achievement of the stated objectives of the organizations for which
they work.

In the context of librarianship, task performance means the ability of library personnel to
carry out the core duties expected of a professional librarian, some of these library personnel
responsibilities include meeting and serving the information needs of the library's user
community; analytical thinking leading to the development of new systems to exercise
initiative and independent judgment; to know about computers reports; and present ideas
clearly and concisely in written and oral form that will enhance the workflow. In line with the

specification of ALA and other library professional organizations, the core activities expected
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in a standard library to sub-divisions such as technical division, readers services division, and
information and communication technology are highlighted'®. For university personnel to
carry out their responsibilities of administrative, advisory, and technical services, techniques
knowledge of library management and the ability to organize and work independently is
needed!!. The task performance of library personnel is relevant to the library’s success in the
daily administrative duties and the management of the university resources to ensure a
conducive teaching environment. The task performance of library personnel is not enough to
ensure that the library remains at the forefront of innovation. Employees who excel in task
performance are expected to excel in contextual performance.

The pleasantness of the workplace environment is enhanced contextual performance, in which
a worker supports his/her colleagues. Contextual performance includes the ability to see and
execute what needs to be done even if it is not in a formal job description. The effects of
contextual performance on the organization include issues that affect the readiness of
individuals to perform with a valuable character that has an impact on the resources of the
organization. The ability to be friendly, interactive, and accommodating is part of the job
requirement of library personnel. With library automation, the line between library personnel
roles and specific duties has become blurred, requiring that all library units work together to
achieve the library's goal of creating easy access to information resources. Librarians need to
support each other to ensure that no aspect of the job lags behind'?2. The performance of
voluntary tasks that are unrelated to the assigned task of library personnel puts the library in a
better position to achieve its main objectives.

In the university library, users are unable to distinguish between who plays which role so they

may approach the first librarian they see for any request and they expect to be attended to.
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Another scenario is library personnel who have less work to do in their unit offering to help
out in other sections to help relieve the burden of colleagues and ensure that tasks are
accomplished on time. Some are always willing to fill in for a sick colleague. Though they
are not required to be high in contextual performance, employees can attend to users. A
friendly atmosphere in the workplace is seen as a key contributor to productivity. Positive,
friendly, compassionate, self-motivated, and being a source of motivation for colleagues are
covered in contextual performance. The attribute is called organizational citizenship.
Interpersonal relations, group dynamics, and systems analysis are some of the things that
library personnel need to be trained in. The development of library services and the general
perception of libraries and library personnel by information users may be adversely affected
by studies suggesting that contextual performance may not be prominent in university
libraries. As a result, it was suggested that training and development efforts should be
intensified to ensure that library personnel is equipped with skills that enhance the effective

library services '3

. The Contextual performance indicators include extra tasks, initiative,
enthusiasm, attention to duty, resourcefulness, industriousness, persistence, motivation,
dedication, proactivity, creativity, cooperating with others, helping, politeness, effective
communication, interpersonal relationships, and organizational involvement'4,

Task and contextual performance are regulated by comparable factors but to different degrees.
Job performance explains a large portion of task performance variation, whereas the
association with contextual performance is much smaller. Similarly, contextual performance
is a subset of task performance primarily motivated by a desire to do a good job. They both

contributed significantly to measurements level of overall job performance method

unavoidable measures. Task and contextual performance are related but distinct and
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considered when assessing employee, group, or organizational performance!®. The third

employee job performance construct is adaptive performance.

Adaptive performance is defined as employees' capability to adjust to rapid changes in work
settings for a better understanding of the nature of job performance in the organization. In
adaptive performance, the necessity to address employees' changes in the environment is
shown. Improved capabilities and career success can be a result of adaptive performance.
Organizational management, learning, and customer expectations can be achieved through
adaptive performance among employees'®. In university libraries, adaptive performance is
required more than in any other organization. Information professionals provided unrestricted
access to various formats of information. The library is now technology-driven with the new
technologies changing the services provided by the libraries, such as online reference,
instruction, document delivery, user-initiated library loan, and self!’. Changes in the way and
manner library services are rendered are caused by these technologies. It is beyond the
capacity of any library school to equip students with the latest technology skills to manage an
automated library. The use of technology in university libraries brings positive growth, but it
also poses issues for library personnel to adapt its use to their professional offering to improve
performance. The changes in technology put pressure on universities and their libraries to
change their activities with international development, particularly in managing technologies
and learning-teaching methods. University libraries are expected to support their parent
institution in the creation of efficient learning environments that are in line with educational

needs and develop organizational strategies to ensure individual improvement.

Adaptive performance is of paramount importance to Library personnel in university libraries

to effectively play its role. The deployment of new technology will result in challenges for
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librarians, and they need diligence, enthusiasm, and proactive behavior. Basic knowledge of
technology and mastering emerging issues of library and information services providers can
be acquired by library personnel with competent search engines, Internet facilities, e-mail,
Internet navigator tools, web browsers, web file formats, database software, Internet
development, and management know-how and human resources management. From the
review so far, it can be seen that employee job performance can be viewed from a variety of
perspectives, including task performance, contextual performance, and adaptive performance,
all of these combine to make a high-performing employee. The majority of scholars focus on
the task performance aspect of employee job performance according to the review of the
literature. The implication of this approach is that study results may not show the whole
extent of employee performance and it can confuse employers into thinking that all is well
when there are underlying issues that have not been addressed. The performances of the
whole library may not be enough for library managers who are expected to answer questions
not just on individual performance but the whole library. They need to ensure that there is
cooperation among the employees and that an enabling atmosphere is created for every staff
to thrive and contribute to the achievement of the overall library objectives. Managers are
expected to be forward-looking, it is important that they are concerned about how adaptive
their subordinates are in case of the introduction of new technology'®. The role of leadership

in job performance cannot be over-emphasized.

2.1.2 Review of Job Motivation
The Latin word for 'movere' is the root of the term Job motivation'®. Job Motivation is defined
as a decision and the level of effort a person puts in for the achievement of organizational

objectives, it is understood that motivation is the commitment of the individual to achieve
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organizational results?’, Motivation can be referred to as a substance that controls the passion
and effort put in for the attainment of the organization's objectives. Therefore, from various
definitions, it is clear that the main concern when discussing motivation is to stimulate, guide,
and maintain human behavior. In like manner, Job motivation can be seen as features of an

employee contributing to the level of commitment towards a goal. This compris@e
rm

actions which trigger, direct and perpetuate an individual in a particular way’ ﬁ@ ore,

job motivation is the element that affects an organization’s produc@level of job
performance. \ \
Job motivation is the process or drives to act in other to a %ﬁmﬁsﬁed needs. It is the
forces that control the directions and patterns of & orce towards the level of
commitment to achieving an organization's set goa “here are various job motivational
factors including monetary and non-mon ctors. The monetary factors are salaries,
bonuses, and incentives, while non-mo@ factors include: status, recognition, growth,
working conditions, job security, promotion, and appropriate performance feedback
among others. Failure in, theN\asp€ct of libraries management in motivating the library
*ion t.his includes lack of adequate training of the library personnel,

personnel led to de- Q

poor working ,cohditiffis, poor remunerations, unfair staff training policies, inadequate
promotio ts, poor funding of the libraries are some of the major causes of de-
mot@%or librarians??. Other de-motivation factors are misuse of equipment, excessive
e of resources, low output and productivity are some of the indicators of demotivation,
Insubordination and a high degree of non-cooperation are always absent from work.

When the Library Personnel is not motivated, they are likely to spend little or no time on their

activities and perform in a substandard way, this will lower the self-esteem of the library
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personnel by the general public. The library personnel with the necessary skills to fulfill the
ever-changing needs of the library will remain relevant in the twenty-first-century
environment and the ability to operate in such an environment can motivate library personnel
to perform better in their daily duties. Because of the importance of Job motivation to job
performance, there are various strategies to motivate library personnel and get the %f
them to obtain the objectives sustainably. The strategies that can be %%from
management and human resources management literature include rewm% recognition,
provision of the necessary facilities and equipment, creation of a coﬂ e \work environment,
continuous training and development programs, regular prom@l several others?3. It has
been shown in the literature that financial and non-ﬁna@ﬁo&ntives are the most effective
job motivation tactics employed by organizations % rthe world, including libraries.

Rewarding and recognizing employees ca\\&\accomplished through financial or social

incentives. People that excel in their 'oguld be rewarded with a raise or a bonus to

recognize their achievements. ployee can also be publicly recognized for their

outstanding performance&c serve to drive other library personnel to perform even
| )

ombined with fringe benefits is essential for motivating library

better. A decent in®

personnel and d\% eliminating the likelihood of intending to leave their jobs. When all
of these e e in place, the proper tools or equipment must be made available to library
pers 1 fgr them to be able to perform their jobs efficiently.

personnel must employ modern technology to automate library processes to fulfill
their responsibilities efficiently and effectively. Integrating technology into the library
environment might help to encourage personnel; for example, it is quicker to locate books

using OPAC than it is to utilize the card catalog which is more time-consuming. The

28



infrastructure required to support these technologies, such as power supply and appropriate
internet speed should be in place. The issues of technological integration needed to be
upgraded, therefore, there is a need to expose library personnel to continuous training. Most
importantly, it is essential to create a conducive work atmosphere for librarians to feel at ease

when performing their duties

Conducive work environment in the library is a complex issue that library r@ould

look into as a way to motivate library personnel for optimal job perform@ome libraries

lack basic facilities such as air conditioning, comfortable office fur&, d other things that

can make life easier for library personnel at work?. T@ be air ventilation to
C

circulate fresh air. The furniture in the library should al ortable for library personnel
to use. The work environment also includes the osphere which has to do with the
friendliness of colleagues, supervisors and *Creating a pleasant, friendly environment
can serve as a motivator for 11brary er . There should also be regular promotion for

deserving library personnel 2* i V\

2.1.3 Concept of Lead

The title and actio @oup of interrelated actions are what the term leadership refers to.
Leadership 1S6\1 M

the res : of performing managerial functions such as planning, controlling, staffing,

t refers to an individual or group of individuals who are saddled with

, and leading the other employees toward the achievement of the organizational
ives?

4 How a leader handles managerial responsibilities is referred to as leadership it is
a function of how they carry out the functions. The concept of leadership styles has given rise
to this. Most scholars focus on how a leader performs his or her duties rather than who he or

she is. The leaders are classified according to their leadership approach or leadership styles.
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Leadership is the ability to manage relationships in a way that makes them work towards a
common goal. To achieve organizational goals, leaders and subordinates influence one
another. The ability to inspire people toward a common goal is a critical managerial function.
Leadership positions need to focus on the development of their staff's values, level of
motivation, and development of their abilities. As subordinate, environment strate %&p
them achieve their goals, be creative, and adapt to new technologies?’. Lead@&ctive
relationship between organizations and job performance determines the@s and cultural
tolerance for change and job motivation of library personnel. It &Eﬂle organizational
approaches, including their efficacy and implementation.% , Leadership style is
defined as the method and behavior employed by mana%(o(ﬁlﬁll their leadership role and

empower library personnel to achieve the organiz@ goals. Leadership style is how the

director relates with the library in exercisin@adership role?.

In other organizations, leadership is tg.}Librarians and staff are only able to do so much.

Vision, direction, motivation, axﬁ&ﬂ%tion are all provided by leaders. In times of transition,

this is true. The libraries Qf tl.le modern day are always changing. It can be difficult for

individual library u@\‘ gel to deal with emerging issues in librarianship caused by
(-

technological%n ent and automation of library routines that were carried out manually

in the past. s the staffs are willing and capable of adapting to the new system of working,

"%

with

y may not see the expected dividend of investing in technologies. Library personnel
differing temperaments, orientations and cognitive abilities need to be convinced to
participate in the activities, and how the leader carries out the duty of cajoling, motivating,
ordering, and guiding employees to ensure that they always put in their best at work is called

leadership style. The development of new leaders is important in today's university libraries?.
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In organizations, a leader leads and influences people to follow that direction. The process of
inspiring someone or a group to do their best to achieve the desired outcome can be seen as
leadership. Creating a vision, motivating personnel, and securing their commitment are what
this entails. The efficiency of resource allocation, utilization, and enhancement of job

performance is influenced by leadership styles. Leadership means listening \@k,
%

supporting and encouraging them, and engaging them in decision-making%

solving processing. %\

Leadership is the ability that an individual possesses to persuad \%\to c\ooperate with him

blem-

do whatever he says and influences the behavior of other&/ o achieve organizational

goals and maximize results?® To achieve the best re ganizations must manager who

can discharge his duties effectively through ap@ appropriate leadership styles. There

iz

are various types of leadership styles in at‘s%{

unique set of benefits and drawba

tion, and each leadership style has its own
ability to influence that arises outside of the
formal structure of the organiz Vs\ result of a managerial rank in an organization. The

informal structure of lead%p is%ust as important as the formal one.

e
Leaders are imp@ an organization as a captain of a ship or pilots of an airplane. For

both of the@@fely and timely reach their destinations, there must be someone in charge
who dict e activities of others. Leaders are found at all levels of the organization and are

d to management. Therefore, leaders influence everyone to reach the goals of their
team and organization. A leader plays a central role in interaction and has authority over
others' actions. The success and drawbacks of an organization can be accredited to leadership.
It is usually based on status, authority, and seniority. The future interests of the personnel

involved in the organization to formulate a vision are created by effective leadership. There
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are three major approaches to the study of leadership. These approaches are the traits

approach, situation approach, and behavioral approach.

The traits approach revealed that leaders are born with some special qualities and
characteristics which a leader possesses that distinguish him/her from their followers and
gl .

make them potential leaders. These qualities include courage, zeal, intell@

confidence, etc. This is the origin of the term ‘born leader’. The proponen 5\ ¥ dpproach

believe that leaders are born, not made. The import of this approach is& r¢'is no need for

att
. . . \ .
training and development, mentoring, etc. because it is already e d in each person. This

approach is inadequate to other approaches such as t(e(/ onal approach and the

behavioral approach. ®

The situational approach states that the leagder\det®rtines the leadership style to be used

through the way they operate. Effective@ agement is a function of the situation. The

leader's behavior is isolated to k@effectiveness. The practice of categorizing leaders
based on their work, philosob@ tt

leadership styles were@ ized by the behavioral approach. Several leadership styles are

itude is based on the behavioral approach. Different

demonstrated by (!ea in politics, business, and other fields. The leader's intellectual
capacity h &\the conceptualization of solutions and the acquisition of knowledge.

Transfo@nal leadership style, transactional leadership style, and laissez-faire are some of

efship styles that have been identified in literature?®.

The transactional leader operates based on assumptions. Employees don't want to do anything
unless they are offered some rewards or threatened with punishment. The leader believes that

he/she knows best and that his/her subordinates have to obey any order they are given because
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they don't know any better. Employees are inherently unwilling to work hard so they have to
be monitored and controlled to get the work done. The leadership style is effective in some
organizations. Several high-profile business organizations have been produced by the

transactional approach adopted by a lot of leaders in business organizations®*
A transactional leader ensures that the employee carries out their duties e %y
motivating through reward for the employees who perform well and penalti Zy one.

towards the achievement of that goal through the promise of re Q\sa }tion. This kind of

In general, transactional rulers set goals unilaterally and induce thd&la ates to work
style is distinguished by Personal control over decisions a (11(/ dback. These leaders are
known for their strict adherence to regulations and for decisions on their own and they

can make decisions and control their foll@ ise and criticism are important in

transactional governance However, tran bi\al eaders never take their followers' advice
t

into account when making decisions%

a group. The transactional lea@?’yle should be discarded once the leader notices that

necessitate complete authoritarian control over

employees become tens%fg Yor resentful. It is also not applicable where employees are
experts who expe Q&: their opinions heard, they think that the transactional leadership
style has its %gbgé
leadershy Q

of the oldest styles of leadership focused on completing tasks. The leader

s, despite the stereotype that has been attached to it. Transactional

ctlon and assigns tasks to subordinates and they are not needed to be appreciated by

theitvfollowers. Transactional leaders use their position to pursue aggressive and visionary
goals, and their power through organizational culture, press, and media to praise their initial
success. A leader with expert knowledge or leader with authority that is unquestioned is best

suited to the transactional leadership style. The leader's supremacy is ensured when tasks are
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completed quickly. If followers are not properly utilized, they may become dissatisfied, which
can have an impact on the results. The opportunity for the leader to push through his programs
unimpaired and without any watering down has been associated with transactional leadership.
There was no lengthy discussion during the meeting. There is always a high level of discipline
when transactional leadership work and the advantages are just as importa

disadvantages. The rebellion against the authority figure can be caused by th%ce tration
of power in one person and the lack of employee input. The leadership sty no room for
freedom of choice among the employees which may negatively &%\ﬂ\eir creativity and
innovation. The adoption of a transactional leadership style (073 me the weaknesses of
the transactional leadership style which focuses so mu& goals to be achieved by the

leader3!.

Transactional leadership is a leadership@t affects both organizational culture and
forming followers into leaders is brought about

individual behavior. The ultimate go%tr
in its optimal state. Accord @R olars, this leadership style gives prominence to

organizational success d n b l-round contributions from employees who are also made
to understand Q nizational success is also aligned to their individual®?.
Transformati i&(rship encourages employees to engage in the organizational decision-
making %nd take ownership of their activities. The leader and the team are helped by
orrnational leader. Transformational leaders promote acceptance of group goals,

offe’a variety of forms of support for employees, and motivate people to pursue the

"

organization's objectives by outlining the organization's prospects." When performing
complex tasks, the leaders give helpful guidance. The leader has final authority over the

decision, group members feel more involved in the process, and creativity is promoted and
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rewarded, all of which are characteristics of transformational leadership. A lot of benefits
come from transformational leadership, such as subordinates being encouraged to post their
experiences which can result in better ideas and more innovative problem solving™.

Transformational leadership produces high-quality work. Many employees like the trust they

receive and respond with cooperation and high spirit. Transformational leadership s T\%&h
%&

involves an open and regular means of communication between the lea% their
subordinates is very effective for most types of organizations as it brings@\better output
and higher productivity. It is easier for library staff to buy into th& of the leader when
they adopt the transformational and transactional leader (ka”' Creating effective
channels of communication and feedback between the A%gwd their subordinates is a sure
way to motivate employees to give their best tow% ving the goals of the organization.

Proper leadership styles are needed to achieu@el of productivity in libraries.

A transformational leader develops ila&t) help employees evaluate their performance,

allows employees to establish &V\

recognizes and encourag& i ent. The transformational style is the most successful
1

when used with hig Q

when the org@ operating in a field where delay can be critical, transformational
leadershi @t e effective. There isn't enough time to get everyone's input. The decision-
makg %ss is time-consuming as each person would want to air their views and

@ents and counter-arguments. The constant meeting to discuss every decision may

s, encourages employees to grow on the job, and

e
Ied employees. When the decision to be made is time-bound or

eventually affect productivity, as well as the possibility that those people whose inputs were
rejected during the brainstorming stage may become opposed to the eventual decision. In the

library setting, a transformational leadership style is desirable as the librarians are expected to
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have tangible contributions to decisions. The adoption of this style is at the discretion of the
library manager who has to decide which approach best suits the situation and would yield the
maximum benefit for the library. The Laissez Faire leadership style can also be considered by
the librarian.

Laissez -Faire leadership style is referred to as a "hands-off manner" in En

translated as "let things be." To complete projects and jobs, coworkers nee
through projects and jobs in the manner of their choosing. This leadershi@which is also
called delegative leadership is widespread in organizations such a@qﬂy libraries which
consist of highly experienced personnel and is characteriz (y—a w level of leadership
participation. Once employees are equipped with the ta ang resources needed to perform
their tasks, they are left alone to resolve issues on thdi 3. This style of leadership inspires
employee creativity and innovation that lea &\b contentment. Even in university libraries,
there are instances where library person lack the essential expertise or experience to

supervision, feedback, and o ational structure results in inefficient resource usage,

execute duties and make choicE. Qz-faire leadership may not be effective. Lack of

e
missed deadlines, a@ih to achieve intended outcomes. It has been said that laissez-

faire leaders gicar out the progress of their employees since they think they should

look aft@l es.
Int udqtional sector, where the leader and subordinates must involve in policymaking to

e% the organization's performance, there is evidence that this style of leadership is
effective. This is a leadership style in which leaders do not want to take responsibility for their
lack of leadership capacity on their own, and refuse to make decisions or be absent when

necessary. It is said that leaders who subscribe to the laissez-faire movement don't take the
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initiative and don't exercise their authority. It is an ineffective response from the leadership
according to others. A pleasant working atmosphere is supported by this work style. It lowers
the performance of the group. The decision-making process is being shifted to the team
members with this type of leadership style. The leader doesn't value the team's ability to take

on leadership responsibilities because the team is disorganized. The laissez-faire @s
roved by

related to unhappiness, unproductivity, and inefficiency. Decision-making i€ a

people who are willing to accept the consequences of their actions*’ %\

Laissez-faire is an example of Andrew Mallon. The American | G%t e\ twentieth century

was as confident in philanthropy and politics as he was Q(/ ig and commerce. He is

credited with playing a role in the development of the gan manufacturing sector, which

includes the construction of massive oil, steel a\@ inum refineries. The Laissez-faire

movement was represented by a man wh 1@\' ved in selecting qualified and knowledgeable
»

personnel to operate businesses, b%

leadership style and the actual kﬁof the leader in an organization are different factors.

resisting government controls. The perceived

The leader and the organizatioh have smaller conflicts. If the difference between the
e
perceived and desi'f of leadership is huge, it leads to a lower level of job satisfaction

in the organizﬁ%
to make@ their leadership style is low-key.

harms the organization’”. One of the biggest challenges for a leader is

eed to change their behavior based on the performance of their subordinates and
even the emotional levels of their subordinates*s. When the organization is engaged, there is
not much need to motivate them because the leaders are required to adjust their behavior
according to the needs of the organization. One of the challenges in implementing leadership

styles in an organization is behavior change. The leadership psychological capital is impacted
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by organizational psychological capital and team collectivism. To implement any leadership
style effectively, the leader must also focus on the organizational psychological well-being
and ensure that the organization is optimistic, confident, and resilient*®. The leader needs to
make sure that the subordinates follow the rules that are required of them. This can be

difficult for the leader as the organization's situations could affect their psychologi

which is not under their control. The major challenges that leaders faced are gheMnability to

overcome their own mistakes and handle the consequences of organizat@kengagement

which they later heavily paid for when implementing leadership s@"&lking action after
considering these factors is a challenge>®. (@

Managers are those who can motivate their subordin%

leaders are to ensure productivity and efﬁ\ie\b
motivation is of paramount importance. @&{q’e
i

can be achieved with the help of i afs” Motivational librarians are more likely to be

leve maximum productivity. If
k delivery in academic libraries,

tives of libraries and information centers

productive in the library. The @mn of librarians is vital to their ability to maximally

contribute to the researc d leafning activities going on in the university library. Motivated
e

librarians become ductive in organizations because they are satisfied with their jobs.

They ad@
QQ

2.2 Theoretical Framework

services to the library®,

This study was underpinned by three different theories to provide a solid framework for the

research and ensure the validity of the findings. The theories are; The Triarchy Model of
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Employee Performance for Job performance (dependents variable); theory of The Full Range
Leadership Model for leadership styles (independent variable) and Fredrick Herzberg-

Hygiene Theory for motivation (independent variable).
2.2.1 The Triarchy Model of Employee Performance

The Triarchy Model of employee performance was introduced by Rabindra &%k

Lalatendu 2016. The model measures job performance with three m%@.\
m

41,

e model agreed with
o\ \
the theories that performance is a multi-pronged idea and e*can differentiate the
process aspect of performance, i.e., from an expected oytcQmg€, behavioral engagements. The
results of an employee's work behavior are refen@tcome and the actions employees
take to complete a task are referred to as be%

Performance in the form of task perf @nsists of job-specific actions, such as core job

\, and
cts; task

performance, adaptive performance, and conceptual performance

obligations outlined in the jox ion. The selection, acquisition, organization, and

dissemination of information a e core tasks for the library personnel in the university

libraries. The tasks Q ne l;y personnel who are versatile. The application of technical
knowledge to &r&eﬁ a task without much supervision, and the innate ability to do it, are
some of t s that require greater cognitive ability. Ability and prior experience are the
key @% task performance.*’. The fact that librarians are only considered professionals
&they have a Master’s degree in relevant field, the librarians have additional
responsibilities based on their records. There are two categories for the execution of tasks in a

university which include technical services and administrative services. The core activities of

a typical library are charging and discharging, reference services, information retrieval, and
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information literacy education. All of these are routines that require librarians to use their
technical skills, which they have acquired through years of training. The leadership task is the
second aspect. Managers are also librarians, who set goals, enforce appropriate performance
standards, and encourage, and guide library personnel to complete a task are characteristics of
leadership task performance. Job performance is the ability with which library B@ml
performs their core activities in which the library objectives and the univers%&limd

while the organization and the person are rewarded proportionally. %

Adaptive performance is referring to employees’ capacity to adj &d emain relevant in a

dynamic work environment. When the job parameters ddenly or drastically, it

means that the employee can remain productive. Afte hieve a certain level of skill in

their assigned activities, library personnel t@ t their attitude and conduct to the
1

different demands of their job roles. Ch@

protocol are some of the unpredicl%

Library personnel have to ada%/ st to the changes in technology as they occur, so they

formation management and dissemination

conditions that affect adaptive performance.

t
have to operate in a techagQlogy-dfiven environment. Library users are always changing their
| )

information needs i‘% rences. Adaptive performance is important to serve them better*’.

Contextual ance is an attitude displayed by library personnel in the library. The
characte%icipated by library personnel are included in the job description. Contextual

ce is a behavior engaged by library personnel directed to a colleague while carrying
out an organizational role’" Library personnel can fill in for an absent colleague. The
reference librarians can help out for the circulation librarian when there is no one requesting
reference services. The behavior that can make the workplace pleasant for others is called

contextual performance.
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Figure 2.1: The Triarchy Model of &Q} Performance
2.2.2 The Full Range Leadel% el
"

The full-range leadership~aio as developed by Bass and Avolio in 1994. This model was

an extension of t ational and transactional leadership styles developed by James
Burns in the ﬁ\ Full Range Leadership Model added one more style; laissez-faire to

make it distinct leadership styles. The main assumption of the model is that there
a ategories of leaders with distinct sets of qualities that correspond to their leadership
&4. The model also spelled out a key feature of each leadership style. Transformational
leadership is described with factors such as; Attributed idealized influence; behavioral
idealized influence, inspirational motivation; intellectual stimulation, and individualized

consideration. Transactional leadership has three attributes which include; contingent reward;
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active management-by-exception and passive management-by-exception passive. Laissez-
faire leadership is characterized by ‘denial of leadership responsibility (Fig 2.2). The first
style of leadership is transformational leadership, which is the most advantageous and

desirable form of leadership styles that library personnel can adopt. All of these are what

distinguish transformational leaders from other forms of leaders and explain their @\n
modern organizations. é(/

Inspirational motivation is when a leader builds confidence in subo dir&nd motivates
them to have an intelligent purpose. To provide inspirational ‘%\tlo the leader has to
present the subordinates with a well-articulated what is 7 let them know what is

expected of them, and ensure that he/she believes @ is being preached. Intellectual
stibor

stimulation on the other hand involves encouragi

be rigid. It can be in form of trying o Xé\a roaches or acquiring new skills. This is
‘gqﬁ

expected to lead to behavioral inﬂ%

organization’s goals. The ma&%@gy of the transformational leader is to make the

employee see themselvewem er of the organization.
e

dinates to be innovative and not to

which the subordinates are made to see the

Individual consi@ is a strategy in which the leader makes sure that all employees,
irrespectiv@r abilities, are carried along during the process of change and decision-

making. nsidering that each employee has certain skills which others may not have and

least endowed employee will have a specific area where they are good, the leader
will be able to give every employee a sense of belonging by assigning them a task that is

suited to their capabilities thereby ensuring that everyone performs to their best.
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As related to the leadership style construct in this study, Library managers who adopt the
transformational leadership style are characterized to create a great working environment,
advocate for a common vision, mentor and guide their followers. These types of leaders can
get library personnel working under them to provide the best information services and become

some of the best information professionals through their expert guidance and motiv \&NS
&&)r all

way, they ensure that the library’s objectives are achieved in a way that is e%

library personnel. %\

Transactional leadership is the most prevalent leadership style \%W rganizations. In the
context of the library, transactional library managers foefis onitoring, structure, and

performance and employ both rewards and punishmé %netimes known as "carrots and

sticks," to instill conformity among the library @ * The transactional library manager is
i

more concerned about how to achieve th ‘@QQ
eé‘ff, i

library personnel. Under this kind o is the survival of the fittest with those who can

deliver getting rewards while th@ fail to deliver are severely sanctioned. There is often

s of the library rather than the welfare of

no room for collaborationQf knowledge sharing.
| )

X

Laissez-faire leaﬁ, often regarded as the worst style. However, it is not always worse
as it has its ess. In a university library where the laissez-faire style is adopted, people
may ob&% significant lack of leadership. What this kind of leadership entails is recruiting

sehowledgeable staff, giving them basic orientation, and leaving them to perform their
duties. Some university librarians can be seen as laissez-faire because they rarely involve
themselves in the day-to-day running of the library. Each library at various units in the library
has its responsibility which it must carry out. Consequently, laissez-faire executives typically

only intervene in firms when conditions deteriorate*>
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The full-range leadership theory is regarded as an explored paradigm in the field of leadership.
In addition, this theory has demonstrated a high degree of predictive validity for a variety of
leadership outcomes, including leader performance and effectiveness evaluations, as well as

follower satisfaction and motivation.
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Figure 2.2: The Full Range Lea@ Model
2.2.3 Fredrick HerzbeﬁHy}i&{ Theory

.
Frederick Herzber, '@Rﬂe Theory was developed in 1959. Also known as the Two Factor
Theory of ﬁ(%)twation. The model measures job motivation by two main constructs;
hygiene ivators both are the factors in the workplace that cause job motivation or

tion respectively*®. The hygiene factors include salary, supervision, management
policies, working conditions, interpersonal relations, and job security. The motivators include
growth opportunities, responsibility, recognition, advancement, and achievement. According
to the theory, the factor that causes job satisfaction is termed ‘motivators’ while the factors

that lead to dissatisfaction are also identified and referred to as ‘hygiene factors. Both factors
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drive the desire of library personnel to continue working for a particular library with the
assurance of growth and development. The Hygiene factors that can affect job motivation
among librarians include company policy, Physical workplace (workplace environment),
salary, fringe benefits, job security, status, working conditions, and supervision, among others,
this makes the job environment friendly and the library personnel comfortable in his O\V\

The theory states that the motivators and hygiene factors are not the same. e&&ygiene
factors are provided, they don't necessarily lead to job motivation. Motiva@st be present
to promote job motivation. The theory states that for library person: e\truly satisfied and
perform above minimum standards, motivators had to be built%co'@ job. The hygiene issues,

'

such as salary and supervision, decrease emplo ig8atisfaction with the work
environment. Recognition and achievement make,li rsonnel more productive. Hygiene
factors are needed to maintain effective @\sewices while motivators are needed to
stimulate innovative library services. T&j in implication of this theory is that library

personnel have to be satisfied @rm beyond minimum standards to keep their jobs.

Herzberg's theory has led t&ﬂk@

enrichment where t

ern interest in the design of jobs and to what is called job
is r;riched with motivators such as responsibility, challenges, and
recognition*”

Frederick carried out studies to determine which factors in an employee's work
envi ent induced satisfaction or dissatisfaction. Frederick Herzberg conducted studies to
f@ut which factors in an employee's work environment make them happy. Accountants
and engineers were further analyzed in the light of job content and contest. He realized that

the factors which the individual likes most are achievement, promotion, recognition, work

itself, responsibility, advancement, and growth.*®, When the hygiene factors are not present in
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the job, there is always unhappiness. The factors may not increase job motivation when
available and knowing the needs of library personnel will help library managers understand
how to motivate them.? it is opined that employees with high-paying jobs are not motivated

with money alone as this does not provide enough incentive as a motivator for job

performance. To motivate employees, organizations need to look beyond monetary @‘Q

In the context of university libraries, library personnel may not be motivate %pay but
they may derive satisfaction from being able to meet the information @ers, guiding a
. : : NN\
new student in the use of the library or electronic resources, or ing information resources

that users have lost any hope of finding. Library persox otivation can also come

from being recognized by their superiors, institution, a colleagues for a job well done.
Furthermore, as it has been pointed out in othei\gst s, the work environment in which

library personnel operates can also serv@\m ivator or demotivator depending on how

conducive and healthy the environm .
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Figure 2.3: Herzberg’s motivation theory
2.3 Review of Empirical Studies

This segment deals with the findings of various empirical studies relating to the objectives of

the current study. The literature reviewed covers the dependent and independent Var'aw\as

well as their associated constructs. ®
2.3.1 Job Motivation and Job Performance of Librarians %\

\ .
Scholars have conducted studies to evaluate the job performancﬁ}ik\jgry personnel from all
over the world and the findings have varied just as the lc@

different. The influence of organizational factors onJi

examined by researchers from South-south\'&%
Performance Scale to gather opinion®r ormance. According to the study, job

performance is an indicator that f erformance is high among the library personnel

e types of libraries were

rsonnel’s job performance was

he study adopted the Value-based

surveyed®'. A study was don@b performance of librarians. The design of the survey
r

was adopted by the res ers, The Federal university libraries were included in the study.
The technique o t umeration was used. According to the data analysis, the job

performance @ra personnel is average at an overall mean score of 2, The quantity of

work 01% e lowest score of 2.69%.

universities South-West was investigated by a group of researchers. The questionnaires were

ence of the work environment on the job performance of librarians in public

used to get information from librarians. The data were analyzed using several methods. There
is a level of significance. According to the result on job performance, librarians in South-West,
Nigerian Universities are not satisfied with their level of performance, with 60 percent of
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them reporting that performance can be rated as fair. Most of the respondents believed that
they are unable to contribute as much as they would like to the growth of the library. A larger
percentage of them can only be rated as fair as the respondents’ ability to attend promptly to
users' requests is not too encouraging. The minimum requirements for promotion in terms of
research productivity were not met by the librarians. 52 percent of people think the
productivity is fair, but 28 percent think it's lower and 20 percent thi %gh52
Enhancement of performance in any organization is dependent on mot1®l§very leader

tries to motivate his or her employees.

The literature shows that the process of motivation can hel Employees need to be
highly motivated to achieve their goals. When emp e hlgh motivation, they will be
able to serve their customers willingly and delive y service. Customers will be happy

\yees feel about their work will affect the

with the service they are receiving. The (

organization's performance. The m f library personnel can improve the quality of
library services. The researcher t?‘hat performance is dependent on three factors: ability,
environment, and job rn tion. training program or transfer to a simpler job can be used
if there is a defi the employees' skills and capacity to perform a given work.
Equipment a Qovfes are referred to as the environment. Managers should make sure that

their st appy at work. As customers are satisfied, the image of the library will

i Quality services can be delivered if library personnel are motivated'”.

Researchers assessed the impact of job motivation on the performance of para-professional
library personnel. The data was collected using the survey method. Fixed regular payment,
job design, job rotation, job enlargement, job enrichment, promotion, and education and

training were some of the main strategies used to motivate paraprofessional library personnel.
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Satisfaction is the final result of job motivation. The implication of this is that a highly
motivated employee is said to contribute more to achieve organizational goals and in turn is
satisfied with his or her achievements/rewards from doing so; hence job motivation is highly

related to job motivation. The hostile work environment is seen as a demotivation factor in the

workplace. ®\

Researchers found that compensation management affects job motiv. 'c@ﬂ\ﬁgeria.
Financial motivation such as salary, regular promotion, and other fripge benéfits, and non-
financial motivation such as a good working environment are i any_fa t>>rs in determining
the motivation of library personnel®*. The impact of rewardsfan vation on job motivation
in Saudi Arabia was investigated by the author. The re \%}p between rewards, motivation,
and job motivation was tested by regression analydis. Yhe findings show that rewards have a
positive effect on job motivation. If per \%r adequately and fairly motivated by their
employers, they can increase the g‘{erformance in any organization. Three major
factors influence the performa@ary personnel: employee ability or competence to
perform any given task, %nio nt of effort exerted to perform such tasks and the level of
organizational su Qi individual employees receive. If their working conditions are
G

improved, lib& 11 be more effective in their information processing and dissemination

duties. %

to scholars, working condition refers to all the circumstances affecting labor in the
workplace, including job hours, physical aspects, legal rights and responsibility,
organizational climate, and workload™. Library personnel who have a negative perception of
their working conditions are more likely to be absent from work, have stress-related illnesses,

and their commitment and performance will be low. Lack of adequate productive related

49



workplace environment could result in poor service delivery, since the provision of adequate
related working conditions and workplace environment can enhance the retention of
experienced manpower, with the adoption of new methods and technologies in the production
of goods and services in the organization leading to high-level performance of employees It

will lead to high turnover among library personnel. It is expected of the university aﬁh@\o

create a friendly and peaceful working environment that would allow libra sonnel to

comfortably increase their information delivery roles to all informatior@ss within the
university community. \&\ \

The influence of Motivation and Leadership Style is investigat ample using a purposive

sampling technique, instrument analysis of data usin regression analysis, and the aid

Partial Least Square program. The results of the“studly*lead to a positive relationship. The

result is motivation and style of leaders PQ\b erformance consists of a set of employee
a

behaviors that are perceived to agre nizational goals®®. Job performance consists of

a set of library personnel beha\&&a\ are perceived to agree with organizational goals that
can be measured, monit@%an assessed as an achievement at an individual level °7. The

e
library's success i&to the library personnel’s job performance. The results of a self-
e

rating questioffnair the levels of the job performance of library personnel in universities in
one regi %geria were presented in this study. The study collected data from over 200

peo -@ 21 universities. There were tables with the data presented. The level of the job

mance of library personnel in universities in South-East, Nigeria was high according to
the study. According to the study, library personnel had high job performance. It was
recommended that library personnel get regular training or acquire new skills so that they

would be able to meet the demands of the challenging library work environment.
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A study was done on job motivation and job performance to improve the effectiveness of
library personnel. Interviews and questionnaires were used to collect data. According to the
findings, the financial method is the most popular way of job motivation. Reward systems that

include job enrichment, promotions, awards, and monetary, and non-monetary compensation

were considered. The most important factor in motivating library personnel is @n

Another researcher in Nigeria highlighted the importance of job mot@@, 0 job

performance. Personnel worked harder because someone took an interes®y t they were

doing when they were in a test group. The study concluded that pe@g&l ‘articipation, type

of supervision, morale, and satisfaction are all important>®, ")\

\®
The importance of job motivation to employee @rmance was highlighted by a
researcher in Nigeria. The researcher found that persrnel worked harder because someone
took an interest in what they were doing n% were in a test group. The study concluded
that worker participation, type of su 'Qnorale, and satisfaction are important factors in

determining output®’. A stu@ that monetary incentives did not increase job

motivation®. Financial %ti.v alone may not lead to job performance. The library
personnel's motivati affected by production standards, job performance feedback, and
monetary inc&gﬂ‘he psychological effects of job content, the matching of jobs to
individ the appropriateness of reward systems, and the use of performance appraisal

evaluations are some of the areas of concern for management. Organizational

func¥oning is related to all of them®!.

The goals and objectives of the library and the university are dependent on the job
performance of library personnel. Employees who give their best service are more likely to be

motivated. To perform well, library personnel need to be well-motivated. There is a paper
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about the role of job motivation on employee performance®?. The study discusses the concept
of job performance, the components of job performance, factors that influence job
performance, and their roles in the job performance of librarians in public university libraries.
Motivational factors that can enhance library personnel’s job performance are the work

environment, impartial reward system, and employee empowerment. The rewa@&n
S

helps employees to acquire work skills. The data was collected using ques@i . The

variables in the population were shown in tables and graphs. The mean (@r evaluation,

bonus, benefit, promotion, recognition, career, responsibility, and la‘@&()pportunity is from

a low to a high according to the result. According to the n3cs on salary evaluation,
benefits, promotion, and career advancement, emplo \5& tder this factor slightly more
important than other factors. The variables have di esponses to the standard deviation

of promotion and responsibility. Library @1 were shown how to respond to reward

systems. Reward systems affect emflo&s) ‘The reward system of companies should be

improved®:. ((?\

The erosion of public cogfidenc&in banks is a result of the inadequacy or inappropriateness
e

of job motivation gdies that have beclouded the banking industry subsector over time.
The survey C&LS descriptive. The research hypotheses were tested using Pearson
Product Correlation. 0. According to the findings of the study, there is a relationship
be % taff motivation strategies, the attraction of skilled labor force, labor turnover, and
fraut¥incidences in the banking industry. Negative tendencies have eroded public confidence
in the banking business. The design of appropriate motivational strategies that can arrest these
negative tendencies in the banking industry becomes a matter of urgent attention according to

the study®. The study looked at factors that increase the job performance of workers in the
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working environment, a sample of the selected bank is considered, and information was
collected from different individuals. The data was analyzed using simple percentages and
mean scores. The correlation between the ANOVA and the performance of the workers in the

Bank shows that both job motivation and job satisfaction have an impact on their

performance®’. %\V\

The productivity of librarians is affected by job motivation. A quantitative Q@ pproach
was used. Library professionals worked in central libraries of diff&: cgree-awarding

institutions and universities of Punjab and Islamabad as part ‘&ﬁu ; Descriptive and
inferential tests were used. The results show that lib (La% good motivators. The
relationship between job motivation and job productivi % ound in the study. The results
show that all of the respondents have the s EQC
motivation. Personnel are encouraged t@r

work performance?:. Q
The role of university autho&i\g,g'yt

professionals working i A{ferent organizational climate of selected eight state universities

ption of the effectiveness of work

d. The findings can be used to improve

motivating the job of library and information science

a survey was give@arians. The mean opinion score is above average as the significance
level of the 13\ess than 0. There is a new date for this. All the professionals have the same
opinion&e role of universities in motivating their job. The motivation of the university

s will improve the organizational climate, and the progress of the library
environment and its services, and create professional development among library

professionals®®
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Quantitative survey data was used by the researcher to examine the levels of job motivation
of library employees at Kuwait University. Participants agreed that their needs were being
satisfied at each of the five levels of Maslow's hierarchy; they reported higher levels of
satisfaction with their self-actualization and social needs, this research contributed

significantly and in various ways to understanding job motivation in a library ;g&w

hierarchy of needs theory has been criticized. The study used a theoretica%e ork to

explain the levels of job motivation.®”. %\

\
A group of researchers examined the job performance of li %‘he data was collected

from over 200 people in 21 universities. There were ta t#the data presented. The level
of the job performance of librarians in universitieg 1 -East, Nigeria was high according
to the study. According to the study, @'@ns had high job performance. It was
recommended that librarians get regular %\g\g or acquire new skills so that they would be
able to meet the demands of the gh g work environment!'?.

The study was conductm& ighrian Public Universities to examine the essentiality of
motivation in enha he e.ffectiveness of librarians in Nigerian public universities. It
adopted correlation sufvey research design. Its population consisted of 1,254 librarians in
public n'w@&'braﬂes in Nigeria, from which 923 were selected using simple random
sampt %he research instrument used was a self-developed questionnaire. The study
rthat motivation is necessary in enhancing job performance of librarians in public
university libraries in Nigeria. It concluded that contrary to general belief, motivation level of
librarians in university libraries was high. It was recommended that university library

management should continue to promote values such as improved employee recognition,
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good leadership style and improved employees™ motivational programmes that would
increase productivity of its workforce. Contribution/ Originality: This study contributes in the
existing literature on impact of motivation on the productivity of librarians in the public
university libraries. This study uses correlation survey research design. The study originates

effect of motivation in boosting and sustaining the productivity of librarians. @y

documents motivation and productivity of librarians®®. <</

Libraries, especially those in higher institutions of learning serve as@edge bank of
es

1}/6 knowledge for

the society and are expected to generate, harness, disseminate@a
their immediate environs and the world at large. Achie&z/' bjective is however not

feasible without high performing workforce. Librah job performance is critical to

achievement of goals and objectives of the li@ he university as a whole. Motivated

employees are more likely to give their @{s

optimally means they must be well wated. This paper highlights the role of motivation on

ice. Therefore, for librarians to perform

employee performance general&%}n librarians’ job performance in particular. Drawing

from extant literature, th%)er iscusses extensively the concept of job performance, the
e

N

components of | ob: @

motivations afd, thetr=foles in the job performance of librarians in public university libraries.

ance, factors that influence job performance, intrinsic and extrinsic

The p gludes that conducive work environment, impartial reward system and
empowerment can motivational factors that can enhance librarians’ job

e
perfdfmance. Recommendations were advanced for management action®.

In North-East Nigeria, Job Performance of Librarians in Federal University Libraries was
investigated. This study aimed to find out the influence of motivational factors on job

performance of librarians in Federal University libraries in North-East Nigeria. Survey
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research design was used in this research. The population of the study was 275 librarians from
the six Federal University libraries in North-East Nigeria. Total enumeration technique was
employed. A validated self-constructed structured questionnaire was used for data collection.
A response rate of 61% was achieved. Data collected was analyzed using descriptive. The

findings revealed descriptively that librarians’ job performance was moderate @1

mean score of 2.80 on a five point Likert scale with quantity of work output% least

score of 2.69. The extent to which librarians were motivated had an o an score of
2.00 which showed a low extent of motivation on a five Likert typd@'ﬂhe most prevalent
motivational factor is compensation (Mean = 2.07) whil g@&tion of librarians was
X=1.87, which indicates that librarians in these institu@de not recognized. The study
concluded that motivational factors in these feda% sity libraries in north-east Nigeria
were low, therefore recommending that therv(\ d be an increase in the extent of motivation
management of the library. Also, the&ly encouragement to improve performance of

librarians in the libraries by the za(/ nt of the libraries and the institution at large™

Academic library mana need*to understand the work motivation of their staff and what
| )

inspires librarians Mnum productivity and enthusiasm as well as what prevents them

from strivini ch excellence. In a literature search, the authors found only one previous

study o motivation of librarians in Vietnam, indicating a need for further research in

tUsing a self-designed questionnaire based on Abraham Maslow’s hierarchy of needs,
he

t thors surveyed and interviewed 220 librarians who work in 78 libraries to find out what
factors affect their job motivation. The study also points out differences in motivations

between academic librarians and other librarians and makes recommendations to help library

managers improve staff performance’’.
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2.3.2 Leadership Style and Job Performance

In Paskistan, research was carried out on Leadership Styles and Employees’ Productivity. The
main purpose of this research study is to examine leadership styles (autocratic, democratic
and transformational) containing along with employees’ productivity in carefully chosen

public university libraries of Sindh Province. So, for this purpose, the descr® ey

design is used in this study along with the nature of quantitative research gy. The
overall population for this study is comprised of two main public un&es of Sindh,
Pakistan. 1) University of Sindh, Jamshoro; 2) Mehran U B&\x f\Engineering and
Technology (MUET) Jamshoro, Sindh Province, Pakis%/ ple size for this study

containing a total of thirty-one (31) library employee librarians, which signifies the

total population of academic employees called l'bﬁ%: in the institutes considered, was used.

Data was collected through a structured @\mn ire survey. The sample size for this study
was thirty-one (31) respondents. Dat%ﬂ

statistical techniques likewise @r, percentages, mean and standard deviation. Results

yzed through SPSS software by using different

for this study revealed im\pMnentation of autocratic, democratic, and transformational
e

leadership styles :;@ s of the University library employees called librarians. The

transformatio%

study ¢ concluded that the leadership styles of university library employees distress

of leadership is largely accepted followed by democratic style. This

t% ncy of the employees under their supervision. This research study also endorsed that
the Y¥érmation of a better working environment, along with the adoption of good leadership
styles that will absolutely develop the responsive relationship amongst the head of

departments of all libraries with their subordinates’.
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Leadership style has often been considered as one of the vital factors that can enhance
employees’ commitment and it is seen as the live wire for the attainment of organizational
goals. Although research has focused on the nexus between leadership styles and employees’
commitment, little consideration has been paid to identify the influence of demographic

variables on the nexus between leadership styles and employees’ commitment i

thereby leaving a gap. It is based on the foregoing that this article examines e ¥laftonship
between leadership styles (transformational, transactional, and laissezf&Xdership) and
employees’ commitment and also identify the influence of derr@\ﬂo\variables on the
relationship between leadership styles and employees’ co % in Lagos State Civil
Service Commission of Nigeria. The survey data wer % from the employees of the
organization, and the Statistical Package for Soci (SPSS) version 22.0 was used for
the statistical analysis. The results show& there is a significant medium positive
relationship between transformational leaders[ip style and employees’ commitment, whereas

transactional leadership style

}% insignificant small negative relationship with

employees’ commitment. Ip addjtiph, laissez-faire leadership style has an insignificant small

e
positive relationship g&m loyees’ commitment in the study context. The study, therefore,
p

recommends ‘K ces’ commitment is more likely to be achieved when the appropriate

leadershi s dopted and specific demographic variables like gender, age, marital status,
N

acaﬁ alification, and employment status are taken into account regarding the role they
@1 the relationship between leadership styles and employees’ commitment of Lagos State

Civil Service Commission of Nigeria’>.

Leadership is key to good performance since it coordinates both utilization of human and

other resources in the organization, good leader motivates employees and motivated
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employees does not only increase his or her job performance and commitment within an
organization, but also goes beyond the job requirements thus increasing the organization’s
general performance and making it more profitable. The aim of this study was to explore the
relationship between the leadership styles and performance of the Turkana County. The study

adopted a mixed method approach and employs an exploratory survey design. Que ‘o.%m

were used to gather data from the employees Turkana County. Slmpl ultiple
Regression Analysis was used to determine whether a relationship %\between the
independent and dependent variables. On the other hand, qualita‘u@{ from the interview

guide was analyzed by content analysis; this involved s@nd grouping the data

according to emerging themes in line with ObjeCtIVGS d The study revealed that
there is no perfect leadership style but accordmg 0 dy the following leadership styles
influenced employee’s performance; afﬁl eadershlp 49.5%, authoritative leadership

style 52.2% of employee’s performan: a therefore it was concluded that the two

leadership styles influences %( rnment employees style in Turkana County and

therefore the two styles sw opted and not each style on its own’*,
@ .

Another set of olisd rposive sampling technique was used to measure transactional,
transactional & €sez-faire leadership styles, a subordinate's perception of his/her
superios rship style was collected by reviewing the multi-factor leadership

naire!’. The researchers created questions to measure the impact of transactional

leadsfship style. Descriptive analyses of demographic information were used to analyze the
data. Linear regression and Pearson correlation were used to test the hypotheses. According to
the study, universities that want to achieve better performance from their employees should

try to exhibit more transactional and transactional leadership styles. In order to develop the
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leadership capabilities of employees, universities should implement leadership training and

development programmes’>.

Similar findings were also reported by researchers who explored the relationship between
leadership style and job motivation, the primary data collected was subject to both descriptive
and inferential statistics. There is a statistically significant relationship \e\ job
motivation and classical, transactional, and organic leadership styles, s\ is no
significant relationship between visionary leadership style and job oﬁ%. The results
found a correlation between leadership style and job motivatj {%\w ﬁ as a correlation

between leadership and number of years of experience’ rcher from Delta state,

Nigeria conducted a study to determine the role of leew@style on the job performance of
university library personnel in the state. a ranc@ f

five university libraries in the state. Th. ‘ka\ rship measurement and scales were used to

94 people was surveyed. There are

conclude the leadership tendencies o%a ersonnel. There are four leadership styles in the

libraries of Delta State®®. In a r@}udy, it was found that transactional, transformational,

and laissez-faire leadershi s%’are found in the south-south universities of Nigeria. The

flexibility of the -%.‘ regarding these leadership styles is what makes the amount of
(S

training and %

underst f the importance of involving subordinates may have contributed to the

ces regularly organized and attended by these librarians. Recent

ession of these leadership styles.

Researchers from Delta state equally determined the influence of university librarians’
leadership style on the job performance of professional librarians in university libraries in the
North Central Zone of Nigeria. The major findings of the study showed that: The librarians in

the North Central Zone of Nigeria adopted more of a transformational leadership style. This is
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followed by the bureaucratic leadership style less laissez-faire leadership style and far less
transactional leadership style. The study showed that the job performance of professional
librarians is not influenced by the leadership style of university librarians”. The study found
that transformational leadership style has a positive influence on library personnel job
performance. Workgroups that were very productive and had high levels of moti '0&5&;
typical of this style of leadership. The researchers recommend that head%%ersity
libraries should be encouraged to adopt a transformational leadership @ace it yields

higher results in the job performance of subordinates and conseque@sém’ satisfaction with

library services”’. @

The impact of University Librarians' leadership styl@ductivity was investigated in a

related study. Frequency counts, simple perc t}% ean scores, and standard deviation

were used to analyze the data. The adop@Qe dership styles by the University librarians
h

was shown in the findings of the stu. ansformational style was adopted the most. The
rate of staff productivity was fi %nclude the ability to work till closing hours, efficient

interaction with users, aq&m.n ng new ideas into the library, among others. High staff
productivity is on Q ways the leadership styles of librarians affect staff productivity.
There are a Qﬁ“(
libraria Qe

adership styles that affect productivity and recommends the creation of a

ctors that affect productivity. The study concludes that University

g king environment and good leadership styles that promote a good relationship
b;%en heads of libraries and their subordinates”’. A group of researchers conducted a study
to determine the effect of leadership styles on job performance. The work environment and
leadership style affect job performance according to the regression analysis. The impact of

different leadership styles on the performance of university employees was discovered by
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Nigerian researchers*. According to the study, transformational leadership styles contributed
more than the other two due to their ability to share decision-making amongst subordinates.

The researcher thought that ineffective leadership might harm output’®,

The impact of leadership styles on librarians was investigated by researchers. The study used
hhiyue,

the ex-post facto research design, which utilized the non-probability samplir@

involving purposive and accidental sampling, and data was generated throu onnaire
and analyzed using both descriptive and inferential statistics: After the\researclt question was
answered, the hypotheses were tested. The effectiveness of librag ‘\a e\cted by leadership
styles. Professional librarians should use a transformatio hip style to bring about

good service delivery, effective performance, and en% productivity”, 8 there is more
e

than one set of objects. The purposive samplin té@ was used to measure transactional,

transactional, and laissez-faire leaders@%e , a subordinate's perception of his/her
C

superior's leadership style was % by reviewing the multi-factor leadership

questionnaire. The researchers@}ed the impact of the transactional leadership style.

Descriptive analyses wer%d.t analyze the data. Linear regression and Pearson correlation

were used to test theses. According to the study, universities that want to achieve
G

better perfortﬁ\c

transacti dership styles. To develop the leadership capabilities of employees,

m their employees should try to exhibit more transactional and

upi \cs should implement leadership training and development programs®!" The primary
datav€ollected was subject to both descriptive and inferential statistics, similar findings were
also reported by researchers who explored the relationship between leadership style and job
motivation. There is a statistically significant relationship between classical, transactional, and

organic leadership styles and job motivation. There was a correlation between leadership style
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and job motivation, as well as a correlation between leadership and the number of years of
experience®?.

A study examined the power of job motivation and job performance as a tool to enhance
library personnel effectiveness in the discharge of their duties and highlighted the role of

motivation in enhancing job performance. Interviews and questionnaires were use

data. The two hypotheses used for the research were correct. According to t dipgs, the

financial method is the most popular way of job motivation. The importa@notivation in

reward systems is what motivates University library personnel®®. &\ \

A\

The role of leadership style on the job performance oﬂ&a(/ onnel was looked at by

researchers. The leadership measurement and scales \( sed to conclude the leadership

tendencies of librarians. The criterion mean @ oordinating heads of these libraries
1

exhibited the most dominant and ov &Q
n

relationship between leadership st

g leadership styles. There was a low
ob performance. According to the study, the
effectiveness of university libr@&lld be dependent on the managerial expertise of the
head librarians and the o@ﬁave leadership training regularly. To objectively collect
information from t dents, the paper adopted a survey research design. The study used
total enumer n.{FUe data was collected using a self-developed, validated, pretested

Cronbaeh! %a reliability coefficient and the results revealed that librarians/library

do not exhibit or adopt the transactional and laissez-faire leadership style. The
er

p mance of library personnel in the universities was very good. There was a correlation

between leadership style and job performance. It was recommended that librarians use a

mixture of transactional and transformational styles of leadership in their library
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administration to enhance better job performance among library personnel and that the use of

a laissez-faire leadership style should be discouraged by librarians®*.

Researchers examined the role of leadership style on the job performance of library staff. The

leadership measurement and scales were used to conclude. The criterion mean is % The
h

coordinating heads of the libraries had overwhelming leadership styles. The ®
between leadership style and job performance was low. According %\% dy, the

effectiveness of university libraries could be dependent on the mar&eiia exXpertise of the

ip

head librarians and they should have leadership training regul ;{h&e %)er used a survey
research design to objectively collect information from th€ r ents. Total enumeration
was used in the study. The data was collected usin &dgveloped, validated, pretested
Cronbach's alpha reliability coefficient and thereSwultsyrevealed that librarians do not exhibit
or adopt the transactional and laissez-f; 'Q{d ship style. The library personnel in the
universities did a good job. Ther%&’

performance. It was recommen% at library personnel use a mixture of transactional and

correlation between leadership style and job

transformational styles %de ip in their library administration to enhance better job

e
performance amo ns and that the use of a laissez-faire leadership style should be

discouraged b§Nibrariens®>.

O
The stu%estigated to establish the relationship between leadership styles used by top
ent and how they motivate middle management managers. Two techniques are used
by the Civil Aviation Ministry in Egypt. The purpose of the study is to find out which style is
being used. The research instrument was used to collect the data. The top managers in MOCA
use a transactional style of leadership that reacts to their job motivation more than the other

way around”. The leadership style adopted by university library personnel is transformational
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and laissez-faire and this has a lot of influence on how dedicated, devoted, and committed the
library personnel are to their work in the library. It was recommended that university library
personnel put into consideration several issues before adopting a particular leadership style as

this will either make or mar the effort of the leader towards achieving the overall goal of the

library which is to satisfy the information needs of its users®® %’ :\V\

At the Regional secretariat of the Mentawai Islands Regency, the inﬂuenc@ﬁm style

and work environment on performance with job motivation and&b tiSfaction is an

intervening variable. Random sampling is used. Path analysis i hﬂ&fo I}ypothesis testing.
The leadership style had a significant influence on job mo (a(/ e work environment had
a significant influence on job motivation, and the lea ipAstyle had a significant influence

on job performance. Job motivation has a si n}@ influence on job performance, Job

motivation has a significant influence 01®Qr rmance, job motivation as an intervening
\4

variable gives a significant inﬂuenc%

motivation has a significant in@hetween the work environment and job performance®®

A

leadership style and job performance, and Job

An empirical revie
of librarians i&
and an h simple percentages and Frequency tables. Motivational factors such as an
0 ity for promotion, good working conditions, and involvement at work, promotion,
ari%nancial reward affect job performance and satisfaction according to the findings. The
study found that motivation is the most important factor in determining staff performance.

Ensuring well-set library goals, salary increments, the existence of an opportunity for training,
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sincere and annual appraisal, concrete job description, and opportunity to participate in
decision-making are some of the things the study recommended®’.

The study examined the effect of motivation on performance. A research design was used.
The employees of Pam Golding Properties were included in the study. The study used a
variety of methods to rate the importance of motivational factors. The package w \%\o
analyze the research. The management of Pam Golding Properties used m lV oftal goal
setting. Despite being specific, the management allowed the employee %\a ivolved in
setting goals. There is a lack of regular training for employees K@@\e their skills and
knowledge. During on boarding or to achieve their goals, the@a mentorship program.

Training programs should be implemented by the ma % Employees at Pam Golding

Properties were dissatisfied with the monetary pac 0V1ded by the organization. When
compared to other real estate organlzatlon ayment received and benefits package was
not seen as being competitive. The stu cluded that money was a motivator for the

personnel and that the company gh rease the monetary and benefits package they give,
but they were not effectiv in\f&uing employees to perform. The current recognition and
reward programs we, % .unfair by the employees. Management should re-engineer the
current recognitiod\and ¥eward program to change the perception of personnel performance®.

A study %ﬁcted to investigate management styles and job performance in small-scale
e erprises. Six research questions were formulated. The design was adopted. The
% size was selected using a formula. Data was collected using the Management Styles
Questionnaire and Employees Performance Questionnaire. The instruments were tested to be

reliable using Cronbach Alpha and a coefficient of 0. 90 were obtained. A total of 373 copies

of the questionnaire were retrieved. Pearson Product Moment Correlation was used to answer
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the research questions. The results of the analysis of the research questions showed a positive
relationship between management styles and job performance, except for transactional and
laissez-faire management styles. The result showed that the participative management style
was more positive for employees than other management styles. Operators of small-scale

business enterprises need to involve their employees in decision-making so tl{%ﬂ%m

improve their performance®'.Conflict management practices in Nigerian univer€itid€ are being
investigated. A qualitative research design was used. The cultural Value@n uenced the
choice of authoritative, transactional, and transactional leadership \(é\wire found. Results
show how Nigerian academic institutions are bureaucratic. @management and work
engagement practices were influenced by some context\@&ﬁule& The study suggests that

policy and practice can affect the direction and deye t of effective leadership®!.

233 Job motivation,@ﬂ Styles, and Job Performance in University Libraries

e
Job performance ma epend on an individual factor but a combination of several factors

which may d&'ne ether an employee will reach the target set by the employer and
Y

contribut

hav o Yovestigated multiple factors concerning job performance. In one of such study

ly to the achievement of organizational goals. In line with this, researchers

(w%tted in Germany examined the relationship between leadership styles, motivational
stances, and job engagement. The study adopted a survey research design. A convenience
sample of 128 people was used in the study. Participants from 28 different nations were sent

questionnaires via email to gauge their opinion. The study population consists of salespeople
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in an engineering company. The research instrument was a combination of various scales such
as Servant Leadership, Empowering Leadership Questionnaire, Work Extrinsic and Intrinsic
Motivational Scale and the Utrecht Work Engagement Scale. The study found that the

majority of the leaders demonstrated servant leadership. The responses show that the leaders

usually adopt motivation instead of threats (Mean=3.96) and the employees enjoy E%f

accomplishment (Mean=4.36)"* <<,

a i}s. The study used

The study investigated the role of transformational and transactio@hip styles on
employees' sense of empowerment in subsidiaries of multinatio &Q

a mixed methodology, collecting primary data through qu&z/ alysis of semi-structured

interviews with leaders in Asian subsidiaries and usin ifactor leadership inventory for
quantitative analysis. The Avolio and Bass fuﬂx‘ e Yeadership framework was used for the

questionnaires. 80% of the respondent \qie that leadership styles have a profound
08}

influence on the development and s%

of leadership to employees®. \<§\

Researchers from Aust *erducted a study to find out if replacing a leader with someone

powerment®® The study shows the importance

else who uses th@tional leadership style would change outcomes. The study used a
questionnai x\allowed both open and close-ended questions. The population of the study
is made 230 employees in a banking and insurance organization from which data was
% over three years using an online employee survey. Data analysis shows that
replacing a leader with another leader who has transactional tendencies brought about changes
in the organization. It was found that there had been a significant increase in employee
participation. The most effective approach in a knowledge-based environment may be a

transactional leadership style. This applies to university libraries*.
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Researchers in Indonesia examined the impact of leadership, motivation, and job satisfaction
on civil servants. The study used a survey research method and a random sampling method.
112 members of the Padang Pariaman District Education and Culture Department were
included in the study. Path Analysis and SPSS 16 are used. The data were analyzed through a

structured questionnaire. The right leadership styles can increase employee motiv

4%. Leadership and work motivation influence job satisfaction. 3%. There §§ a
difference in the significance of the leadership variable. The motiva@xlable has a
significant value. 000). Also, 34. Leadership, motivations at work@Qb\satisfaction make
up 1 percent of the effect on performance. The path for oth@es outside of the study
has coefficients of 3. A significant value is 0. The leada% iable has a significance level
greater than 0. Where is the motivational V%. he motivational variable has a
significance level lower than 0. There is %ate for 0. 06 °°. According to the study,

leadership style does not have a directggl}nce on job satisfaction. Job satisfaction was

influenced by job motivation®. ((?%

In Nigeria, the role of lead&%ﬁyle and work climate on the job performance of librarians
was examined. A n@ search design was used. The population is made up of librarians
from the 32 egtnfc libraries in South-West, Nigeria. Random sampling was used to pick
librarie ple were used for the total. Leadership style, work environment, and other
f: ere found to have a positive influence on the effectiveness of libraries. Leadership
&s important to the performance of library personnel. The work environment is a factor
affecting employee motivation. The influence of work relationships, workload, and work
environment on librarians' job motivation was studied by researchers in Nigeria. There are

eight universities in Southwest Nigeria. The researcher collected data from professional
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librarians. Descriptive and inferential statistics were used to analyze the data. There is a
correlation between job satisfaction and perceived work relationships. The leader's work
atmosphere would affect the job satisfaction and job performance of librarians. Although

studies have been able to show the influence that leadership style has on job performance and

also show the influence of motivation on job performance, none of them have com@&h

variables to find out their combined influence on job performance. %\é')(,
&
\\\
Q@\\
2.4 Conceptual Mod \\%?\
S
O
QQ
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Fig 2.4: Co@@?mmework showing Job Motivation, Leadership Style and Job

Performa

esarcher2022.

The theoretical framework used for this study was used to develop the self-constructed

conceptual framework model. The conceptual framework is based on the job performance of

personnel in the University libraries of Oyo State, Nigeria. There are two parts to the model:

independent variables and dependent variables.
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Job performance is a dependent variable in the study, it is seen as the ability to carry out the
core library activities by library personnel based on the field of specification in other to attain
the library objectives. The study is looking at the quality of work, commitment, effectiveness,

and efficiency of library personnel. Task performance, contextual performance, and adaptive

performance are adapted from Triachy theory*!. :\V\

The task performance of the library depends on how library personne@he core

duties such as the acquisition of information resources, reference seyvic taloging and

classification, circulation services, and users’ education, these ar; ﬂ@\ere activities for which

the library is known and will ultimately be used to g%/ rall performance. While
ary

contextual performance can be seen in the readines personnel to help out one

another, adaptive performance is the ability @ ary personnel to adapt to changes

caused by emerging technology. To exce h\a these dimensions of job performance, library

personnel needed to be motivated wi@e e and acceptable leadership styles.

Job motivation as the first ind@? variable is an incentive and action that drives library
personnel to efficientl out their assigned responsibilities diligently towards achieving a
set goal. Job Motifat measured by two motivational factors of Herzberg's theory such as
motivator xygiene factors.*® Motivator factors include Work Responsibility, work
Reco n@work Achievement, work Advancement, and Growth opportunities. While

actors include: Library Management Policy, Relationship with Supervisor, and
Librarians’ Salary Work Conditions Individuals are pushed towards achieving a set goal by

job motivation.
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Leadership style refers to how the leader gives direction, makes plans, and motivates people.
Leadership style is important for efficient services and library personnel are expected to
possess leadership skills to properly lead and manage their library. According to scholars,
librarians should adopt all three types of leadership and how they contribute to the
effectiveness of the library. Leadership styles are measured by transformational, tra ht\?ﬂd,
or laissez-faire adopted from the Full Range Leadership theory*? %

Transformational leadership seeks to effect useful change amon@ersonnel and

n\d motivate their

transform them into leaders. Library managers who can ?ﬁ{é(
subordinates through intellectual stimulation and indi& ;

more efficient at their jobs. It means that library ma% ill reward productive employees

and punish nonproductive employees. @

Transactional Leadership is a kind of lea er&tyle that relies on the self-interests of library

onsideration make them

personnel to motivate and direct t@brary managers can practice active management by

exception in which they re}@y

immediate corrective a@vhenever library services or processes are not going as expected.

supervise library personnel as they work and take

In passive man@ by exception, library managers only intervene when their

subordinat «ther stakeholders report any anomalies.

The@s%“aire leadership style is a type of leadership style in libraries that allows

—

ib ns to make strategic decisions and is also known as the delegative leadership style. It
has a good relationship with subordinates. The library managers stay away from the day-to-
day operations of the library and focus on the strategic aspect of management. The effect on

the job performance of library personnel will be examined in this study. As shown in the
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conceptual framework of this study, the conceptual model is anchored on the theories as

follows:

a) The job performance of the library personnel is conceptualized on constructs of task

performance, contextual performance and adaptive performance are the three constiicts of

The Triarchy Model of Employee Performance. The more the library personn%%j out
rary.

their duties effectively, the more the patrons make use of available resourc%\%

b) The constructs of Herzberg's motivation theory are motivator a%giegl factors." Work
nce

<)

tionship with supervisor,

responsibility, work recognition, work achievement, wo ment, and growth

opportunities are included. Library management pQlidy)

librarians' salary works conditions. The library p@@would be more productive if they
were motivated by all the factors. \\

c) Leadership styles are conceptuali e&}he constructs of the theory of Full Range

Leadership Model, these includg t ational, transactional, and Lassiez-faire leadership

styles. The effectivenesxft adership style adopted by the library manager has a

significant effect on ality of the library outcomes.

The concept ragﬂxork explained that the two variables Job Motivation and Leadership

Styles % nce the job performance of library personnel at a university in Oyo State,

2.5 Summary of Literature Review
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The literature reviewed in this study has given a clear insight into the key concepts of the
study such as job performance, job motivation, leadership, and leadership styles. According to
the summary of scholarly opinion, job performance is the responsibilities performed by
employees to get an expected value and it is made up of various dimensions which can be
grouped under task performance, contextual performance, and adaptive performa \wbst
scholars believe that the extent of measuring job performance is related to the @&vhich
employee performs their core routines. If individual job performance lea ganizational

job performance, then performing statutory duty is not en N\ Adding contextual
performance and adaptive performance is important. (—}

&
Contextual performance is all about employees ma@work environment pleasant for
themselves as well as their coworkers. In libr r%u cess depends on everyone working
together and this is important. Contextu. @mce is based mostly on the personality of

the employee and the culture of the%

about the employee's ability to@“to new work structure, technology, and other things.

ion's performance. Adaptive performance is all

dimensions of per@{are dependent on leadership style and culture.

The major%&hip styles reviewed in this study are transformational, transactional, and

laissez—%l’

ransformational leaders include everyone in the decision-making process while

Library personnel are as%to nlearn and relearn to remain relevant in their job. The

e leader of the transactional group assumes total control of the decision-

laissez-faire leader allows everyone in decision-making. This explanation shows a broad

outline of the features of leadership styles.
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Library personnel performance is influenced by the leadership styles adopted by library
managers under the transactional style of leadership in which the main role of the leader is to
remove the obstacle to library personnel performance and to lead the achievement of the
vision by the team. A transformational leadership style is one where organizational
performance is tied to every member of the team regardless of their rank. Library B@ml
performance under a transactional style of leadership which offers a high degre®Cof eontrol

and limited participation of members in decision making is likely to be a if the leaders

have a narrow and subjective idea of what success may look like. &\ \

In a transactional environment where members' commit&/ #Wity, and innovations and
involvement in decision making are limited, some o@x ns may prosper whereas others
may fail. This is due to how the leader appl@r

over the activities. The level of trani’ag\al leadership may boost library personnel
1

skills and how he/she keeps control

performance, but it may not last si

personnel's performance is d@?ﬂ on him and their existence. Library personnel
performance under the leag@\pgtyle of laissez-faire is likely to suffer because of no control
‘ e

and clear direction: diNeam may assume to be taking the right direction which may not be

ilt on fear and coercion. The vision of library

the case as a résylt adership style.

The ma%rce of motivation for library personnel is the responsibilities performed good

"

ship with colleagues, the work environment, financial incentives, good supervision,

and promotion prospects. Library personnel effectiveness can be improved by motivation and
leadership style. The goals and objectives of the library and the university are dependent on

the job performance of librarians. Employees who give their best service are more likely to be
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motivated. To perform well, library personnel need to be well-motivated and encouraged to

do their job.

The reviewed literature indicates that the majority of library personnel in Nigeria were poorly
motivated while very few of them reported that they were well or moderately motjvated.
E as

Therefore, for library personnel to be effective in carrying out their traditio@

custodians and disseminators of information, they should be adequatel% d. Low

\

performance is a general problem that presently thrives in many Kcift articularly in
the government and

developing countries, irrespective of the constant efforts m%

management of these organizations to increase their perfo &L

The level of performance in most public universit @m today is low due to the lack of
motivation of its personnel, especially the dibDraridm$. It is important that employees are
adequately and fairly motivated by thei@yers if they want to increase their level of
performance in any organization.
employee ability or competeme\,

perform such tasks andQA\vel of organizational support that individual employees receive.

%aj or factors influence the performance of librarians:

rform any given task, the amount of effort exerted to

Librarians need th) e effective in their information processing and dissemination duties

if their Wor®{\dition is improved by their employees.

The@%king condition refers to all the circumstances affecting labor in the workplace,
i@ing job hours, physical aspects, legal rights and responsibility, organizational climate,
and workload. Enhancing employee performance is dependent on conducive working
conditions. Several scholars suggested that librarians should be provided with stress-free

working conditions. They are likely to be absent from work, stressed, and fall ill if this is not
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in place. Most of the scholars examined the impact of motivation and leadership style on
librarians in public universities but failed to investigate job motivation, leadership styles, and

job performance of library personnel in university, Oyo State, Nigeria
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Chapter Three
Methodology

This shows the methodology adopted for this work. The specific procedures or techniques

used in identifying, selecting, processing, and analyzing information about empirical @Qh

% the

works refer to research methodology. It provided information on researc

3.1  Research Design ((/

The research design adopted was a descriptive surv, ﬁ;h design. This method adopted
allows the researcher to calculate the relatio&@ong the variables of the study which
enhanced relevant and accurate informatj ?\ e study allows the researcher to focus on the
real subject of the research Variable%g(ﬁivation, Leadership style, and Job Performance
of Library Personnel in Univerg(, ibraries in Oyo State, Nigeria) that data were obtained
N
.

without manipulation o

3.2 Populatio‘ OQ Study
The poor this study comprised Librarians, Library officers, and Library assistants in
1

bot@ic nd private Universities, in Oyo State. As obtained from the national university

Y

cotmpission website, there are Ten (10) universities in Oyo State one was established by the
federal government, two by the state government, and seven by private individuals and
organizations. The total number of library Personnel under study was expected to be one

hundred and sixty-four (164). The detail is presented in Table 3.1
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Table 3.1: Population of the study

S/N Name of Universities Ownership Librarians Library Library Total
Officers Assistants

1 Ajayi Crowther University, Private 7 5 3 15
Oyo

2 Lead City  University, Private 9 3 2 14
Ibadan %\

3 Kola  Daisi  University, Private 2 - 1 3
Ibadan \

4 Dominican University, Private 4 - %1 5
Ibadan &\ \

5 Precious Cornerstone Private 2 (_—} - 2
University, Ibadan <&

6 Atiba University, Ibadan Private 1 % 2 - 3

7 University of Ibadan, Public $ 49 - 77

8 Ladoke Akintola University, Public ‘\\ 22 - 40

Ogbomoso < \
9 Oyo  State  Technical %ﬁc 2 1 1 4
University,

10  Dominion Unive <'t§~/Private 1 - - 1
Ibadan. & .

Total 73 82 9 164

Source: Univﬁ&@nlmstraﬁon Office from each University (2022).

33 ﬁ@ize and Sampling Techniques

§ sampling technique was used for this study due to the manageable population and

therefore, the entire 164 library personnel from the 10 universities in the Oyo States were
used for the study. The uses of the census technique were based on the population of the
library personnel in the study, it was meant for manageable research purposes and thus,
consider a suitable method of sampling technique for this study population'. In the study,
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Librarians, Library officers, and library assistants in both public and private Universities, in

Oyo State were included. The details are presented in Table 3.2

Table 3.2: Population of the study

S/ Name of Universities Ownership Librarians Library Library Total

N Officers Assistants

1 Ajayi Crowther University, Private 7 5 ?\ 15
Oyo %

2 Lead City University, Ibadan  Private @(/

3 Kola  Daisi  University, Private 2 %\ 3
Ibadan \

4 Dominican University, Private 4 \& 1 5
Ibadan %(j

5 Precious Cornerstone Private 2 &(, - - 2
University, Ibadan %\

6 Atiba University, Oyo Private % - 3

7 University of Ibadan, Ibadan  Publi 27 49 - 77

8 Ladoke Akintola University, Pu@ 18 22 - 40
Ogbomoso Q

9 Oyo State Tech V’ﬂ lic 2 1 1 4
University, \,

10 Dominion Univergity™Nbadan Private 1 - - 1

73 82 9 164

Total ( Q
Source: Univ& inistration Office from each University (2022).

%ption of the Research Instruments

ain instrument for the study was a questionnaire. The questionnaire has four sections,

w

4

2

Section A Demographic data of the respondents consists of demographic information of the

respondents with seven items such as the name of the University, Rank, Gender, Age and

89



Academic Qualification, Designation/Rank, and Years of service with open and close-ended
options.

Section B Job Performance contains questions and statements about the Job Performance of
Library Personnel. It contains 16 statements measured on a four-point Likert of 4- Very High

Extent; 3-High Extent, 2-Low Extent, and 1- Very Low Extent. Examples of statem %\?Ns
&

section include; “My work environment is very conducive with basic facili@ “My
library does recognize my contribution to its success”. To ensure the mlid@he instrument,
all structures and items of the questionnaire were adapted from& u$, literature on the
variable under study. The job performance scale was also ada Tom another related study*.
Section C Job Motivation contains statements to m& e Level of Job Motivation
(Hygiene & Motivation factors) of library person@ universities in Oyo State, Nigeria.

Example of statements in this section inclydeS;¥My boss goes beyond self-interest for the

good of staff’, and “My boss takes ac@nly when the problem becomes serious “All

statements were measured on a o@ Likert scale such as 4- Very High Extent; 3-High
Extent, 2-Low Extent and 1-§§v§fow Extent. To ensure the validity of the instrument, all
structures and items %s’tionnaire were adapted from previous literature on the variable
under study. The Yob [fOtivation questionnaire was adapted from the Herzberg Motivation
theory qu ez.

Sec% eadership Styles contains statements on the type of Leadership Styles
(%formational, Transactional, Laissez-Faire) adopted among University Libraries in Oyo
State, Nigeria. The section contains 10 statements measured on a four-point Likert scale such

as 4- Strongly Agree; 3-Agree, 2- Disagree, and 1- Strongly Disagree. Examples of statements

in this section include; I managed to plan my work so that it was done on time”, and “I started
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new tasks myself when my old ones were finished” To ensure the validity of the instrument,
all structures and items of the questionnaire were adapted from previous literature on the
variable under study, leadership questionnaire was adapted from a standardized scale*

3.5 Validity of Research Instrument

The research instruments were subjected to the scrutiny of experts in the field ofdia

Information Science: the supervisor of this research work, professional libr field,
and lecturers in the department of Information Management, Lead City\U %\y They were
approached for their useful advice and input to validate the res Qst ment used for the
study. Both face and content validity were checked to ensu ization of the instrument

based on their useful response; the research instrumen & odified where necessary, before

administering to the respondents.
3.6  Reliability of Research Instrum< \\

The reliability of the research st has to do with the ability of such an instrument to
return consistent results @nistered on similar study populations even when the
| )
geographical locatio different. To ensure the reliability of the research instrument, a pre-

test was condﬁg@yng library Personnel at Joseph Ayo Babalola University Ikeji-Arakeji,

Osun S@ copies of the questionnaire were administered on a working day to 30
libr: nnel at the University's Main Library and the analysis of the data collected
&\med the reliability coefficient of the instrument. The result of reliability test Cronbach

Alpha was 0.97.

Table 3.3: Reliability Statistics
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Cronbach’s Alpha Number of Items

0.97 77

3.7 Administration of the Instrument and Method of Data Collection

The researcher collected an introductory letter from the Head of the De«é%gE of
3&3

Information Management, Lead City University, Oyo State, and afte ploy the
=

services of one research assistant to join in the administratior{ copies of the

\
questionnaire and was trained for two days on how to adminisﬁ\;b\&esearch questionnaire

on the respondents in his/her identified Universities@t researcher was actively
involved in the supervision and successful collection@\q

3.8  Method of Data Analysis \

The data collected from the respon%?&ﬂ the aid of questionnaires were analyzed using
descriptive and inferential st 15&.\ emographic data were analyzed using statistics

descriptive while research qudstionnaires were answered using both descriptive and

stionnaire distributed

.
inferential statistics @m mean, standard deviation, and percentage. Hypothesis one, two,
and three wer@ using linear regressions at a 0.05 level of significance. The criterion
mean was at 2.50 indicating that the average mean was placed at 2.50 indicating that
the ge mean below 2.50 was considered low and the average mean above 2.50 was
considered high. All these were achieved with the aid of the Statistical Package for Social

Sciences (SPSS) Version 24.

Endnotes
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Results and Discussion of Findings

The chapter is discussed the questionnaire response rate, analysis of the demographic
information of the respondents, answering the research questions, testing of the research

hypotheses, and discussion of the findings. The decision rule is that all items with g mean

score equal to or greater than 2.5 are considered significant while any item with g, facaiN\sgore
of less than 2.5 is considered not significant. The testing of the research is at a
0.05 level of significance which implies that any result above 0.05 implies he hypothesis

will be rejected.

4.1: Presentation of Demographic Data Analysis of R@
Table 4.1: Questionnaire Response rate \%

\

Number of Questionnaire Number of \%stio'nnaire Percentage of Questionnaire
Administered Retrieved (\ Retrieved

164 123 :. \y 75%

Source: Field Survey 2022 \)
As revealed in table 4.1, a to\\l, 64 copies of questionnaire were administered and 123
were filled and retum@\s‘gave a response rate of 75%. The response rate of 75% is

considered adequ@ae study because the standard and acceptable response rate in social

science on is 60%!

Table 4.2: Demographic Data analysis of the Respondents
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Name of Library Frequency Percentage %
University of Ibadan, Ibadan 63 51.2

Ladoke Akintola University, Ogbomosho 29 23.6

Lead City University, Ibadan 12 9.8

Ajayi Crowther University, Oyo 10 8.1

Oyo State Technical University, Ibadan 3 2.4 \V\
Dominican University 2 1.6 ®
Kola Daisi University, Ibadan 2 1.6 \B
Atiba University, Oyo 1 &

Precious Cornerstone University, Ibadan 0 ® \

Dominion University, Ibadan 0 cj 0

s

4
Total <~ 100
R
Gender S\
Male @ 57 46.3
Female (\\ 66 53.7
Total (\\J ) 123 100
Age Range w
30-39 years \</</ 32 26
20-29 years \ . 28 22.8
40-49 years Q{ 27 2
50-59 years &&) 24 19.5
60 years an@e 12 9.7
Tota(\\‘\ 123 100
ademic qualifications:
Ph. B 37 30.1
ND/ HND 32 26
Master’s Degree 30 24.4
Bachelor’s Degree 24 19.5
Total 123 100
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Years of Work Experience

10-14years 32 26

20 years and above 28 22.8

15-19 years 27 22

Less than 5 years 24 19.5

5-9 years 12 9.7

Total 123 100 A 0\§\
Positions/Ranks Yy‘
Library Officer 60 48 %
Librarian 34 2@

Library Assistant 29 ) & 23\6

Total 123 (\ 100

Source: Field Survey 2022

Table 4.2 shows the demographic distribution of @ndents Data about the institutions
of the respondents shows that the Universit n Ibadan had the highest number of
respondents 63(51.2%). This was foll \3 Ladoke Akintola University, Ogbomosho

29(23.6%); Lead City Unlvers 12(9.8%); and Ajayi Crowther University, Oyo

10(8.1%). The institutions Wl ast number of respondents were Dominican University

2(1.6%); Kola Daisi @(srty, Ibadan 2(1.6%); and Atiba University, Oyo 1(0.8%).
Precious Comer@mversﬂy, Ibadan, and Dominion University, Ibadan had no

respondent &
The tabl Qows that females had a higher number of respondents 66(53.7%), while the
1% 57(46.3%). This implies that there were more female respondents than male
respondents in the institutions investigated. Regarding the age distribution of the respondents,
the table revealed that 32(26%) of the respondents were within the age range of 30— 39years;
28(22.8%) fall within the age bracket 20 — 29years; 27(22%) fall within the age bracket of

40— 49 years; 24(19.5%) were within the age of 50-50; while the least was 60 years and above
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12((9.7%). This means that most of the respondents fell within the age bracket of 30— 39years.
Responses about the academic qualifications of the respondents revealed that the majority of
the respondents were Ph.D. holders 37(30.1%). This was followed by ND/ HND 32(26%),
and Master’s Degree 30(24.4%). The least was Bachelor’s Degree holders 24(19.5%).

Moreover, results regarding the years of work experience of the respondents rey, &mt
32(26%) of the respondents had work experience of 10-14 years. This was fo those
that had worked for 20 years and above 28(22.8%), 15-19 years 27(22@4 less than 5
years 24(19.5%). The least were those that had work experience QK\KA@&S 12(9.7%). This
signifies that library personnel with 10-14 years of work e nstltute the majority in
the libraries. Responses regarding the positions/ranks E<¢spondents indicated that the

majority of the respondents were library officers ). This was followed by librarians

34(27.6%). The least was library assistants&&6%). This means that the ranks of library

\(ﬁi@&,
S
S
QQ

4.3: Presentation of Research Questions
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Research Question One: What is the Level of the Job Performance of Library Personnel

among Universities in Oyo State, Nigeria

Table 4.3.1: Level of the Job Performance of Library Personnel in Universities Libraries in

Oyo State, Nigeria

L
Level of Job Performance VHL HL LE VLL a\?\SD
y 3
No % No % No % No % X[

O\
Task Performance ®)
I managed to plan my work so
that it was done on time. 54 439 33 268 13 183§%3 M7 296 1141
I know how to set the right %
priorities 33 268 58 472 % 7 9 73 293 866
I am always mindful of the main %
objectives of my library. 39 317 4%% 22 179 17 138 286  1.019
I have good planning habit. 28 22.@ 72 22 179 15 122 2380 929
I am usually able to perform my
tasks with minimal time and
offort. Q/ ' 33 268 33 268 19 154 273  1.064
I am able to separate main issugs \/
from side issues at work. Q&‘w 317 38 309 11 89 35 285 266  1.200
I wusuall Q productive
collaborationyTth my colleagues. 55 593 4o 341 33 358 12 98 265 914
Avéxaga Méan 2.80
Contextual Performance 315 989

I came up with creative solutions
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to new problems. 60 488 31 252 22 179 10 8.1
I always worked at keeping my
job skills up-to-date. 54 439 33 268 16 13 20 163 298  1.109
I actively participated in work
meetings. 61 496 24 195 11 89 27 22 297 1214
I always worked at keeping my %\E
job knowledge up-to-date. 44 358 22 179 45 366 12 9.@ 0 1.040
I did more than was expected of \
me. 34 276 40 325 27 22 2 9 270  1.063
4\ \
I am always willing to take on \
extra responsibilities. 30 244 41 333 3@ 19 154 2.67 1.014
I am always willing to take on *
challenging work tasks, when \
available. 16 13 66 % 18.7 18 146 265 .887
I started new tasks myself when &
my old ones were finished. 47 38.@ 154 20 163 37 301 262 1271
I kept looking for new challenges Q
in my job. {7&& 52 423 12 98 32 26 2.60  1.099
AN A
Average Mean A 2.79
QALY
St
Adaptive Performance
3.36 985
I use a variety of sources/types 77 626 25 203 9 7.3 12 9.8

of information to come up with
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an innovative solution

I willingly adapt my behavior
whenever I need to to work well

with others 65 528 24 195 23 187 11 89 3.16 1.027
Having to take on additional
work unexpectedly makes me
very anxious 64 52 23 187 13 106 23 187  3.04 1.176
I adjust my work practices if \
someone points out a better
solution 46 374 42 341 26 211 9 7.% 2 941
I am on the lookout for the latest \
innovations in my job to improve
the way I work 41 333 50 40.7 23 18.7& \7.3 3.00 905
Within my department, people cj
rely on me to suggest new
solutions 36 293 52 423 &/ 21 171 2.84 1.035
I strive to adapt, however \
difficult, to the working
I feel at ease even if my tasks &&
change and occur at a very fast @
32 26 187 46 374 22 179 253 1.066
e L
Average Mean ( \} 2.97
P
Grand Mean N 2.85
\
Criterion Mean . 2.50
’\\
Source: Field Su W!
Decision rule: 0&1, = very low, 1.50 — 2.49 = low, 2.50 — 3.49 = high, 3.50 — 400= very

high

Note: V igh level, HL=High Level, LE=Low Extent, VLL=Very Low Level

As shown in Table 4.2.1, the grand mean (X=2.85) is higher than the criterion mean ( x=2.50).

This means that the level of the job performance of library personnel among universities in
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Oyo State is high. The average mean obtained for task performance ( X =2.80), contextual
performance ( X =2.79), and adaptive performance ( X =2.97) are all above the criterion mean
of 2.50. Also, the mean obtained by all the items in task performance, contextual performance,

and, adaptive performance is above the criterion means.
4\\ \

S
QQ

Research Question Two: What is the Level of Job Motivation (Hygiene and Motivator

factors) of library personnel among universities in Oyo State, Nigeria?
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Table 4.2.2: Level of Job Motivation (Hygiene and Motivator factors) of Library Personnel
among Universities in Oyo State, Nigeria

Level of Job Motivation VHL HL LE VLL Mean SD
(x
No % No % No % No % )
Hygiene Factor
Library Management Policy
Ireceive the information Incedto 54 439 46 374 14 114 9 73 3 \2-906
do my job effectively <<,
The library policies are followed 51 41.5 37 30.1 23 187 12 9. %O
: S 03 .999
without deviation
The hbra}ry policies meet the 52 423 33 268 21 17.1 1%8 598 1.075
needs of library personnel \
Library personnel are involved in 32 26 61 496 25 > 4.1
. .. 2.98 794
making decisions *
Relationship with Supervisor %\
I have trust in my supervisors for 34 27.6 53 43\% 228 8 6.5 2.92 874
their encouragement \
I am satisfied with the leadership 44  35.8 &(0. 29 236 13 106
. : 291 1.008
style in my library
My supervisor 1s fair and 51 @23 187 22 179 27 22 730 1201
supportive <<,
Librarians’ Salary
My salary is being paid \6. 374 22 179 32 26 23 187
2.75 1.142
when due
My salary is adequat itgmyjob 39 317 33 268 27 22 24 19.5
LT 2.71 1.114
in this library
My salary is Qﬂpared to 43 35 33 268 15 122 32 26
that of p ith  similar 2.71 1.199
trainin 6
My sa& enough to take care 21 17.1 55 447 37 30.1 10 8.1
2.71 .847
of my needs
Work Conditions
My job description is clear to me 31 252 25 203 60 488 7 5.7 2.65 923
I am satisfied with my job duty 17 184:3 67 545 9 73 30 244 2.58 1.008
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I am well equipped with resources 31 252 26 21.1 35 285 31 252
. 2.46 1.126
that make my work effective
I have adequate of support from 17 13.8 34 276 55 447 17 138
2.41 .896
top management for my work
My work environment is very 21 17.1 32 26 42 341 28 228
. . : s 2.37 1.019
conducive with basic facilities
Average Mean 2.76\V\
O\
Motivator <<, N
Work Responsibility \%
I have just the right amount of 54 439 32 26 20 163 17 %
e . 3.00 1.079
responsibility for my capacity \
I have far more responsibilities 45 38.6 36 293 25 20. \% 13.8
2.89 1.057
than my colleagues %
I am not given extra responsibility 45 38.6 36 29.3 %} 17 138
. e 2.89 1.057
than my normal job description
I am given the autonomy to get 51 415 35 2 146 19 154
: . 2.88 1.08
my job done effectively \
Work Recognition \&
My library appreciates my 50 4 gy 26 16 13 25 203 2.87 1159
creativity at work
My library does recognize my 1 k\ 43 35 20 163 19 154
o . 2.86 1.051
contribution to its success
My library gives recognition %' 341 40 325 18 146 23 187
: 2.82 1.102
group achievement Q
Work Achievement X{ )
Personnel  in ibrary are 33 268 45 366 35 2855 10 81 =82 924
promoted in dug t
I am satis % itf the criteria for 40 325 31 252 37 30.1 15 122 578 1.037
promod my library
I am satisfied with opportunities 32 26 46 374 21 17.1 24 195
. . 2.70 1.063
provided for promotion
Work Advancement
My library permits and support 41 333 21 171 40 325 21 17.1 267 1114

me to attend conference/seminar
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My library management always 28 22.8 43 35 33 268 19 154
shows  interest in  career 2.65 1.000
development of staff.

I have great opportunity provided 31 252 35 285 18 146 39 31.7

for career advancement 2.47 1.183
Average Mean 2.79
Grand Mean 2.7

Criterion Mean

X,

Source: Field Survey 2022 Ov
Decision rule: 1.00 — 1.49 = very low, 1.50 — 2.49 = low, 2.50 — 3.49 = hi —400= very

high
Note: VHL=Very High level, HL=High Level, LE=Low Extent, VI/h= ow Level

Table 4.2.2 shows that the grand mean ( X =2.77) is higher t %r terion mean ( X =2.50).

This means that the level of job motivation (Hygi \?% otivator factors) of library
%

personnel among universities in Oyo State, Nigegia\ h. The average mean for both the

hygiene factor ( X =2.76) and motivator (i@are above the criterion mean of ( X =2.50).

However, some items in hygiene [my al&i\)adequate with my job in this library (X=2.71),

I receive the information I needgto job effectively (X =3.18), and my salary is enough

to take care of my needs (X = and motivator I have the great opportunity provided for
| )

career advancement (g% 7)Y are below the criterion mean.

Reseéarch Question Three: What are the types of Leadership Styles (Transformational,

Transactional, Laissez-Faire) adopted among University Libraries in Oyo State, Nigeria?

Table 4.2.3: Types of Leadership Styles (Transformational, Transactional, Laissez-faire)
adopted among University Libraries in Oyo State, Nigeria

Leadership Styles SA A D SD Mean SD
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No % No % No % No % (X)

Transformational Leadership Style

My boss treats me as an individual
rather than a member of the group 51 415 36 293 25 203 11 8.9 303 991

My boss can inspire anyone to do

their best 61 496 22 179 21 171 19 &Q T.138

My boss instills pride in me for

My boss always suggests new
ways to complete my work 51415 21 171 36 29, 3(%%\ 22 2. 1.091

My  boss emphasizes the

importance of having a strong sense x‘
of purpose 50 407 30 244 \ 8.7 2.87 1.145
My boss goes beyond self-interest @
for the good of the staff 2 341 3&&3 29 236 19 154 280  1.079
My boss spends time training and \

Qs?“

caching 42 3 300 21 171 23 187 280  1.109

44 51 415 21 171 21 171 2.73 1.017

My boss helps me to develop my ((/E
strength. @i

My boss expresses confide
myablhtytoacme"esetgﬁ, 32 26 39 317 34 276 18 146 269 1017

My boss displays a f power
and confidence

39 317 30 244 29 236 25 195 2.67 1.143

N 2.84

My boss waits for things go to 57 463 34 276 17 138 15 122 08 104
wrong before taking action

My boss focuses on finding faults

instead of suggesting better
alternatives 51 415 24 195 28 228 20 163 2.86 1.133
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My boss takes action only when the
problem becomes serious

42 341 33 268 32 26 16 13 2.82 1048
My boss always tells me the task I
have to complete and the exact way
it must be done 35 285 42 341 25 203 21 171 2.74 1.055
Keeps track of all mistakes 33 268 43 35 36 293 11 89 2.70 941
My boss focuses attention on my \Q “
mistakes or deviation from
standards 41 333 31 252 24 195 27 22 B7 1.152
My boss offers rewards for $\
employees to do well 43 35 2 179 33 268 03 267 1156
My boss always threatens to punish \
an employee who fails to meet his
expectations 39 317 29 236 29 Q 5 211 2.66 1.137

X
Average Mean \ 2.78
\Q%
Q\‘

Lassiez-faire leadership style
My boss avoids making difficult 23 187 25 203 34 27.6 41 33 285 95
decisions
My boss is often absent when
needed 36 293 46 374 26 211 15 122 2.84 987
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Delays responding to wurgent 36 293 42 341 30 244 15 122

. 2.80 .997
questions.
Staff are expected to create their
own goals and objectives and
submit them in finished form 28 228 43 35 33 268 19 154 2.65 1.000
My boss avoids getting involved 1111
when important issues arise 31 252 54 439 26 211 12 98 2.2.%

O\
Average Mean 2 A3
C.

Grand Mean 0 8
Criterion Mean 2.50
~\

Source: Field Survey 2022 NN
Decision rule: 1.00 — 1.49 = very low, 1.50 — 2.49 = low, 2.50 — % igh, 3.50 — 400= very

high
Note: SA= Strongly Agree, A=Agree, D=Disagree, SD=St %sagree

Table 4.2.3 shows the various types of leadershi (transformational, transactional,
laissez-faire) adopted among university libgagigs h=Oyo State, Nigeria. The grand mean
(X=2.78) is higher than the criterion meaff (X%2.50). This means that the respondents agree on

the use of transformational, transa@nd laissez-faire leadership styles in their libraries.

4.3: Testing of the Hypot esﬁﬁ,
| )
SW

This section provide@

Hypothesis !.’%%re no significant Influence of Motivation (Hygiene and Motivator factors)

on the J%
m\

Tables 4.3.1 Influence of Motivation (Hygiene and Motivator factors) on Job Performance of Library Personnel

1 to the hypotheses raised in Chapter One of the study.

ance of Library Personnel among Universities in Oyo State, Nigeria.

among Universities in Oyo State, Nigeria.

a. Model Summary

Model R R Square Adjusted R Square Std. The error of the Estimate

1 9912 982 982 154
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a. Predictors: (Constant), Motivation.

b. ANOVA?
Model Sum of Squares Df  Mean Square F Sig.
Regression 155.928 1 155.928 6576.828 .000°
1 Residual 2.869 121 .024 ?\
>
Total 158.797 122

a. Dependent Variable: job performance.
b. Predictors: (Constant), Motivation.

c.Coefficients?®

Model Unstandardized Coefficients Standardized T Sig.
Coefficients
B Std. Error Beta
(Constant) -.083 .040 -2.078 .040
1 Motivation. 1.020 .013 991 81.098 .000

a dependable variable: job performance Q

The results of the regression @E on the influence of Motivation (Hygiene and Motivator

factors) on the Job Pegfe

%‘,

significant i ce™on service delivery by library personnel in tertiary institutions’ libraries

Qnance of Library Personnel among Universities in Oyo State,

ables 4.3.1 a-c. As reflected in (a model) Motivation has a positive

Nigeria are presenjed

in Ond = 0. 991, p<0.05). The coefficient of determination (Adj. R?) of 0. 982

that motivation accounted for 98.2% of the changes in service delivery by library

persdnnel in tertiary institutions’ libraries in Ondo State, while the remaining 1.8% variation
in job performance of library personnel among universities in Oyo State, Nigeria is explained

by other variables not investigated in this study.
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The ANOVA regression test revealed that motivation has a significant influence on job
performance of library personnel among universities in Oyo State, Nigeria. This is explained
by the F-value (6576.828) and low p-value (0.000) which is statistically significant at 95%
confidence interval. Hence, the result indicates that motivation significantly influences job
performance of library personnel among universities in Oyo State, Nigeria. \V\

The results of regression coefficients revealed that at 95% confidence level, afini{change in
motivation will lead to a 1.020 increase in the level of job performance ry personnel
among universities in Oyo State, Nigeria, given that all other facto@k constant. Based
on this result (Adj. R2 =0. .982, F (1, 121)= 6576.828, p= , null hypothesis (HO1)
which states that there will be no significant inﬂuence\)&gﬁvaﬁon on job performance of

library personnel among universities in Oyo State@s rejected. This means that there is

significant influence of motivation on & erformance of library personnel among

universities in Oyo State, Nigeria. (\’

Hypothesis 2: There is no significant Influence of Leadership Styles (Transformational, Transactional, Laissez-
Faire) on Job Performance of Library Personnel among Universities in Oyo State
Tables 4.3.2 Influence of Leadership Styles (Transformational, Transactional, Laissez-Faire) on Job performance of

Library Personnel among Universities in Oyo State
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a. Model Summary

Model R R Square Adjusted R Square  Std. Error of the Estimate

1 919° .844 .843 476

a. Predictors: (Constant), Leadership styles

a. ANOVA?
Model Sum of Squares Df Mean Square F Sig.
Regression 148.265 1 148.265 654.893 .000°
1 Residual 27.394 121 226
Total 175.659 122

a. Dependent Variable: Job performance.

b. Predictors: (Constant), Leadership styles

c. Coefficients?®

Model Unstandardized Coefficients Standardized T Sig.
Coefficients
B Std. Error Beta
(Constant) -474 130 -3.653 .000
1 Leadership styles 1.044 .041 919 25.591 .000

a. Dependent Variable: Job performance.

v

The results of the regression analysis on influence of leadership styles (transformational,
transactional, laissez-faire) on job performance of library personnel among universities in

Oyo State are presented in Tables 4.3.2.a-c as reflected a (model) leadership styles have a
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positive significant influence on service delivery by library personnel in tertiary institutions’
libraries in Ondo State (R = 0. .919, p<0.05). The coefficient of determination (Adj. R?) of
0.844 indicates that leadership styles accounted for 84.4% of the changes in service delivery
by library personnel in tertiary institutions’ libraries in Ondo State, while the remaining
15.6% variation in job performance of library personnel among universities in & ,
Nigeria is explained by other variables not investigated in this study. é(,

The ANOVA regression test revealed that leadership styles have a signiﬁ:@ﬂuence on job
performance of library personnel among universities in Oyo State %{{a\This is explained
by the F-value (654.893) and low p-value (0.000) which i@lly significant at 95%
confidence interval. Hence, the result indicates that le ’&% tyles significantly influence
job performance of library personnel among univers X)yo State, Nigeria.

The results of regression coefficients revea t at 95% confidence level, advancement in
leadership style will lead to a 1.044 ingreage in the level of job performance of library
personnel among universities i ate, Nigeria, given that all other factors are held
constant. Based on this r ult\%(R2 = 0.843, F (1, 121)= 654.893, p= 0.000), the null
hypothesis (HO1) whi % ;hat there will be no significant influence of leadership styles
on job perfor n% rary personnel among universities in Oyo State, Nigeria is rejected.
This mea s%&ere is a significant influence of leadership styles on job performance of
libr@r nnel among universities in Oyo State, Nigeria.

I%hesis 3: There is no Combined Influence of Motivation (Hygiene and Motivator factors
and Leadership Styles (Transformational, Transactional, Laissez-Faire) on Job Performance
of Library Personnel among Universities in Oyo State

Tables 4.3.3: Combine Influence of Motivation, Leadership Styles on Job Performance of Library Personnel in

Universities in Oyo State.
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Standardized

Unstandardized Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 2.615 124 21.073 .000
Motivation -.097 .060 -.127 -1.617 206
Leadership styles .166 .062 212 2.697 .008

a. Dependent Variable: Job performance

a.Model Summary W
4

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .165* .041 .020 .60798

a. Predictors: (Constant), Motivation, Leadership styles

b.ANOVA . Q\‘

Model Sum of Squares  Df Mean Square F Sig.
1 Regression
2.692 2 1.346 3.462 .037°
Residual 96.475 117 370
Total 99.167 221

a. Dependent Variable: Job performance

b. Predictors: (C?)nétantj, Motivation, Leadership styles

c.Coefﬁc%‘

le 4.3.3 a-c the result of the regression indicated the two predictors explained 4% of

the variance (R? = 0.041, F (4,117) = 3.462, p= 0.037). Job Motivation is f=0.206 while
leadership styles is f=0.008, implying that the 4% variance was caused by leadership styles
and not motivation. Therefore, the remaining 96% may be as a result of chance or other

variables not accounted for in this study. The null hypothesis is therefore rejected implying
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that both motivation and leadership styles jointly influenced the level of job performance but

at a low rate.

4.4: Discussion of the Findings

This section reports the findings of the study and discusses them with respect to t@@

of previous studies.

This study found that the level of job performance of library personnel a@&mversmes in
Oyo State is high. This is in agreement with a study conducted in Q&(\lth Nigeria which
examined the influence of organizational factors on job perfi (ﬁt} of librarians and found
that there was high level of job performance among th ‘k& s surveyed?. The findings of
this study are also in agreement with the finding \y on level of job performance of
librarians in polytechnic libraries in India *eported a high level of job performance?.
They attributed the high level of job er&}lce of the librarians to the cordial relationship
that exists between the library ent and the librarians. A study was conducted on
compensation managemen performance in Nigeria and found that the level of job
performance is usu * when the staff are well-motivated. This implies that both
financial motiyatidn s as salary, regular promotion and other fringe benefits and non-
financial &tl:n such as good working environment, recognition among others are
imp t factors in determining the job performance of librarians®.

'%is a link between the findings of this study and that which was carried out on the level
of job performance of librarians in universities in South-East, Nigeria was high®. The study

recommended regular training for the librarians in order to acquire new skills in their job so

that they would be able to meet the demands of the challenging library work environment.
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Related to the findings of this study are the findings of a study which investigated the levels
of job performance of librarians in universities in one region of Nigeria and found that the

librarians’ level of job performance was high®.

There is a contradiction between the findings of this study and that which investigated the job

performance of librarians in North-East Nigeria and found that the job perfor the

librarian’s is average’. A study on the influence of work environment on they rmance

of librarians in public universities in South-West, Nigeria also found that th&job performance
~

of the librarians was rated fair. Most of the librarians investigatg hﬁat they were not
b

able to contribute as much as they would prefer to the gr(@e

The study found that the level of job motivation personnel among universities in

raries®.

Oyo State which reported a high level %m vation. In actual sense, organization

liveliness whether in public or private, C@\ m the motivation of its employees. A study
which examined the levels of j %ation and needs satisfaction of university library
employees at Kuwait Univb% eported higher levels of satisfaction of their self-
actualization and sociaQ 2In a study on influence of job motivation on the productivity
of librarians in co@ education in Nigeria it was found that majority of the librarians are
not productg &gause of low level of motivation from the library leadership. Moreover, job

motivat&luenced the productivity of librarians to a large extent!’.

A@a study on the essentiality of motivation on librarians’ productivity in Nigerian public
universities found that motivation is necessary in enhancing job performance of librarians in
public university libraries in Nigeria, and it was interesting to know that motivation level of

librarians in university libraries under study was high.!! In order to improve the level of job
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motivation of librarians, a study suggested that apart from giving attractive salaries and other
incentive packages to the librarians, the college authorities should still ensure that the welfare

package of the librarian is fully provided for!2.

Research question on leadership styles among university libraries in Oyo, state reveals the
types of leadership styles adopted as transformational, transactional, and @e
leadership styles. Empirical studies have revealed that that transformationa actional
s are highly

se
\

leadership styles are highly prevalent in academic libraries, and K
ob motivation'>!4. A

correlated with lower turnover rates, higher productivity, and %\J
study has labelled transactional leadership as “managerial (a(/ 1", whose focus is on the
role of administration in which the leaders are more in &in outcomes'”.

All the findings are indications that effectiv rﬁ% ent of tertiary institution libraries

requires a blend of leadership styles. T@@t n of transformational, transactional, and
t

laissez-faire leadership styles, as fo i thi€ study, and in relation to previous findings, will

go a long way to help in job @a ce of the library personnel. More so, the dynamics in
e

leadership in the current e% cénspicuous manifestation of the fact that libraries have to be
| )

N

dynamic in the ap

Furthermor@«ef{ndings of test of hypothesis on the relationship between motivation and job

perform%

s-s1gnificant relationship between motivation and job performance of library personnel

and use of leadership styles to enhance staff performance.

the library personnel among universities in Oyo state, Nigeria, revealed that

among universities in Oyo State, Nigeria. This corroborates the findings of an earlier study
which investigated the impact of rewards and motivation on job performance in Saudi Arabia
and found that rewards which is part of motivational ingredients is positively related to the job

performance, and that rewards have a positive significant effect on job satisfaction®. Thus, it
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becomes important that employees should be adequately and fairly motivated by their
employers, if they are to increase the level of performance in any organization either public or

private sector.

Research conducted in Nigeria highlighted the importance of job motivation to employee job
performance. The study found that workers exert energy due to the fact that ther kd
for their efforts and submitted that interpersonal relationships and informal V\{gﬁp affect
output; communication, group norms and values are directly relatedy worker” participation,
type of supervision, moral and satisfaction are all important'6- I ‘eSSke s}udy, it was found
that monetary incentive further improved personnel job %Q{/ . The implication of this

is that monetary rewards may not singularly lea b performance. As such, the
incorporation of production standards, job pegfo feedback and monetary incentive
affected job performance and product'@\{i rently and this had an effect on the
personnel’s!”13,

However, the findings of the te %pothesis Ho2 on relationship between leadership styles
and job performance of Nb.r personnel among universities in Oyo state, reveals that

there is signiﬁcaship between leadership styles and job performance of library
O

personnel am: rsities in Oyo State. This is in agreement with the findings of a study
conduc ermine the role of leadership style on the job performance of university
li aff in that there is a positive relationship between leadership styles and job
perfofmance of library personnel'®. A study conducted to examine the influence of
transformational leadership style on job performance of library personnel in libraries in Rivers

State found that that transformational leadership style in university libraries has positive

influence on library personnel job performance because it results in high employees’
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productivity. Transformational leadership style usually has work groups that are highly
productive and subordinates showed a high degree of satisfaction on the job?.

A study which investigated the impact of university librarians’ leadership styles and staff
productivity in a literature reviewed found that transformational style was highly adopted as it
increases the rate of staff productivity. The study also found that leadership styles o

affect staff productivity in the areas of producing high staff productivity, ti staff

morale, making staff receptive to change and innovation, and eliminating @s among staff,

among others?!. In a study by a group of researchers in umversf@&s in South- West

which aimed at determining the effect of leadership styl s%(dw

performance, it was found that leadership style ha ct on job performance of

k environment on job

employees?. The finding of this study "further subs S that which examined the impact
of various leadership styles on the per }&:e of university employees in Nigerian
university and found that leadershi stgd d a substantial effect on organizational job

performance. The study also hat transformational leadership styles contributed
e

much more than the oth

subordinates and lea@th firm.2!

The ﬁndmgs of hypothesis Hosz on combined influence of job motivation, leadership

to their capacity to share decision-making amongst

styles and } rformance of personnel in university libraries reveals that both motivation
a rship styles may jointly influence the level of job performance but at a low rate and
t&is no established literature on the combined influence of motivation and leadership
styles on job performance of library personnel among universities. However, a study which
investigates the influence of motivation and leadership style found that the leadership styles

adopted in organizations may culminate in job performance?’.. Research from South-west,
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Nigeria which investigated the relationship between leadership style and job performance of
library personnel in private universities in the South-west, Nigeria found that leadership style
had a significant relationship with the job performance of respondents'®. Also, a study on the
relationship between leadership and job performance in a real estate registration organization

in Iran found a significant association between job performance and transformative }%hp
nde

However, a low positive correlation existed between pragmatic leadership loyee
performance, but a negative link existed between laissez-faire and employ@performance,

This suggests that a shift toward more laissez-faire leadership stylf@ eSult in a decline in

worker performance?. (-)
N
\%
S
&
&
,\Q,
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Chapter Five

Summary

5.1. Summary of the Findings
The study explored the influence of motivation and leadership styles on job per %\ahga of

library personnel in universities in Oyo State, Nigeria. Literature was empirisx ewed to
find out the level of job performance of library personnel among uni@e level of job
te

t
motivation of library personnel among universities, and the mo \ type of leadership
styles (transformational, transactional, laissez-fair) adop&

State, Nigeria. A descriptive survey research desigr@ r type was used to explore the
variables in the study. Data gathered from 12 %\ ents through the questionnaire were

analyzed using frequency and statistical @s nalytical tools in answering the research
la

iversity libraries in Oyo

questions. Three hypotheses were fi and tested at a 0.05 level of significance. The

summary of the findings of the ks\presented as follows:
i. The level of inﬂua%)f J6b performance of library personnel in universities library in
| )

Oyo State

ii. The 1@&& nce of job motivation of library personnel among universities in Oyo
Qeria is high.
e types of leadership styles adopted among university libraries in Oyo State, Nigeria
Q include transformational, transactional and laissez-faire leadership styles
iv. There is significant influence of motivation on job performance of library personnel

among universities in Oyo State, Nigeria.
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v. There is significant influence of leadership styles on job performance of library
personnel among universities in Oyo State.
vi. There is joint influence of both motivation and leadership styles on job performance of

library personnel among universities in Oyo State, Nigeria but at a low rate.

5.2 Conclusion \V\
The need to ensure effective job performance by library personnel is becomi@&wingly

crucial in the contemporary era as the information needs of library user% to be met at
every point in time. Since libraries are service oriented organizat&%\)nus is on library
personnel to put in their best to actualize the objective of QT@ ies which is to ensure
effective delivery of services that will satisfy the ne t}% eir patrons. Meanwhile, job
performance of library personnel hinges on job m%'o f the personnel and the leadership
styles adopted by the libraries. Availabilit &tivational ingredients and the adoption of

leadership styles is very necessary in an &Qg ensure that the library personnel put all their

energy to their job, thereby enh?z;@r job performance.
5.3. Recommendation;\\'
| )

The following rec@lations are made in line with the findings of this study.
1. The lower levels of management should be accommodated by the training.
2. I%/ leadership should make provision for motivational ingredients that can serve
QQ an encouragement for the library personnel to enhance the level of their job
performance
3. The leadership styles to be adopted by the university libraries should be such that
incorporate the elements of transformational, transactional and laissez-faire leadership

styles.
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4. Library personnel should meet the information needs of the clientele by providing the
users with current and accurate information services and serve their parent
organization, and therefore channel their effort toward improved job performance.

5. Library leadership has to be more tactical in the approaches it uses to manage human
and material resources. Understanding of the important parts of job }sd

improvement will enable the library leadership to know the motivationafinfedients to

add to improve job performance. %\
\ .

The study has made significant contribution t&b&nowledge in the following

5.4 Contributions to Knowledge

ways:
a. There has been an affirmation that #e™feyel of job performance of library personnel

among universities in Oyo State 18high.

b. It is affirmed that the Q@ob motivation among the personnel in university
libraries is high. \,

e
c. The study Q@e ained the need to adopt transformational, transactional and

laissefi legdership styles in the university libraries.

d. T established that job motivation and leadership styles adopted by the library
@%mel among universities are significant factors in ensuring high level of job
Q performance among library personnel in universities in Oyo State.
5.5 Suggested Areas for Further Research
This present study surveyed University library personnel in Oyo State, a comparative study

among Librarians in South — West region to Ondo State or Lagos State South — Region may
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be carried out to known the influences of Job motivation, Leadership Styles and Job
Performance of the Librarians. This kind of study can also be extended to the library

personnel in polytechnic and colleges of Education in South —West.
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Questionnaire

Department of Information Management

Faculty of Communication and information Science

Oyo State. \V\
August, 2022. é(/%
S

\

Lead City University, Ibadan,

Dear Respondent, (\’\

Questionnaire on Job Motivation, Leadership St d Job Performance of

Library Personnel %\

This questionnaire is designed to collect dat agademic research on Job Motivation,
%

Leadership Styles and Job Perfomance@h{
0

handled with utmost confidentiali

appreciated. \\(ﬁ?‘
Thank you, QQ .
S

Personnel. Information supplied will be

participation in this study will be highly

G. M Oba

Reser
S

n A: Demographic Data
Please tick as appropriate

LName of library...... ..o
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2.Gender: Male | ] Female [ ]

3.Age: 20-29 years [ 1 30-39 years [ 1 40-49 years [ 1 50-59 years [ 1 60

years and Above

4.Highest Educational Qualification: ND/ HND[ ] , Bachelor’s Degfe : ]
Master’s Degree [ ]Ph.D[ ] others (Specify) .................. %\ ........

\'\\ \
5.Years of Work Experience: Less than 5 years [ ] 5-9&%[’) ] 10-14years [ ]

15-19 years[ ] 20 years and above %\

6. Positions/Ranks: University Librarian ﬁéﬂior Librarian (), Principal Librarian ( ),

Librarian I (), Librarian II ( ) LibraNan JH ( ) Assistant Librarian (), Chief Library

Officer (), Library Ofﬁce@my Assistant ().

S
O
QQ
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Section

B: Library Personnel Job Performance Scale

Instruction: Please indicate the degree of your agreement with each statement by ticking (V)

Strongly Agree (SA), Agree (A), Disagree (D) and Strongly Disagree (SD).

AN
\ED

S/N The following are the metrics of job performance in my | SA | A <
library V§Q§
&\\ \
Task Performance % )
A\
1 I managed to plan my work so that it was dqpe N e.
OO
2 I have good planning habit. ’\\ I
3 I am always mindful of the Q’M‘tives of my library.
V4 B\
4 [ am able to separatexa/i ues from side issues at work.
5 I know ho tﬁx;right priorities
6 I am%h’iﬁble to perform my tasks with minimal time
rt.
(@
'Q\J usually have productive collaboration with my
colleagues.

Contextual Performance
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8 I am always willing to take on extra responsibilities.
9 I started new tasks myself, when my old ones were

finished.
10 I am always willing to take on challenging work tasks, \V?\

when available. < & i

a§/
AN\
11 I always worked at keeping my job knowledge up-to-date. \ >
/(\ A
12 I always worked at keeping my job skills up-to-date. \\\
<
13 I came up with creative solutions to new proble@,
AN
14 I kept looking for new challenges in r@\
N

15 I did more than was expected of ®\
16 I actively participated i{(;\Wetings.
17 I actively look r vye?ys to improve my performance at

AN

@Merformance

18

N

j§trive to adapt, however difficult, to the working

conditions [ am in

19

Having to take on additional work unexpectedly makes me

very anxious
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20 I feel at ease even if my tasks change and occur at a very
fast pace
21 I use a variety of sources/types of information to come up
with an innovative solution
22 Within my department, people rely on me to suggest new ‘Q'
X
solutions Vk\
23 I am on the lookout for the latest innovations in my job @ N\
) N
improve the way I work ®
N\
24 I willingly adapt my behavior whenever I \Tﬁ order
to work well with others \
t\\
25

I adjust my work practices if s@e‘points out a better

&

solution

Q

N

S
S
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Section C: Library Personnel Job Motivation Scale

Instruction: Please indicate the degree of your agreement with each st }by

ticking (V) Strongly Agree (SA), Agree (A), Disagree (D), Strongly Disfigr ) and

AN

S/N | The following are the Job Motivation measure in my | SA\ | A\ | D SD

library c$ N

Hygiene Factor

L
S

AN\

Library Management Policy (\\

26 I receive the information {{;\@Jdo my job effectively

27 The library polici%eth{e needs of library personnel
| )

(@
28 The libraq@;‘;ﬁs‘are followed without deviation

N

s N N N s -
I@(@ersonnel are involved in making decisions
™,

\\york Conditions

2
/b

30 My work environment is very conducive with basic

facilities
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31 I am well equipped with resources that make my work

effective
32 I am satisfied with my job duty
33 I have adequate of support from top management for my \V?\

work <(<,%.

N\
34 My job description is clear to me N
&* \
Librarians’ Salary c N\
QP
35 My salary is being paid as at when due \*‘(/‘
\&
36 My salary is adequate with my job in tl& ary >
N

37 My salary is enough to take care <f hxheeds
38 My salary is okay comp@lt of people with similar

training \/

S\
Relationsl@‘Supervision
A

39 l\@sor is fair and supportive
40 mbsatisfied with the leadership style in my library

41

I have trust in my supervisors for their encouragement

Motivator
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Work Recognition

42 My library appreciates my creativity at work
43 My library does recognize my contribution to its success
44 My library gives recognition for group achievement Q\
)
Work Achievement %\\D
. . . . \
45 Personnel in my library are promoted in due time <&\\ \
AN
46 | I am satisfied with the criteria for promotion in my l%~J
N
47 I am satisfied with opportunities provided f @tmn
\

Work Responsibility \l\\
48 I am given the autonomy to g@wdone effectively
49 I have just the ri \@wﬁ} of responsibility for my

capacity Q&

cQ
50 I have f8r meggresponsibilities than my colleagues
QO

51 ot given extra responsibility than my normal job

Qscription

Work Advancement

52

My library permits and support me to attend
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conference/seminar

53

I have great opportunity provided for career advancement

54

My library management always show interest

in career development of staff

A

Section D: Leadership Styles Scale

Instruction: Please indicate the degree of your agreement

N
S

&

\

Strongly Agree (SA), Agree (A), Disagree (D) and Str isagree (SD).

A

statement by ticking (\/)

2\

S/N | The following are the Leadership\Styles metrics in my | SA | A D SD

library @

\<<!
Transformational L%rs}ﬁﬁ Style
| )
Q

55 My boss treat(n&s)individual rather than member of group
56

My@s‘beyond self-interest for the good of staff

57<

oS\
3@055 helps me to develop my strength.

58

My boss displays sense of power and confidence in me

59

My boss emphasizes the importance of having a strong sense
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of purpose

60 My boss expresses confidence in my ability to achieve set

goals
61 My boss always suggests new ways to complete my work

Rw
62 My boss spends time on training and caching 3
&»
63 My boss instills pride in me for being associated with * N\
4\ L\
her/him (\
QP
64 My boss can inspire anyone to do their best \*‘(/‘
\&
Transactional Leadership Style Q\
N &

65 My boss offers reward for employee@\ell
66 My boss waits for things go@h{before taking action
67 My boss takes actio y v.vﬁgn problem become serious
68 My boss alwdys tollme the task I have to complete and the

exa@wst be done
69

@0@3 focuses attention on my mistakes or deviation from

Qndards

70

My boss focus on finding faults instead of suggesting better

alternatives
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71

Keeps track of all mistakes

72 My boss always threatens to punish employee who fail to
meet his expectations
Laissez-fair Leadership Style \
¢ QD
73 My boss avoids getting involved when important issues arise §/
&»
74 My boss is often absent when needed * N\
\
N
f\&v
75 | My boss avoids making difficult decisions %\-)\
g
N
76 Delays responding to urgent questions. ®
N\
77

Staff are expected to create their own &Mbjectives
and submit them in finished form < \

Q

w
R
@Q\
O
Q
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Bio-data

Personal Data

Full Name: Morenike Grace Obaseki

Sex: Female

Date of Birth: 227 August, 1972 @%

Place of Birth: Owo, Ondo State &\

Nationality: Nigeria <<,
Language: English and Yoruba ®

Marital Status: Widowed Q
1 &hfcy Ajewole

Name of Next of Kin: Oluwa%
Address of Next of Kin: 3@ Street, Okuta Elerinla Akure

\ .
Cell no: 0706@6

Email: lmercy@gmail.com

Edu&t%ackground

s in Library and information science

Lead City University, Ibadan, Nigeria.

Bachelor in Library and Information Studies, University of Ibadan, Nigeria.
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Diploma Certificate in Computer Proficiency, University of Ibadan, Nigeria 2017
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