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Abstract

Timely and easy access to information is a very vital desire of every human being and libraries
and librarians play a very vital role in that direction. Despite all these efforts the goal of the
library personnel to provide these effective and efficient services are often met with failure due
to certain underlying factors ranging from institutional factors facing the libraries and the job
motivation of library personnel. It is in this regard that this study therefore deems it fit to
investigate the Institutional Factors (IF), Job Motivation (JM) and Service Delivery (SD) by
library personnel in public university libraries in Oyo state. Descriptive research design was
adopted. Population consists of 100 library personnel in public universities libraryi o state,
Nigeria. Total enumeration to select the sample. A validated questionnaire 0 used to
collect data. Descriptive and inferential statistics were used for the data andly e reliability
coefficient for each of the variable ranged from 0.52 to 0.61. The stud at institutional
factors (Adj. R? = 0.0297; p = 0.000) and job motivation (Adj. R? —%‘2 = 0.00) had a
significant relationship with service delivery. In addition, 1nst1tut1 ot\ors and job motivation
(Adj. R? = 0.428, F(2,86)= 33.964, p = 0.000) were found to 1nt statistically significant
influence on service delivery. This study concluded that s ivery in academic libraries
can greatly be enhance with the right amount of 1nst1tu ors and job motivation for the
library personnel. The study therefore recommended% ary management should regularly
advocate for the institutional factors needed for ve service delivery in the university
libraries and pay attention to library personnel

Keywords: University Libraries, Service x‘ Institutional Factors, Job Motivation, Public
Universities, Library Personnel,

Word Coune 27 §
S

S
QQ



Table of Contents

Title Page 1

Certification i
Dedication ii
Acknowledgement v

Table of Contents %\% Vi
List of Tables \\ \ X

List of Figures

List of Acronyms

Chapter One: Introduction @

1.1

1.2

1.3

1.4

1.5

1.6

1.7

Background to the Study Q}\\ 1

Statement of the Problem Q 11
Aim and Objectives of thex{/ 13
Research Questions Q . 13
Hypotheses @ 13
Scope o y 14
Si ahce of the Study 14

1.8 &!ation of the Study 16

1.9

Operational Definition of Terms 16

Endnote

Chapter Two: Literature Review

2.1

Conceptual Review 21



2.1.1

2.2

2.2.1

222

223

Concept of Service Delivery 21

Concept of Institutional Factors 34
Concept of Job Motivation 41
Theoretical Review 57
The Unified Service Theory \V\W
Maslow Theory of Motivation Hierarchy of Needs ® 60

Institutional Support Theory %\ : 64

2.3 Review of Empirical Studies \\ \ 65
2.3.1 [Institutional Factors and Service Delivery by Librz@niversity libraries 65
2.3.2  Job Motivation and Service Delivery by Lib@\ University Libraries 72
2.4 Conceptual Framework Q 80
2.5 Summary of Literature RevieweQQJ 84
Endnote \<§3

Chapter Three: Methodol .

3.1 Research Desig@ 95
3.2 Populatior@& Study 95
33 Saﬁ@iampling Techniques 96
3.4 Instgments for Data Collection 96
3.5 Validity of the Instrument 97
3.6  Reliability of the Instrument 98
3.7  Administration of the Instrument and Method of Data Collection 98



3.8  Methods of Data Analysis
Endnote
Chapter Four: Results and Discussion of Findings

4.1 Questionnaire Return Rate

4.2 Presentation of Demographics Data
4.3 Presentation of Research Questions
4.4  Presentation of Test of Hypotheses
4.5 Discussion of Findings

Endnote
Chapter Five: Conclusion
5.1 Summary of Findings
5.2 Conclusion

5.3 Recommendations
5.4  Contribution to Know&ggﬁ/
5.5 Suggested Areat @her Research
Bibliogra®
Appelﬂ%
naire

Bio Data

University Compliance Certificate

98

§ 129

130

130

131

132

133

142

142

148

151



Table

3.1

4.1

4.2

4.3:

4.4.

4.5:

4.6:

4.7:

4.8:

List of Tables

Titles Page
Population of the Study 96
Questionnaire Return Rate 100
Demographics Data 101

N\

Level of service delivery of library personnel in Public Unive@ 102

in Oyo State %\

What are the Information institutional factor that fa 1}1tates service 106

Delivery by library personnel in Public Un@'brary in Oyo state
Level of Job motivation of library p@wn public university library 108

in Oyo state \
gﬂﬂ factors and service delivery of library 112

Relationship between ins%
personnel in Publi@ty library in Oyo state

Relationshj @en job motivation and service delivery of library 114

pers in,public University library in Oyo state

@wd influence of institutional factors and service delivery of library 116

Q ersonnel in Public University library in Oyo state.



Title

List of Figures



List of Acronyms

Abbreviations Meanings

L.C.T Information Communication Technology
US.T Unified Service Theory

L.LS Library and Information Science

OPAC Online Public Access Catalogu \V\

SPSS The Statistical Packagesf%o\t@gﬁcial Sciences

11



Chapter One

Introduction
1.1 Background to the Study
Libraries are essential now and will remain so as long as people strive to learn more about the
world they live in and to comprehend it better!. A library is a location where collections of books,
periodicals, manuals, and records of human knowledge in print and non-prin x re stored
for use. Because access to information is a crucial component of d \%&naking for the

advancement of the economy, of people, and of the nation, the r(@ibr ries and information

\
services cannot be disregarded?. %(_D
Among of the many things that motivates the lib \%fession is providing quality user
information services, which is in line with the f&% of Ranganatan, which says to "save the
users' time." As a result, it's crucial to r@bhat service delivery is primarily focused on
addressing users' informational reque wants at the appropriate time as they arise. The core
function of every library, whethe\fé,s&demic, national, public, special, school, or private, is to

L )
provide services for the ent of the general public's curious information demands. No of the

size or form, a librajx'sgg‘mary purpose is to offer or supply services.

The goal of se@livery is to satisfy the user community's information needs and requests at
the ap moment when those needs arise. How users rate the quality of services is a key
factor in determining whether they are satisfied with the information the library provides®To
meet the demands of the specific academic community in terms of teaching, learning, research,
and community development, librarians are at the forefront of offering effective and efficient

information services®*.
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A long-standing objective of librarians and information professionals is the efficient provision of
information services that satisfy the requirements and aspirations of citizens, decision-makers,
and lifelong learners’.In order to meet the diverse and extensive information demands of library
users within a community or society, services delivery therefore entails a range of activities and
facilities that are focused on offering information services in multiple formats®. The effectiveness
of library and information services is determined by the interactions %Various
mechanisms that make up service delivery. These unique activities collec% individually

contribute to the creation and dissemination of information resource @mg the framework
\

within which management can develop and put into practice Ecﬁ%‘that will affect the library

services process. Creating, storing, and disseminating kn@, skills, and artifacts that define

emerging technologies like the Internet, email, and_ 0 an also be included in the definition

of service delivery. \\\

Information-processing services, Readt%wces, and Information Communication Technology
services will be the metrics for m@g\ service delivery in this study. The organization of the
library's information resourQ a‘component of information processing services. The gathering
of information materi@essioning of the resources, classification and cataloguing, and
distribution or %1 n of the contents to users are all part of the processing services for
informatio@%y. By cataloguing and processing materials, the cataloging unit effectively
controls%oibliographic information about the library's holdings. The acquisition unit is

responsible for the selection and purchase of information materials’.

All library operations are centered on readers' services. It entails offering a range of information

services to meet the needs of library users in the areas of teaching, learning, and research. This
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claim is supported by the fact that the primary goal of library services is to meet the information

needs of patrons engaged in teaching, learning, research, and volunteer work.

Reference services, which involve assisting library patrons, are examples of readers' services.
which users expect librarians to respond to their questions and guide them in making effective
and efficient use of the library's resources; routine library task is shelf reading and shelving to
ensure that informational resources are arranged correctly; Library registrat@s is the
process of registering users to become legitimate library users, giving t opportunity to

%r—library loan is a

\
method established between libraries that allows libraries to @ information materials they

use the library and have access to borrow the information mzy&@s,
do not have from another library and can as well loan 0& rmation materials to libraries in
need of these materials. Library Orientation services,are¢ done to inform new library users about
the information resources available in the {%& llections, how to access, use, and borrow
those information resources, the rules %regulaﬁons of the library, and introductions to the
library staff members available t(xq%?h\eir information needs; Informational resources are lent
to library patrons while be% arged and discharged, and records are created; The process of
making library custom@re of recent additions to the collection that the librarians believe
will be useful t %’\zformation requirements is known as current awareness services; Library

%instruct library patrons on how to utilize the library catalog to identify and

education @
access in%nation resources, as well as how to do so effectively, efficiently, and independently

to satisfy their information needs.

In a type of alerting service known as selective dissemination of information, librarians choose
particular publications that will specifically address the information needs of library customers;

this is primarily done for researchers and specialists; When library patrons ask librarians to
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translate a document from a language they do not understand to a language they do understand,
the library provides translation services; Indexing and abstracting services help users more
quickly and easily find the pertinent documents they need from a collection by generating
abstracts of documents, analyzing the subject matter of documents, and providing indicators of
the information they contain; supplying documents to library users directly or indirectly through
document delivery services; photocopying is a process of making copies %\?)hlments,
journals or articles and reprographic services is the process of repr(\u' copies of a

documents , it allows users to have access to multiple copies OKOC ts even when the
\

original copy is in use; \
The use of computers, the internet, and networking 1 @S{ for the purposes of gathering,

processing, storing, and distributing inform & users is known as information

communication technology (ICT) serv1ces used in libraries to ensure efficient and
successful library services, and it helps%nans understand their crucial position in this rapidly
expanding world of information\,o ation communication services include digital library
services, which make it pogSible_for library users to access digital information resources from
outside the four actual @f the library; electronic theses and dissertations, which involve the
academic libra ing copies of the institution's electronic theses and dissertations primarily
for resear %es and other services. The university library offers institutional repository
serv1ces e umversr[y community by making digital documents published by the community
accessible; web-based online public access catalogues (OPAC) make the library catalog
available online, allowing users to access it from anywhere in the world and making it simpler

for library users to understand and use; Online user education instructs library patrons on how to

utilize the library catalog to locate and access information resources, as well as how to identify

15



information resources that will fit their needs. Readers' advisory and e-reference services entail
providing assistance to patrons. while reference librarians are expected to respond to users'

questions and assist users in using library resources on the internet effectively and efficiently.

The distribution of services is intended to give users the pertinent data they requir@pond to
their inquiries, assist them in making decisions, or lower their degree of Q&r There are
many different types of services that can be delivered, including re@e and information
services, document delivery services, online book reservatio ,&eﬁt awareness services,
Selective Dissemination of Information (SDI) services, inte Q/ an services, online database
services, resource sharing, information repackaging, \ngerts, instant messaging, and many
others. However, providing services is not enoug@ﬂversity libraries; quality is also greatly
desired, especially in the twenty-first centquQ users are becoming more knowledgeable in
their search for library services®.For li , the idea of service delivery is essential. In essence,
service delivery refers to library “proeedures and actions that are carried out by libraries to
provide information sew@&dn
C
\

aterials to library patrons with the intention of boosting their

productivity.

Technical se\ﬁgd readers/user services are the two main categories into which library
admini split service delivery. While user services are focused with the delivery of
lending services, SDI, CAS, and other services, technical services are involved with the
procurement, processing, and cataloging of library material resources. Service delivery refers to
a group of interrelated mechanisms that together and separately contribute to the creation and

dissemination of information resources. They also provide the framework within which
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management develops and implements policies to affect the processes of library service. Their

interactions determine the effectiveness of library and information services.

The efficiency of any library's service delivery is dependent not only on how well each service
functions independently, but also on how well they work together as components of a larger
system of knowledge and information dissemination and use, as well as on how {hey interact

with other information resource bases. When librarians effectively provide @ o people,

Personalized collections, SMS/text notifications, online reference se%}cial networks,
websites, mailing lists, and OPACs are just a few of the informati’&sg ination methods that
libraries of all kinds might use’. Additionally, some existing %CIC_S)OI' providing services to the
general public were highlighted, along with the fact t \&\ more such opportunities would

emerge in the future. These consist of My Lib&n ur personal space, mobile device text
T

notifications, social media, QR codes, onli@ ence services, library websites, mailing lists,

and many more'”. Q

Every human being desires t h<e<‘1mely, simple access to knowledge, and libraries and
librarians play a critical &atﬁieving that goal. To fulfill the informational requirements of
researchers, students, egardless of their career or traits, the public, policymakers, and
health professio e all included. Despite all of these efforts, academic librarians' attempts to
offer tl% ective and efficient services frequently come up short due to a variety of

underlying“issues, such as the institutional factors faced by academic libraries and library

personnel motivation for their work.

Institutional factors are indices that may have a good or negative effect on an organization's
vision and mission. These institutional factors may include finance, staff ICT skills,

infrastructure, environmental elements, library policy, and environmental factors!'.Therefore, it
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might imply that institutional aspects, such as the following, should operate as institutional
support that can be offered by institutions of higher learning: support for research, technical
assistance, and pedagogical assistance?'.The successful and efficient provision of information
services to the academic community in order to meet their information demands for research,

teaching, and learning is impacted by a number of institutional factors that academic libraries

must contend with. :\V\

These variables increase the risk of service delivery failure and make it @e&&gly challenging

for academic librarians to provide timely and effective services. \\ \

Technical and financial support will be taken into account Q(/ udy. The library's technical
assistance improves the efficient service delivery %ation to users. The provision of
computers and essential software for library Q&&ls or service delivery in the library is
technical support as used in this study. T@Q support at the library is also defined as the
availability or provision of internet s@ and a steady power supply by library management.
In the library, financial support is\e¢s$ehtial. The management works to provide money for the
library to improve library, %,‘librarian training and development, and prizes for extra work
in the library. The &gxg) ing financial resources available to strengthen the library, as well as
to provide lihra ices, materials, and human resource development, is known as library
funding@ ancial support. For university libraries to improve service delivery, good

infrastructure is crucial.

Infrastructure factors include internet access and electricity supply, To achieve efficient service
delivery in university libraries, PCs and other devices should be properly cared for. Information
services will be less effective and efficient because of the ongoing power outage. A power

outage prevents the delivery of information services effectively. It is impossible to overstate the
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importance of a steady electrical supply for providing excellent library services. Delivering
library services requires a steady supply of electricity, particularly in the digital age. Power
supply shouldn't lag behind since ICT facilities and Internet-based tools need a steady power
supply to operate at their best, as this could have a detrimental impact on service delivery.

Furthermore, successful service delivery by library personnel requires a sufficient supply of

electricity. @

It must be kept in mind that an irregular supply of energy could hav tive impact on
service delivery; yet, a sufficient supply of power could improy, rv{c delivery and make
librarians more productive as they go about their daily duties@)ﬁelivery of services to users

depends heavily on the availability of ICT. \*

Institutional resources and training are two asp%ﬁ can improve librarian service delivery.
The training that information professional@re throughout time often falls short of what
modern library users expect in terms ices and communication methods from the library.
Therefore, it is important for libra sonnel to continually upgrade their skills to reflect new
service delivery strategies=i %e‘rsity libraries!!. Future educated professionals are anticipated
to have gained the&gsyry abilities to provide services in the modern era. As technology
changes the wa rians carry out their responsibilities, they must stay up to date to avoid
becomi lete. In order to stay up with the rapid changes in technology advancement for
library gce delivery, there should be frequent capacity development of librarians' skills. To
bridge the digital divide and satisfy the demands of users in the information age, librarians' ICT

skills should occasionally be refreshed.

For efficient service delivery in university libraries, the competencies of Nigerian librarians need

to be strengthened!?. Because money is required for the purchase and distribution of information
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resources and information communication technology, staff training and maintenance, and the
efficient delivery of information services, the sufficiency of funds is also an institutional factor
that can affect the provision of service delivery by librarians. For librarians to perform

information services effectively, funding is necessary.

In addition to institutional factors, library personnel job motivation may also hav%pact on
the quality of their services. Librarians' motivation for their work can affect @(/ they serve
users. Initiating work-related actions and determining their form, @Qn, intensity, and
duration are all influenced by job motivation, which is a collecti %ﬁe\tgetic forces that come
from both within and without the individual. Librarians afe ated by their jobs to work
tirelessly to meet the library's established goals and \V s. The motivational variables that
drive employees, such as compensation, benefits, \working conditions, and the work itself'3, can
affect how satisfied library staff members %e\Jm h their jobs. Intrinsic and extrinsic drive for
work are two common categories. | t@otivaﬁon is defined as the type of drive that meets a
person's needs or gives them hope heir objectives will be achieved. He thinks that the work
itself provides intrinsic l@tion‘. Extrinsic motivation refers to the performance of conduct
that is ﬁmdamental”{&mdent upon the achievement of an objective that is separable from the
action itself. motivation is the participation in behavior that is naturally pleasant or
enjoyab %5 carried out in order to achieve another goal'>. Extrinsic elements, including as
compensation and remuneration, attractive organizational policies, job security, interpersonal
relationships, work supervision, and status, are used to distinguish between these two
motivational components in order to prevent job unhappiness!®. Extrinsic motives, on the other
hand, are viewed as rewards given by academic libraries to librarians in order to promote

effective work or service delivery. Money (salaries and other financial benefits), bonuses for
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exhibiting desired behavior, the workplace atmosphere, reward and pay, and job promotion are
some other instances of extrinsic motivation that comes from outside the individual. Both
internal and extrinsic motivation can be used to explain why library staff members must also take

care of a few fundamental necessities in their capacity as library employees.

Maslow's hierarchy of needs stated that, if employees' basic needs are addressed, their
performance will likely improve. Physiological needs, security or safety ne S or social

attachment needs, self-esteem and self-actualization needs are the measur%@ motivation in

this study. Physiological needs, often known as basic needs of li ingl de things like food,

oxygen, a desire for sexual activity, a need for physical %t@ etc. Security needs is the
0

requirement for security or safety stems from librarians' ork in an atmosphere free from
bodily harm or the possibility of physical harm, The\usge for love or social affiliation is the
circumstance in which library staff member y@br affection, engage in social activities, and a
sense of belonging, among other thin Efesire for self-confidence and self-respect among
library staff members is known a&— teem needs. It also encompasses the desires for power,

freedom, and independenc ile the desire to fulfill one's potential in a chosen vocation is

known as self—actualiz@hat is, reaching one's full potential and realizing it.

Job motivatio %:y element that can improve the quality of services provided by librarians.

is a force that propels people to action and performance, for instance. When

organizations motivate employees, there is a strong likelihood that employees will cooperate,
buy-in, or embrace the organization, regardless of its texture'’. The level of motivation librarians
experience from libraries may be related to their level of satisfaction, which could result in more

effective service delivery. Job motivation encourages librarians to work more, resulting in
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excellent service delivery productivity. Job motivation is the force that drives librarians to attain

goal because it tends to energise, stimulate, direct, and sustain behavior and performance!'’.

In libraries and information centers, library personnel motivation at work is crucial. In general,
motivated library personnel are more likely to be content and successful in their work
environments. It is undeniable that library personnel commitment to their work is esgential to the
university's overall commitment to teaching, learning, and research. Additio@'s thought

that one important factor that helps a person achieve their goals is theirl%ﬁg& job motivation.

One is motivated to keep reaching new heights by willpower com&wit a certain amount of

\
enthusiasm. <§)

Considering the aforementioned, it is clear that library. *el desire for their work will have a
significant impact on their capacity for effectiv{&ﬁciem job performance. This is so that
highly motivated library personnel may w@ ssure high standards of efficiently delivered
services, and vice versa. Motivated 1 personnel may experience fulfillment and thereby

increase their productivity in the\i}ﬁﬁaries. They are more likely to provide library patrons

value-added functions an@%?

However, it has b oted that institutional factors and job motivation of library personnel may
have an impa% w well and effectively they provide services to the user population to suit
their di ormation demands. It is against this backdrop that this study would be carried out
to investigate institutional factors and job motivation and service delivery by library personnel in

public university libraries, Oyo State, Nigeria.

1.2 Statement of the Problem
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Provision of effective and efficient information services is a very important role of librarians in
academic libraries. All the activities of the library revolve around the user to meet their
information needs. This is the reason why the mission statement of any library always reflect the
determination of librarians to render excellent services to library users. Librarians are expected to
render effective service delivery to users as libraries prominently exist to satisfy the information
needs of library users. It is observed that effective service delivery by librariar%\\k&nt time
was not encouraging despite the huge investment made by the universit@olders in that
direction. The inefficient service delivery could be as a result ot&u r of factors which

\
includes institutional factors as well as job motivation. (%

Literature and observations revealed that institutional inancial and technical support)
which needed for library service delivery are y% be fully embraced in most Nigerian
university libraries. In view of this, the ,staté\ of service delivery in many libraries often
jeopardize accreditation of programme%%as reduce patronage and use of library by the

users. The justification of librarie%s nce and returns on investment made by the universities
management could be at staQ\ .

Again, there is a h&g@ncy that library personnel who are not adequately motivated in the
aspects of sal ase, remuneration, monetary benefits, bonuses, reward, compensation, job
promoti %ot ers are liable to exhibit poor disposition towards their job roles thus resulting
in ineff&e service delivery. In addition, there is a possibility that library personnel who are
not well motivated in the library might be exposed to lack of commitment to work, which could
make them deliver services below expectations, affecting meeting the information needs of the
users, thereby affecting the general progress of the library. In other words, job motivation of

librarians could be negatively influenced if the plot is the case. In order to empirically validate
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these postulations, this study therefore investigates the roles of institutional factors and job

motivation in the level of service delivery by library personnel in public university libraries in

Oyo State, Nigeria.

1.3 Aim and Objectives of the Study

The study investigated the influence of institutional factors and job motiv@ewices

delivery by library personnel in public university libraries, Oyo state, Ni ¢ The specific

objectives are as follows;

1.

ii.

iii.

1v.

V.

\ .
to examine the level of service delivery by libra®unel in public universities
libraries, Oyo State, Nigeria; &(/

to determine the institutional factors that \acilitates service delivery by library

personnel in public university librap®o State, Nigeria;

to determine job motivatioanQLb,mry personnel in public university libraries Oyo

State, Nigeria; &?\

to determine the se@ﬂlip between institutional factors and service delivery by

/

library pers @ ublic university libraries Oyo State, Nigeria;
to det@ the relationship between job motivation and service delivery by library

in university libraries, Oyo State, Nigeria;

er
vi. Q)Qetermine the joint influence of institutional factors and job motivation on service

1.4

delivery by library personnel in public university libraries, Oyo State

Research Questions

The study provided answers to the following questions:

24



1. What are the levels of service delivery by library personnel in public university libraries,
Oyo State, Nigeria?

2. What are the institutional factors that facilitate service delivery by library personnel in
public university libraries, Oyo state, Nigeria?

3. What are the job motivation of library personnel in public university libraries, Oyo State,

Nigeria? \V\
&
1.5  Hypotheses @

The following null hypotheses were tested at 0.05 level of significa

\
Hol: There is no significant relationship between institutiozg;@rs and service delivery of

Library personnel in public university libraries E%

Ho2: There is no significant relationship between job'nietivation and service delivery of

te, Nigeria.

library personnel in public university,libragies in Oyo State, Nigeria.
Ho3: There is no combined signif% joint influence of institutional factors and job

motivation on Service dely f library personnel in public university libraries in Oyo

State, Nigeria. Q\ .
’\ady

1.6 Scope o

The study @% the influence of institutional factors, job motivation and service delivery by
library pegsonnel in public university libraries, Oyo state, Nigeria. The component of
institutional factors include financial support and technical support, while the measures of job
motivation are physiological needs, security needs, self-affiliation needs, self-esteem needs and

self-actualization needs . Service delivery was measured in terms of reader’s services and

information communication technology services. The geographical scope of the study is public
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university libraries in Oyo State, Nigeria. The respondents of interest to the study are library
personnel in public university libraries in Oyo State, Nigeria.

1.7  Significance of the Study

The findings of this study is of benefits to the following stakeholders: library management,
library personnel, university management, university administrators and researchers. The
findings of the study assist the library management to make decisions and poli '\Rﬁe areas
that can increase the working conditions of the librarians in order to enSL\ i’ effective and
efficient performance in the discharge of their various duties wi i& library. This will
promote the expected commitment of the librarians towards th: epresentation of the image
of the library to the users. In addition the findings of % y could encourage the library
management to regularly review the library poli ect necessary changes that would

improve service delivery. It could also hel@ﬁ{mely improvement of the library facilities

whenever the need arises. QQJ

The findings of this research is a{@ useful to the library personnel, as it gives them better

understanding of the facto@ﬁ will enhance their maximum service delivery. Likewise, it
broaden their knowledge onwhat they should observe or ask before taking up job in an academic
library especi@bthey want to change place of employment. Librarians could be assisted
with acquigition ‘ef knowledge and skills through regular training to enhance their competencies
for efﬁ& and effective service delivery. The findings of this study could encourage better
relationship between library personnel, university staff and students for optimal use of the library

resources and services.

The study also raise the consciousness of university management on the peculiarity of the job of

library personnel, thereby ensuring provision are made for their motivation who in turn will be
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well disposed to provide effective and efficient service delivery, that will facilitate the realization

of the goals and objectives of the university in the area of teaching, learning and research.

The findings of this study could assist the university administrators and university policy makers
to formulate and update policies that will support and improve service delivery by library
personnel to the users. Also, the study outcome could encourage the university ad nistrators to
improve on institutional factors that support effective delivery of hbrary hbrary
personnel. Finally, the result of the study will serve as a reference source rchers who will
embark on similar studies in this area or related areas in future. Th ed% generated from the
work will be useful to fill some gaps in scholarship and rese e contexts of library, social,
industrial, organisational and human resource develo Qfmdmgs of this study will add
S

empirical studies to the body of knowledge in fo b@

1.8 Limitation of the Study ((?\:

The major limitation faced d \te research of this study is the hesitancy and uncooperative

ication in learned journals.

behavior of responde pond on time to the questionnaire of the research. However

considerable amo f réSpondents were persuaded to participate in the study.

efinitions of Terms

The following terms were defined as used within the body of this study:
Service delivery: This is conceived as arrays of activities by library personnel in universities
in Oyo State, Nigeria targeted at providing information services to satisfy the broad and varying

information needs of library patrons within a community or society.
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Readers Services: It involves the provision of various information services that meet the library
user’s needs in the aspect of teaching, learning, research

Information Communication Technology Services: Refers to the application of computer,
internet and networking in the library for acquiring, processing, storing and disseminating
information to users

Job Motivation: This refers to as a set of energetic forces that may be used to e@\ ge library
personnel in public university libraries in Oyo State, Nigeria to work \h commitment
towards achieving set goals and objectives of their libraries.

Physiological needs: The needs of library personnel to be satis 1@_’5 he\library through various
means including availability of office tools, adequate waor and comfortable lighting and
suitable temperature. §

Security needs: This refers to those needs thaf@\be fulfilled for library personnel to feel safe
and secure, which includes having health.i gxance retirement benefits and job security

Social Affiliation: Library persor@%& social relationships within the library including
creating friendships and havi \!e of belonging and affection within the library.

Self Esteem: This ref eds relating to self- worth including receiving recognition and

respect from the ement and the feeling of a sense of identity derived from working at the

library %
Self-Acon Self- acceptance and accomplishments needs.

Institutional Factors: Institutional factors are indices that could impact positively or negatively
the effectiveness and efficiency of library personnel for achieving a library vision and mission.
Technical Support: Technical support are the provision of computers, internet facilities and

power supply for library routines or service delivery in the library.
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Financial Support: Management efforts to provide funds for the library to enhance library

services, training and development for librarians and rewards for extra work in the library.

University libraries: These refer to libraries set up within the university communities where

librarians in university libraries in Oyo State, Nigeria perform their duties towards satisfying the

information needs of the library users.

Library Personnel: These refer to trained librarians and library officers in univ@&aﬂes in

Oyo State, Nigeria who professionally perform multiple and overlappin@/to satisfy the

information needs of the users
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Q\ ) Chapter Two

QJ Review of Related Literature
The chapter re@ related literature that enabled the researcher broaden her understanding on
research m. The review is essential to this study, it provides the researcher with insights
into the&: of the matter concerning the area of interest. This chapter highlights some literature
that provides insights on institutional factors, job motivation, and service delivery by librarians
in public universities libraries in Oyo state, Nigeria. The chapter is presented under the
following:

2.1 Conceptual Review
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2.1.1 Concept of Service Delivery
2.1.2  Concept of Job Motivation
2.1.3  Concept of Institutional Factors
2.2 Theoretical Review

2.2.2  Unified service theory

2.2.3 Maslow Theory of Motivation Hierarch of Needs %\V\

2.2.4 Institutional support Theory

2.3 Review of Empirical Studies ®
2.3.1 Institutional Factors and Service Delivery (_?

2.3.2  Job Motivation and Service Delivery \&(/
24 Conceptual Framework @

2.5 Summary of Literature Reviewed \

Endnotes Q
&

2.1 Conceptual R@

This section revi@x&y concepts in the topic of the study to lay a foundation for the empirical

review that 0@
2.1.1 @pt of Service Delivery

Every library, academic, national, public, special, school, or private, exists to provide
information to satisfy the people's insatiable information requirements. No matter what kind or

size it is, a library's primary purpose is to supply and deliver information services!. The provision

of services entails a variety of initiatives and resources aimed at meeting the varied and extensive
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information demands of library users within a community or society?. Information and
communication technology can be used to provide these services in a variety of formats (ICT).
The computer has been successfully incorporated into every aspect of library operations and
services. In order to teach users the fundamentals of the library and how to use its resources
efficiently, user education in the library has also used the use of ICTs?. In order to ensure that
ICTs are used for the provision, production, and distribution of information, 1ibr®?ssionals

must take advantage of ICTs' power. \QéV

\
respond to their inquiries, assist them in making decisions, ({(ﬁ ebtheir degree of uncertainty'.

There are many different ways to deliver services, m%i\\%

reservations, current awareness services, selectiv&'ss ination of information (SDI) services,

Library services are delivered with the goal of giving customer@ledge they need to
ocument delivery, online book

haring, information repackaging, email

reference and information services, Reitf\bi

notifications, instant messaging, online %ase services, inter-library loan, etc.

A long-standing objective of @maﬁon profession is the effective delivery of information

services that fulfill the r ments and aspirations of citizens, decision-makers, and lifelong

learners®. A core idg\i&liyaries is the supply of information services.

In essence, se%gwlivery refers to the procedures and actions taken by libraries to provide
informa%g'vices and materials to library patrons with the intention of boosting patron
productivity. Meeting users' information needs or satisfying their search for information is the
essence of service delivery in a library. In support of this claim, it is indisputable to acknowledge
that meeting users' various information demands is at the core of good library operations and

services, regardless of the size, kind, or user population of the library. Every library—academic,
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public, school, and national—offers information services to users in order to satisfy their diverse

information demands.

Information-processing services, reader services, and information communication technology
services will be the metrics for measuring service delivery in this study. The organization of the
library's information resources is a component of information processing services. The gathering
of information materials, accessioning of the resources, classification an ing, and

distribution or provision of the contents to users are all part of the %@ng services for
tal

information. Through the cataloging and processing of materials, ataloging unit effectively

\
controls the bibliographic information about the library's zg:r@ All library operations are
1

centered on readers' services. It entails offering a r@
n

needs of library users in the areas of teaching, 1 ah@,

ormation services to fulfill the
d research. The primary function of
the readers service is to fulfill the mission @&\li ary by addressing the information needs of
library patrons. These needs include th vision of information services such as reservations,
readers' inquiries, security, exhibii\, library materials, current awareness services, selective
information dissemination, forth. This claim is supported by the fact that the primary goal

of library services is '@ the information needs of patrons engaged in teaching, learning,

research, and @Woﬂ(.

Referen ices, which involve providing aid to library patrons, include addressing their
questions ahd guiding them toward making effective and efficient use of the resources available;
A routine library task is shelf reading and shelving to ensure that informational resources are
arranged correctly; Inter-library loan is a system in existence that allows libraries to lend out
informational resources to other libraries in need of them as well as borrow informational

resources from other libraries that they do not have; The process of registering users to become
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legitimate library users, giving them access to the library and the ability to use the informational
resources kept there, is known as library registration services; The purpose of library orientation
services is to introduce new library users to the staff members who can assist them with their
information needs and to make them aware of the information resources that are available in the

library collections, how to access, use, and borrow those information resources.

Informational resources are lent to library patrons while being charged an% ged, and
records are created; The process of making library customers aware o§ dditions to the
collection that the librarians believe will be useful to their informg%me%u'rements is known as
current awareness services; Library education services inst@}y patrons on how to utilize

the library catalog to locate and access information re§ well as how to do it in a quick,

effective, and autonomous manner to satisfy their irﬁ@ ion needs; In a type of alerting service
known as selective distribution of informati@ians choose particular publications that will

specifically address the information 0

researchers and specialists; Whe&a patrons ask librarians to translate a document from a

library customers; this is primarily done for

language they do not under@o a language they do understand, the library offers translation
services; indexing and @ting services, which generate an abstract of a document and assist
in analyzing t e@ct matter of a document and giving an indication of the information
contained %%

distributihg/papers to library users directly or indirectly through document delivery services;

speed up and simplify the process of finding information in a document.

Creating copies of documents, journals, or articles is called photocopying; making copies of
documents, journals, or articles is called reprographic services. Despite the fact that the original
copy is being used, it enables users to view additional copies of documents; Resources sharing

services enable users of one library to access the collections of another library, and vice versa.
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The use of computers, the internet, and networking in libraries for the purposes of gathering,
processing, storing, and distributing information to wusers is known as information
communication technology (ICT) services. ICT is used in libraries to ensure efficient and
successful library services, and it helps librarians understand their crucial position in this rapidly
expanding world of information. Information communication services, such as digital library
services, offer digital information resources that library patrons can acces %y from
locations outside the institution's four physical walls; Electronic theses an% tions refer to
the academic library's distribution of copies of the institution's electro 1c%s and dissertations,
mostly for research purposes; Institutional repository servic 0V1ded by the university
library to the university community by giving access to Sﬁg 1 documents published by the
university community; electronic mail services are %&n used by the library to communicate

with library users; electronic document delive@g networks to deliver articles and documents

in digital format to library users; QQJ

Online public access catalogues @ on the web make the library catalog available online,

Online user education inst ibrary users online on how to locate and access information
resources that will me@ information needs effectively, efficiently, and independently as
well as on how, %&elhe library catalogue to access information resources. Readers advisory
and E-ref e\services involve reserving books online, which makes it easier for library
patrons%:am and use the library catalogue. The administration of libraries divides service
delivery into two main categories: technical services and readers/user services. While user
services are involved with the delivery of lending services, SDI, CAS, and many other services,
technical services are concerned with the procurement, processing, and cataloging of library

material resources.
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Another author further suggested that the delivery of library and information services is made up
of a number of mechanisms, the efficacy of which is determined by their interactions. Service
delivery is a collection of unique actions that collectively and individually support the creation
and dissemination of information resources and offer the framework within which management
develops and puts into practice policies to affect the operation of libraries. A core idea in
libraries is the supply of information services. In essence, library and inf@ﬁ service
delivery refers to library procedures and initiatives used by libraries tC\I’ ide information
sources and services to patrons with the intention of improving the ctivity and productivity of

variety of unique activities that make up library and inf ervices. These activities also

library patrons. The development and dissemination of inform ources are facilitated by a
S&
provide the framework within which managemen s and implements policies to affect
library service operations. Therefore, it may beﬂﬂ\a*Qed that activities that produce, preserve, and
transmit knowledge, skills, and artifacts,tha ine emerging technologies like the Internet and
e-mail are included in the supply{o ary and information services. The service delivery
performance and Effectlveness\\(y library depends not only on how the individual service
performs in isolation, on how they interact with each other as elements of a collective
S

system of know Information dissemination and use and their interplay with other

informatioa re%e bases.

Delivery af/library and information services as a synergy of library operations whose interaction
increases effective and efficient delivery of library and information services, hence enhancing
the researcher’s intellectual output and the productivity of library users. Academic libraries have
faced an increasing threat to their very survival in recent years, particularly from two directions:

the global digital world and rising competitiveness brought on by the rapid changes in higher
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education. Academic libraries play a crucial role in research since they provide user-centered
customer service in addition to assembling discipline-based research tools. Libraries must raise
the quality of their services if they want to thrive since their performance is becoming more and

more dependent on the services they provide.

The impact of dispositional factors on the provision of high-quality services in two university
libraries in Oyo State, Nigeria, was the subject of a researcher study. The 5t®§e\d at five
goals, such as; to understand how students in two university librarie§ State, Nigeria,
perceive the quality of services provided, how library staff memb@v{ tudents in relation to
the quality of services provided, how satistied students are wi% uality of services provided,
and how dispositional factors and the quality of servic 71%7 ed are related. Results revealed
that students believed the library provides useful setwicesNx=3.41), is well organized (x=3.19), is
well lit and ventilated (x=3.03), has adequ@@ urrent information resources (x=3.02), and
has competent librarians. The library a@s useful electronic resources (x=2.95), is accessible
to electronic resources (x=2.88), s\,a an adequate number of librarians, The library's services
are delivered quickly (x = @,@nd using the library portal is simple (x = 2.76). Findings also

showed that some of tiQJerrful attitudes displayed by the library staff include: willingness to
relate with us hey are approachable (x=3.04); librarians assist users while seeking
infomatio@%%); librarians are very hardworking and would do everything in their power to
meet u& information needs (x=2.96); librarians are willing to help in users' quest for
information whenever they visit the library (x=2.93); and librarians are always pleasant toward
patrons. Additionally, the results showed that the students expressed some level of pleasure in
the following domains: a user orientation program, circulation and reference services,

information retrieval process in the library, book reservation service in the library,

38



currency/usefulness of projects/theses, and appropriateness of library databases. Reference
materials in the library include dictionaries, encyclopedias, journals, bibliographies, biographies,
almanacs, maps, and other printed resources. Consequently, it suggests that students are quite

satisfied with the high level of quality services provided at the two university libraries.

According to research on the quality of service provided by library staff in university libraries,
the library is open to readers at the proper time (x=3.08), users' records are k aintained
properly (x=3.02), and there are functional facilities available that encou %%y and learning
(x=2.98); Users have confidence in librarians' ability to help the .9%), they feel safe and at

m
ease when interacting with librarians (x=2.91); library staff re%(c'f)l classes of users (x=2.90);

they are consistently polite (x=2.90); and librarians X’users’ needs (x=2.98; users are
aware of the time of services (x=2.97); librarians a@etem in solving users' problems; they
have confidence in librarians' ability to he @feel secure and atTo determine the level of

quality services offered in university lit%s, a test of norm was conducted. Results showed that

the state of the quality services daL'{/e in the two university libraries was high’.

According to the study's *g,‘library orientation placed first among the services listed in
terms of frequency Q&wry among institutional variables and social media use as correlates of
service delive rarians in universities in southern Nigeria. The majority of librarians (386;
70.7%) at they provided library orientation. A close second is the 375 (68.7%) librarians
who provide library education. A total of 351 respondents (64.3%) expressed a favorable attitude
toward the reference services provided in their libraries, while 195 respondents (35.7%) said they
were not involved in reference services at their libraries. Translation service by the respondents,
was the least frequently delivered service. This means that a focus on libraries, The three most

popular library services provided by librarians in Southern Nigerian universities were reference,
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education, and library services. Only 61 (11.2%) of the respondents reported to be involved in
translation services in their libraries, making it the least common service provided by librarians
in the universities under study. Images/photo services (81, 14.8%), and outreach services (116,
21.2%) were two more services that the majority of respondents did not provide. This finding
suggests that outreach services, translation services, and image/photo services were not as well-

liked by librarians in university libraries in Southern Nigeria®. \V\

In a study of the working conditions, incentives, and service delive \gjbraﬁans at the
Ambrose Alli University (AAU) library in Ekpoma, Edo State an&%lection revealed that
the level of service delivery by librarians at the AAU Libra '('l:)poma is low, with a Grand
Mean (2.27) that is below the criterion mean (2.5). A@ , research showed that the AAU

Library's motivating structure for librarians is suchythatvthey don't feel pressure to perform at

their highest level at all times. @

Since they do not feel valued by thei ors and are always aware of the time while at work,

o work on Monday mornings. These are all signs that the

librarians do not look forwardﬁ
librarians lack motivatio@o ot consider their workplace to be a second home®.

The same study's 'I%)on institutional variables and social media use as correlates of service
delivery by li in universities in Southern Nigeria are also distributed by type of university,
along services provided by librarians in those institutions (federal, state and private).

Results showed that library instruction, library orientation, and material suggestion were the
three main services provided by librarians at federal universities. The majority of respondents in
state institutions stated that they provided library orientation to their users, closely followed by
library education service and reference service. Results from private universities showed that the

main services provided, as identified by the librarians, were library orientation, reference service,
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library resources recommendation, and selective information distribution.In state and private
colleges, it was library orientation, with 118 (73.3%) and 121 (69.9%) of the services provided
by librarians in federal institutions being library education. Images and photo services were the
least frequently provided service among the three colleges. The three services provided by
librarians at federal university libraries were library education (157; 74.1%), library orientation
(147; 69.3%), and library materials suggestion (133; 62.7%), as can be seen % results
displayed in Table 4.3b. The three services that librarians provided ma\% ently in state
institutions were reference services (101; 62.7%), library orientatiok(l ; 69.6%), and library
education (111; 68.9%). Regarding private universities, th @Q_Sxer\\/ices provided by the
S

majority of librarians were library orientation (121; 69 erence services (119; 68.8%),

9

recommendations for library materials (111; 64.2%%\selective information dissemination
(110; 63.6%)®. /\\\

In the study titled "staff quality and i gaf)n service delivery by libraries in French-based
institutions in Southwestern Nige%t e librarians from the four (4) institutions indicated that
there are current awaren@qrvices (4 or 100.0%), reference services (4 or 100.0%),
bibliographic services QJ 0.0%), audio-visual services (4 or 100.0%), and shelf-labeling (4

or 100.0%) a ne (25.0%) of the librarians specifically at the Alliance Frangaise-Yaba
that

the library offers a reading workshop as a service’.

in Lagos s@

Similar to Dnis, two (50.0%) of the librarians (at the French Village in Lagos and IFRA in Ibadan)
said that their libraries have provided capacity building training and donations to their patrons,
employees, and French Departments at other institutions. The results suggest that the services
offered in the libraries of French-based institutions in Southwest Nigeria include shelf labeling,

reference services, bibliographic services, audio-visual services, and current awareness services
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(CAS). The study also came to the conclusion that, as indicated by library users, the level of

service delivery by libraries in French-based institutions in Southwest Nigeria is very high!?.

In a study on "librarians and information service delivery in Kogi State, Nigeria, during the
COVID-19 pandemic," the major roles that librarians played during the COVID-19 period, in
order of highest score, are: helping users to solve their queries (22.8%), updating users with
current information (17.5%), disseminating selective information to patrons, 1Vihg patrons
current awareness of library resources (12.3%). Other jobs with poor s Q{

ude managing

the library's website and e-resources linkages, making it easier fo ﬂ§1'5 \to obtain links for free

open access information resources, and giving relief items ( @ ditionally, the findings of
the study indicated that the most common information Z&offered by librarians during the
COVID-19 season are Current Awareness Servic S) (28.1%), According to a study on
"librarians and information service deliv ﬁ\ gi State, Nigeria, during the COVID-19
pandemic," the major roles that libra\%e%ed during the COVID-19 period, in order of
highest score, are: helping usersé,@ ve their queries (22.8%), updating users with current
information (17.5%), dissex@igg selective information to patrons, and giving patrons current
awareness of library @es (12.3%). Other jobs with poor scores include managing the
library's websit @esources linkages, making it easier for users to obtain links for free open
access inf tion resources, and giving relief items (7.0%). Additionally, the findings of the
study i&ted that the most common information services offered by librarians during the
COVID-19 season are Current Awareness Services (CAS) (28.1%), followed by electronic
document delivery services (17.28%) and online selective dissemination of information (SDI)

services. 7.0% of respondents—representing the lowest percentage—offer online bibliographic
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services, virtual library services, online reference services, and online database searchl. 8.8% of

respondents were involved in information repackaging.

The study's findings on the work environment, job performance, and motivational variables of
librarians in federal university libraries in north-east Nigeria revealed the extent of their level of

service delivery. According to the survey, these librarians provided modest service, with an

average mean score of 2.80 on a 5-point Likert scale. Effectiveness on the w .85 based
on the measures used to measure service delivery, which were on a te level, work
productivity in terms of a quantity was 2.69, punctuality was 2.82, inndvation/creativity was

2.84. However, the item under the quantity of labor outp ulfilling others' duties in their
absence, got a mean score of 2.24, indicating a oﬁ\% | of service delivery. Further
conclusions from the same study indicated that @ ess in service delivery had the highest
mean of 2.85, followed by creativity and im@iQn 2.84, punctuality 2.82, and quantity of work
output 2.69, in Federal university l%ies in North-East Nigeria. Librarians at Federal
University Libraries in North—EKt,i ria performed their jobs more efficiently than other
employees in terms of cre@* ‘punctuality, and quantity of work produced. The ability of
librarians to adhere to @chedules on time (X = 3.02), carry out tasks as allocated correctly
(X =2.98), an xrate with others to complete tasks (X = 2.84), were the main factors that
contribute@%ﬁr effective service delivery on the job. The investigation also revealed a
modest% of service delivery. The average mean scores of these indices, which are used as
measures of work performance, indicated that the librarian's job performance was improving,
rising from moderate to high. It also emerged from the instrument's questions that most

respondents carried out their task to the best of their abilities regardless of whether they were

motivated or the working environment was favorable or not!!.
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Researchers found that 30 (88.2%) of the library employees in the Osun State University study
on job motivation as correlates of job performance reported having high levels of productivity at
work, whereas 4 (11.7%) reported having poor levels of productivity. In the same line, the results
showed that 8 (23.5%) respondents said they were not very efficient at work, while 26 (76.5%)
said they could mix professional, technical, and administrative tasks well. The results also
revealed that whereas 31 (91.2%) respondents said they were highly reliabl \ﬂ%\pressure
while carrying out their jobs, only 3 (8.8%) said the same about themsel\s. itionally, the
results showed that 29 people (85.3%) said they had a strong abilh{o le the situation at
hand, whereas 5 people (14.7%), said they had a low ability OQLS . A\dditionally, the results
showed that 32 (93.1%) of those surveyed believed they had 4 sttong ability to carry out official
tasks with less fatigue, while just 2 (5.9%) believe %\had a low ability to do so. Further
analysis of the results showed that 33 (97. 1%@Qden‘[s said they could complete library work

efficiently under no time constraints, w%cgnjy 1 (2.9%) said they could not. In conclusion, it

can be concluded that the responde@lx

The study on the work motiQ and performance of cataloguers in academic libraries in South-

m their jobs very well'2,

West Nigeria provide@ical evidence of the various levels of service delivery in these
institutions. Ov @h quality of the services was excellent (Ave Weighted M= 3.03, SD=0.67).
Overall, t ice delivery items had mean scores that were higher than 2.5 but lower than 3.5,
indicati&at the scaled items appear to be in the high range. The results showed that librarians
performed job-specific tasks at a high level (M= 3.11, SD=0.66). This suggests that librarians
efficiently complete rote jobs like cataloging, collection management, and reference, among
others. Regarding question two, Results revealed that although the mean score was slightly

above 2.5, librarians reported having a high level of non-job specific task performance (M= 2.98,
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SD=0.68). This shows that the librarians saw helping the library develop as a less significant
aspect of their profession. Additionally, results showed that librarians delivered services with a
high level of effort (M= 3.07, SD=0.75) by being innovative, diligent, and capable under
pressure. This suggests that the librarians nevertheless performed their duties successfully in the
face of deadlines. The results also showed that the personal discipline of librarians who provided
services was high (M = 3.09, SD= 3.09). This suggests that the librarians were@ble and
efficient with their time. The sixth study question's findings showed tha\' idns performed
well as a team in terms of service delivery. The highest degree of performance among librarians
was accounted for by team performance (M= 3.17, SD= 0.6 ’%&to\their strong teamwork
skills and ability to collaborate, librarians appear to be Q% orate citizens. While the mean
score was slightly above 2.5, the study's results once KAOwed that librarians performed at a
high level in leadership (M= 2.93, SD=O.60).@§ding to the results, Senior Librarians (n=55,
27.1%) made up the bulk of respond s,(fd owed by Assistant Librarians (n=36, 17.7%),
Principal Librarians (n=35, l7.2%{§h§an I (n=16, 7.9%), and Librarian II (n=15, 7.4%).
This suggested that many of%@rians held senior librarian, principal librarian, and deputy
librarian jobs, which eserved for seasoned professionals in leadership roles like
departmental hea ’S&tional heads, and unit heads. According to research, some librarians who
supervise lﬁ%be giving their employment their all and may not enjoy it. Additionally, the

results that although the mean score was just a little bit higher than 2.5'3, the level of

management service delivery by librarians was high (M= 2.89, SD=0.59).

The study on the delivery of information services to academics at different tertiary institutions in
Nigeria was revealed by the researcher. The author's research revealed that librarians provided

services such document delivery, document printing, data processing and retrieval, electronic
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resources downloads, email service, internet call service and institutional repository service to
their users'*. A recent study on strategies for sustainable services in academic libraries in
Singapore. For this study, a survey research design was used. The results showed that unique
strategies such as structured communication templates, daily programming and staff
development training to support library service delivery could be implemented at Nanyang
Technological University Libraries to enhance sustainable strategies. The findin \}&sﬁbmitted
that sustainability of these strategies is connected to good planning that w@ﬂlance day-to-

day activities of the academic libraries as well as clarity of goals and actiohs'”.

/\ \

2.12  Concept of Institutional Factors %(_)

Institutional factors is a broad concept and has w'@( defined by wvarious scholars.
Institutional factors can be viewed from the a B@ financial, human resources, physical
facilities, support mechanisms and ICT 1 %ﬁre. Institutional factors such as Technical
support (Infrastructural facilities such %ﬁmet connectivity, electricity supply, computers
and software’s) and financial sup% ibrary funds and training) has the capacity to influence
library service delivery. In@qﬁl factors are range circumstances and resources available at
an institution that coul@t professors' use of scholarly electronic publications including the
services delivery brarians to users in the library. These conditions includes tools for

Workplace@se aess to a library, an ICT lab, access fees, and a use policy among others®’.

Institutio%a factors are major determinants in managing the institutional activities that support
the university mission and vision such teaching, learning, research, community services and
information dissemination. The aspect of funds or finance play a significant part in achieving the
institutional objectives. Also, in term of library services, funding of library to support the

provision of information in their various formats to support users and lecturers academic needs
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cannot be overemphasis. The act of providing financial resources for the use of a library to
advance development and as well equipping the library with appropriate and adequate

information materials®>.

The metrics of Institutional factors that will be used for this study are technical support and
financial support. In achieving effective library service delivery, adequate provisions of
Institutional factors such as Technical support which consist of institutio<a</ structure,

internet connectivity, power supply. All these factors are necessary %&&(cellent service

delivery to library patrons by library staff. Infrastructure is the basiebedrock of any information

10
\
organization. The use, access and delivery of inform%{li%('sgwices, depends solely on

infrastructures such as computers and library software. \

The Nigerian electrical system is in good shape&l&ity is constantly failing, which makes it

impossible to supply information services €fl Xely and efficiently. The majority of libraries

operate on backup electricity from s %like generators. These generators are susceptible to

maintenance problems and high “diesél and gasoline prices, though. The outcome was the
N

provision of assistance f(@

on alternative energ&&gwes because of the nation's energy crisis. Generators, solar panels,

with epilepsy. The majority of libraries spend a lot of money

environmenta ly technologies, turbine gas, and other options are some of them. Effective
provisio ormation services may be hindered due to this energy crises. There is great need
for constant supply of electricity in the library, in order to ensure effective delivery of
information services by library personnel. Electricity supply is the bedrock of any interaction
with the computers, mobile devices and other ICTs devices. Regular electricity supply would

enhance smooth and timely delivery of information services by library personnel.
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Internet connectivity is another technical support factor that can affect services delivery by
library personal. The Internet plays a major role in delivery of information services by library
personnel, but constant Internet facility has not yet been accomplished at university libraries in
Nigeria. and this can led to a hindrance to service delivery by library personnel. The majority of

individuals currently have slow Internet connections. Financial support such as library funds and

staff training. Funds are essential in the delivery of services delivery in the libr@\
The importance of money in providing top-notch library services cannc%&@stated. In order
ul

for the library to accomplish its goals, it acts as the glue that hol%b\ ding, collection, and

employees together. Thus, money may be viewed as the libr@g. Any library's effectiveness
a

is hampered by inadequate funding. It is crucially im§ library to have the resources

needed to achieve its goals. Users can only appr%7 ning design, knowledgeable staff, and

cutting-edge information storage and retrie@%:

Numerous services cannot be provide%hout adequate financing. All libraries need money.

ologies if they receive excellent services.

The quality of a library's resourcs@ztly depends on the amount of support it receives. Even
though the majority of ﬁn@for libraries comes from state and local governments, federal

support is crucial in @g that all libraries have the resources they need to serve their

communities. @

Like ox %d water, libraries are an essential part of our lives. The memory of the human
race is & referred to as libraries, which are thought to contain recordings of almost everything
that man has made, conceived, and dreamed of. All of these need that university libraries have
the money to carry out these responsibilities. Libraries develop organically. This implies that
they undergo gradual changes over time, either growing or shrinking, depending on how much

life is infused into them. Money is needed to provide the information needs of the academic
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library. The academic library is a capital-intensive organization that provides social services. All
of these things, including staff, physical structures, books, journals, and electronic resources,
require funding. Whether it is a department of the government, a university, a school, a research
center, or a for-profit business, the library is always a part of a bigger institution. As a result, it
bargains with its parent firm over its budget. The parent entity is the owner who takes full
responsibility for the company's finances. Academic libraries are supported b)@tﬁnces of
their parent universities. These funds often solely cover ongoin Government
N

organizations, particularly the Ministry of Education, do, neve@ occasionally assist

libraries. QQ
Money from the government, endowment funds, library fe\e\&&fnts, and other unnamed sources,

\

The funding for Nigeria's government-owned libraries comes from a variety of
sources, including the selling of duplicate v B%, nes, and photocopies. These estimates from
the many departments must be combi@n assembled by the bursar. Libraries get funding
from a variety of sources in add@ the government, including grants and contributions,
endowment funds, launchir@i other fees, and partial reimbursement of academic expenses.
The key problems Wit@ative fundraising strategies include a lack of funds, the lack of a
generous cult@ Nigerians, and a lack of adequate structures for accountability and

transparen@1 raries mostly rely on government subsidies for funding, so the government

should &se the amount it gives to libraries so they can offer enough services and resources.

There should be more research done in the libraries on other sources of funding for their
management. If the library has enough funding, it can provide the information sources and
services needed to meet consumers' information needs. A tertiary institution's academic library

serves as its brain. It serves as the major site for all of the teaching, learning, and research at the
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parent institution because it is the source and the central element. Effective and efficient teaching,
learning, and research require enough funds for the library to carry out its vital role. The budget
for our academic libraries is insufficient, as experience has shown. This, we are not facing a
brand-new problem with insufficient funding; on the contrary, it has been there for a very long
time. At any rate Actually, all types of libraries have consistently faced difficulties with funding.
Many authors have expressed concern about how our university libraries are d&?ﬂg. Poor
financial support has terrible impacts on our university libraries. The volu @ber, and scope
of the library's services have decreased as a result. As a result, more\pcople are using the

\
facilities and resources than they can handle making it difﬁf\@gt em to effectively meet

users' informational demands. It costs a lot of mone%‘ ire and maintain information
technology. Information technology acquisition @c ed by the habit of underfunding
academic libraries. Because of this, not every %\mic library has gone electronic. If academic

libraries wish to provide their users %h% best possible service, they must adopt new

information technology. (3\

The significance of traini@ this area cannot be emphasized, as libraries aim to give
information to all use@raries are regional information hubs, thus staff members whose
responsibility 1 i@form patrons in any way they need must be knowledgeable in all subject
areas. A k %gy for motivating staff in the library as a service organization is training. To
effectiv® serve the public, employees including librarians and other information
professionals—must acquire the skills required for the position. The significance of training in
this area cannot be emphasized, as libraries aim to give information to all users. The

neighborhood library serves as a hub for information. Through training, a quick procedure

applying a planned and controlled strategy, non-managerial workers learn technical skills and
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knowledge for a particular activity. This idea is found to be lacking because both management

and non-managerial employees need to undergo training.

Staff members of libraries are not given the particular training they need to accomplish their
duties well and quickly in schools. All university students and professors in universities in
Nigeria have access to academic libraries, which are reliable sources of information. A lecturer
can take benefit of the library when they need to do research. By learning U@oducing

their assignments and projects, students might also gain. People who iate knowledge

should treasure the library as a repository of information, which l@w\ estion of whether it

is necessary to give it the required personnel and financial resc%.)

A library must also have excellent human resources i \\%’0 serve the academic community
effectively. The reality is that properly equippe% igs will also indirectly have well-equipped
staff. A library will be able to accomplish 1& jectives with the aid of motivated staff. Staff
training includes educating library e %es on new abilities they can use on the job. Staff
training should prioritize the nécQs, nd services of the library while still respecting the
contributions of those w \eh‘ese things possible. Employee growth provides them with the
chance to pick up the fi skills, information, and competence required to accomplish the goals

of the library fo also benefits from training because they are motivated and inspired by

how im@their work is, which goes beyond achieving the goals of having a library.

Even while managing a library involves more than just keeping books on the shelves, technology
has increased the need for library staff to be trained, particularly in using the internet. Those who
must not be forgotten, despite the fact that the saving, sharing, retrieving, and processing of
information has made the world into a new global village. However, training library staff is

necessary to enhance performance and increase productivity, despite the fact that a lack of
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training affects output and the standard of services offered. Training is required for library staff

in order for them to carry out their duties effectively.

It is important to periodically train library staff so that they are up to date on the newest trends
and have the skills necessary to deliver services in an effective and efficient manner. The

delivery of information services in the library requires that library staff members receive training

in a variety of ict skills. The training of library staff depends on the availabilit from the
library, and when those funds are insufficient, training programs will s »Jhis will have an
impact on service delivery because poorly trained and unskilled libcary \s ff will be unable to

provide users with the effective and efficient information s@}m they need. Additionally,

library finances are crucial for the purchase of infrast luding computers and software,

which facilitates the staff's seeming ease and sp &f viding information services. However,
diffi

if any of these are lacking, it might make it cult for library staff to provide services to

patrons. Q

The library's connection to eff& rrnatlon service delivery is financial. Funds are required

for the purchase of info Qn esources, ICT equipment, library software, alternative power

supplies, internet s gxgg;ons staff training, pay, and upkeep. A library's strength resides in its

print and online ' ational resources. The 21st-century library requires funding to support a

wide ra@ewices, yet those funds are insufficient.

Funds are needed in order to provide the library with excellent internet connectivity. The ability
to connect to the internet is incredibly helpful for the library's service delivery. It is crucial and
results in quick and continuous service delivery. Lack of funding will have an impact on how
library staff provide services. The 21st-century library requires funding to support a wide range

of services, yet those funds are insufficient.
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Funds are needed in order to provide the library with excellent internet connectivity. The ability
to connect to the internet is incredibly helpful for the library's service delivery. It is crucial and
results in quick and continuous service delivery. Lack of funding will have an impact on how

library staff provide services.

2.1.3 Concept of Job Motivation
Motivation is a good indicator for better service delivery by librarian ir library
workplaces'6. Motivation may be described as the capacity to exert effort toward

17

organizational objectives while simultaneously meeting personal n e idea of motivation

\
is centered on energizing, propelling, and driving people toweg:@nge in behavior to meet the

aims and objectives of an organization, in order to inc% ctivity and employee happiness.

However, job motivation can be channel towards“c¢ominitting library personnel to their job!”.
When a patron uses a service or a product, an express their level of satisfaction with that
level of contentment. Given a strin @rswtently favorable circumstances, the emotion of

satisfaction is one that is easily{,s rmed. Therefore, a user's evaluation of the expected

performance or value of a s@m product is how user happiness is determined.

As a result, in lib@g\gy information centers, job motivation for librarians is crucial. In
general, moti rarians are more likely to be happy and effective in their workplaces. It is
undenia academic libraries' motivation of librarians is essential to research, instruction,
and learnirfg at the institution as a whole.!”. In other words, the condition for attaining library
aims and objectives is the job motivation of librarians. Another author emphasized the
significance of staff motivation in achieving any library's goals. Because staff motivation
inspires, sustains behaviour and performance!®. Motivation is belief to be intrinsic expressed

through behaviour by an individual towards a job. Motivation is psychological forces that define
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an imdividual's way of behavior in a workplace, level of effort, and degree of perseverance in the

face of challenges'®.

Another author identifies motivation as the internal power that fuels, prods, pokes, drives, or
energises action toward goal achievement®®. As a result, when a worker lacks motivation, it
shows in their lack of interest in carrying out a task because they have no objectives to work for.
Goal-oriented traits like motivation aid someone in achieving their goal@v\ation of
employees in any organisation including academic library, is a function \f\ agement of the
organisation. The purpose of motivating employee is to ensure em es\ﬁlgs out their best in

achieving the organisational goals. Given credence to this 2«@?3 motivational strategies are
the used by managers to motivate employees to achieve h&o g22

When librarians are driven and content, they@ate a welcoming and accommodating
environment. Dedicated librarians may be{ contént and, as a result, more productive in their
organizations. When considering the %ts that boost motivation in settings like libraries and

information centers>, Anothe< r highlights several factors that affect employees' motivation
rk*arrangements, training and other possibilities for professional

in organizations, includi@

advancement, com ti&@ay, and opportunities for promotion?*. The writer also agreed that
Mo

with thei t senior librarians through appraisal and development plans. The chances for

Library staff men have the opportunity to discuss their various development requirements

professiondl growth of employees, such as attending training sessions, conferences, seminars,

and workshops, contribute to employment motivation?>,

The author went on to say that basic training for employees is crucial because it makes them feel
competent and confident at work, and if managers took these considerations into account, it

would help to motivate staff and address the issues raised by employees. Given the difficulties
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facing library services right now, motivation is even more essential since it offers individuals a
purpose to work hard and achieve success. Although not the only factor in the motivation process,
library managers unquestionably play a crucial role in ensuring that libraries offer high-quality
services®. A person is motivated to work by a variety of variables, which can be roughly split
into two categories: monetary factors and non-monetary factors. Salaries or wages and bonuses
are examples of financial considerations. Job title, status, appreciation cognition,
delegation of authority, working conditions, job security, job enrichment\\% participation,
cordial relations, proper job placement, proper promotion and t@fe roper performance
feedback, providing training to employees, and proper welf: &%’diti;s are all examples of
incentives, special individual incentives, and non-monetz@
N

library staff to exert more effort in order to meet both wn ambitions and the predetermined

aims and objectives of the library?®. \\\

Maslow argues that there are five basic s physiological needs, safety needs, needs for love,

affection, and belongings, needs f{,el esteem, and needs for self-actualization—that underpin

s. The same factors could spur

human behavioral drive. E@@c performance will readily improve if an organization meets
their fundamental req@mts, safety needs, belonging needs, self-esteem needs, and self-
actualization w 1@’ ple have different demands because of their biological, psychological,
and social %‘[eristics. The hierarchy of these needs, which might differ from person to
person,@lops from basic physiological demands to social and psychological needs at the next
level. By placing the requirements in a particular order, Maslow's Hierarchy of Needs Theory,
which is at the forefront of the most significant studies about motivation, also generated the

"Hierarchy of Needs Pyramid."
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Psychological needs include those that must be met in order for a person's biological systems to
continue functioning, such as the need for oxygen, food, water, rest, sleep, and shelter. Maslow
identified these demands as the initial physiological motivations of the motivation theory and
emphasized the importance of two fundamental ideas. To maintain "homeostasis" in their bodies,
people must first have access to water, salt, sugar, protein, fat, minerals, and vitamins, among
other things (protection of the internal balance of the body). To include eve@s}ological
necessity along with every physiological condition, though, wou@mpracticable.
Physiological wants, as opposed to homeostatic requirements, incluc@% for sexual activity,
sleep, touch, smell, and taste. The second thing to think about i (ﬁ_[s des\ire for food is a sign of
a true need or a sign that the body is lacking something. al requirements must be met.
Different desires won't materialize to a great level i %en’t satisfied to a certain extent. It is
hard to claim that in people and communi@tlat haven't achieved their necessary goals,

Needs: Despite the relative satisfaéti physiological needs, new demands develop that are

freedom and democracy, fine art, goo@&d sports are in the way they should be. Safety
categorized as safety needs@' include requirements for defense against danger, self-
assurance, and lack of %) r need to preserve your finances is one component of your safety
requirements. Thi uirement is the foundation for the concept of insurance, which was
inspired by h%lon system and other concerns like flood, fire, and theft. Due to their concern

for prot y'the local police and military organizations are also. In addition, a person's demand

for protection may change in response to social challenges or geographical situations.

The need for love, commitment, and belongingness appears once the physiological demands and
safety needs have been completely satisfied. At this stage of the theory, Maslow emphasizes that

humans are social beings (Stephens, 2000; Adair, 2013). The individual’s needs for
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belongingness and love represent a large vary of desires, like feelings of attachment (group
membership, clubs, churches, business associations, etc.), spouse, kid and maternal love. people
wish the presence of affection in their relations with individuals, love, being beloved, to be
within the hearts of individuals and teams. This would like class, that consists of needs has to be
accepted by others, to ascertain friendships, to be with relatives, to show affection to individuals
around and to expect love from them, from them, derives from the instincts of Liwi %ether to
a great extent. According Maslow, apart from a number of pathol c<<ekceptions, all
individuals have a necessity} or desire for a stable and sound self- ses%nt, self-esteem and

\
others’ respect. Sound esteem suggests that self-esteem supp& e capability, success, and

respect of others. \&(/
%ﬁrst is the need to be appreciated and

Esteem Needs; there are two kinds of esteem n@

respected by others related to the reputa@o\f

appreciation. The next one is that the@u like for self-appreciation and self-esteem, like

certainty, independence. \<§/E

Self-Actualization Needs@s posing all the wants at the opposite levels of the hierarchy are
1

person, such as status, recognition, and

achieved, the perso cgng | feel uneasy and discontent. For this reason, individuals ought to
behave per thei nal talents. A musician ought to have interaction in music, artist ought to
have int in art, author should write to be happy. Individuals ought to be no matter he or
she will be. Self-realization is the process of maximizing one's potential, developing one's
abilities, and becoming the ideal version of oneself that one truly desires. Since this is frequently
an improvement-focused want, there is no saturation and the cravings grow in direct proportion

to the degree to which they are being satiated.
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Physiological needs, the bottom level of Maslow's hierarchy, are the focus of this study. This
level will be met in the library through a variety of strategies, including the availability of office
supplies, a good work environment, cozy lighting, and a comfortable temperature. In relation to
this study's focus on security needs, focusing on the needs that must be met for library staff to
feel safe and secure, the second level of Maslow's Hierarchy of Needs lists having health
insurance, retirement benefits, and job security. In this study, library staff me \%e?k social
relationships within the library to satisfy the third level of requirements, i<<i( social needs.
These interactions include making friends and feeling a sense of bel& nd affection within
the library. In this study, needs related to self-worth, as gaining respect and
acknowledgment from management and the sense of ld@qulred from working at the
library, are included in the Maslow hierarchy's fo % self-esteem needs. Self-acceptance
and successes will be emphasized in the fifth *whlch addresses self-actualization demands.
Motivation is the internal force that m. urs energises, ignites, propels, pokes, sustains,
and leads action toward goal ac{{/ nt. It therefore implies that when employees are
motivated over performing a &a& develop enthusiastic in performing such task as a result of

motivation given. In % d, in order to achieve predetermined goals, people must exert

sufficient effort ve a clear sense of where they're going?’. There are two main methods for
motlvatlng ncluded in them are extrinsic and intrinsic motivation. An environment
where t at hand is set up so that it becomes fascinating, demanding, and gratifying is one

that fosters intrinsic motivation. The job's nature offers rewards. Poor work morale was the
primary cause of productivity loss. This includes a lack of a strong sense of teamwork, a lack of
desire and a weak sense of belonging, as well as employees feeling underappreciated and poorly

compensated®® 2°. Motivation is the act or process of expressing a desire that encourages
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someone to achieve something. In some ways, job motivation of library staff is crucial to
achieving the goals and objectives of the library in terms of the delivery of library services.
Motivating the library personnel will spur the commitment and effectiveness of the personnel to
carry out their functions in the library as expected®®. A study on the cognitive styles and work
motivation of librarians in private universities in Nigeria revealed that these workers are more
concerned with extrinsic issues like job security, pay, and working conditions. inSi¢ aspects
should therefore be improved more in order to increase employee TK . Whichever
explanation is used, the policy that should be implemented should t&&ccount the fact that

\
employee pay, job stability, and attractive work tend to be sigr@ﬁes to higher motivation3!.

Extrinsic rewards' beneficial impacts on intrinsic \i&f and the fact that employees'
experiences with rewards and creativity fluctuat S n their personal characteristics. As a
result, individuals could opt to take on a W@g\it own sake, for the sense of accomplishment
or self-actualization it brings®2. Extrin%m tvation is the practice of providing rewards for

successfully completing tasks. E@llly motivated employees are individuals who care

primarily about the benefit their employment will bring them, rather than those who are
truly interested in the @for its own sake*’. An employee who is driven by external factors
may pursue a \1 order to receive a reward, such as a raise in pay, a promotion, or
admiratior@t%ic incentives can have significant, immediate consequences, but they don't
always %

For professional commitment and motivation, library staff members need to be

genuinely driven.

Motivation Complex forces, incentives, wants, tensions, and other systems called motivations
animate, catalyze, and sustain human behavior in order to carry out a certain activity. In actuality,

motivation describes the amount of vigor and dedication a person brings to their work3¢.
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One of the most pressing concerns in all management and organizations is job motivation. Job
motivation for LIS personnel in the library promotes proper library use and maximizes service to
end users. Extrinsic or intrinsic motivation are both possible. Intrinsic motivation is when a
person develops motivation on their own. When a person acts as a result of outside influences,
external motivation is evident. In order to characterize employees’ motivation for their jobs in an
organization, a number of characteristics have emerged. Employee motivation is@ﬂy tied to
performance. Professionals with motivation are beneficial to the libr\ capacity to
accomplish a job must be translated into implementation throug &tion.An important

\
element in creating a positive organizational climate in a firm i «hyee motivation. A healthy
;i

organizational culture affects employees’ motivation, ty, and job satisfaction. Job

motivation is defined in the current study as the professionals have for their work.
Professionals in LIS will perform their dut&éqre successfully and efficiently if they are
motivated at work. Certain behaviors aQ&m , controlled, and sustained by a process called
motivation. Motivation is a phenon@ﬂuat influences a person’s behavior in terms of its type,
its intensity, and its persistem&lq rder to be consistently devoted to a work, role, or subject
and to put up consiste(/ toward achieving a goal, people need to be motivated by both
internal and ext 4\forces. It is generally acknowledged that meeting personnel needs is
necessary t %&e efficiency and effectiveness. Before implementing them, management must

recogni demands that can readily encourage its employees if it hopes to succeed.

Employees are inspired by their jobs to work hard to succeed at work.

The performance of library employees is impacted by a staggeringly tremendous number of
motivational factors. However, this emphasizes how important it is to influence a workforce in

any organization. Motivating the library personnel could be meeting their physiological or

60



psychological needs®’. Motivation is a process that begins as a physiological or psychological
desire that prompts a behavior aimed at achieving an objective®®. It is the end result of the
interaction between organizational distinctiveness and personality behavior®. It stands for the
psychological processes, the underlying principles, the impetus, the course, and the choice of
purposeful acts that are focused on business management and strategy. Job motivation is defined
as an action that prompts an employee to adopt a course of action that will hel acthieve a

goal or meet a certain psychological need*. \%

Some scholars are of the opinion that using various techniques to R te employees to take

\
(m)&the factor that causes an

action can likewise be considered as job motivation. Motivat

employee to act with a good attitude. It is a gift or incenti iven by a superior or leader to a
junior employee, such as a salary increase or other@ employment. In a recent study, the
effect of motivation on job satisfaction was Q{K ed, are of the belief that adopting different
strategies to encourage workers to act gkgl e viewed as job motivation. The driving force
behind an employee's positive atti‘u@i/?hotivation. It is a gift or incentive provided to a junior
employee by a superior or lead&% as a pay raise or other job benefits. A recent study looked
at the impact of mo on job satisfaction. In the North-Central States of Nigeria,
researchers con ’%@k a study on staff motivation for increased productivity in Federal
Polytechnic L%es. The study's goals were to determine the level of employee motivation for
increas ctivity in the Federal Polytechnic Libraries in the North Central States of Nigeria,
the degree to which employees were satisfied with the existing incentives there, and the type of
incentive system used by the polytechnic management staff in those libraries. The chance for
promotion and advancement criteria, accurate work flow, and prompt payment of retirement

benefits after leaving the service have a high relative importance index, according to the findings.
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It suggests that the majority of respondents value opportunities for advancement, promotion, and
accurate flow as factors. Results on the impact of motivation for increased productivity showed
that job satisfaction and a career in libraries benefited productivity. Additionally, research
revealed that the majority of library staff prioritize opportunities for professional development

and income increases as the primary rewards connected to motivation'®.

Results of the study "Relationship between Motivation and Job Satisfactio %isonnel in

Private University Libraries, Nigeria" showed that library staff in pri\@ersity Libraries
evel.

South-West, Nigeria, rated their job motivation as being at a high | { This is frequently
obvious when taking into account the size of 4's usual mea (r_e)g 2.96. When compared to
extrinsic motivation, which has a common mean score .Qﬁtrinsic motivation appears to be
higher with an average mean score of 3.11. Thi \@ s that the librarians in the non-public
university libraries under investigation w@e organically motivated than extrinsically
motivated. This indicates that their intmotivation, such as their work knowledge, abilities,
and higher degree among othersi7, more than the external motivation they obtained from

their external (their emplo@%ources, such as pay, promotion, and job security. People are

motivated to work har@y dedicated to their jobs and roles as assigned by both internal and

external facto@
People intrinsically motivated respond to professional obstacles by working harder in an

effort to uphold their integrity and self-worth while also demonstrating their dedication to and
desire for personal success. Acceptance, curiosity, honor, independence, power, and order are a
few examples of intrinsic motivations43. Contrarily, extrinsic motivation is the use of external
benefits like higher earnings or salaries, promotions, or compliments to encourage employees to

perform better. According to the external motivation theory, a person's feelings of attachment
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and awareness of the consequences have a moderating effect on the relationship between their
motives and their behavior. Extrinsic motivation derives from the anticipation of getting rewards
from outside the person, such as compensation, benefits, incentives, promotions, and recognition
in exchange for job performance. When library staff members are intrinsically motivated, they

do not require significant extrinsic rewards because working is fulfilling in and of itself,

according to declaration45. ®\

Extrinsic motivators like decent compensation, retirement benefits, time o g&nd comfortable
working conditions may encourage or push paraprofessional 1@( {v rkers to give in or
perform at their peak levels in the sake of increased productiv@ancial incentives work well

to boost performance for uninteresting jobs but fail to %‘& njoyable ones46. Only when the
Ite N\di

benefits were kept a secret rather than mad@
improve performance on a task. Job mot@

component that can increase their jot%ductivity in terms of providing library services to

d performance-related remuneration

r library staff members is a long-lasting

patrons*’. The concept of motiv% is centered on motivating, propelling, and stimulating
people toward a change in @(or to meet the goals and objectives of an organization, in order

to increase productivit)% ployee happiness*% 4.

An individual, '%ity, direction, and persistence of effort toward obtaining a goal are factors
that are ted for by motivation. Intensity, direction, and perseverance are the definition's
three key €lements. No matter how hard someone tries, intensity is amplified. The majority of
personnel once discussed motivation in terms of this section. However, if the stress is not
directed in a way that is beneficial to the organization, high intensity is unlikely to lead to

favorable job-performance outcomes.
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Persistence is a component of motivation. This gauges how long someone can exert themselves.
In an interview with library managers in the tertiary institution libraries that were the subject of
the study, researchers discovered that practically all of the psychological support systems in
place (salaries, loans, and welfare facilities) are insufficient. They suggested that a variety of
strategies be used, including job style, structural provisions, bonuses, job enrichment, rewards,
job expansion, flexible working hours, regular promotions, sensible operating co@& prompt
payment of salaries, monitoring and evaluation strategy, human capacity d\\@smnt, retraining

and workshop strategy, status, appropriate job title placement, an op -c&bolicy, job security,

\
interesting work, and employee involvement. It follows that iven to tertiary institution
library employees are thought to be insufficient to inftain the living standards of the

paraprofessional staff. The inference is that low a% d prevent paraprofessional workers

from meeting their basic needs, which would h&@Q impact on their performance?2.

Maslow's hierarchy of needs was used% uwaiti researchers, who then looked at employee
motivation and need fulfilment. T&a 108 participants in the study at Kuwait University. The
workers are spread out amo%%&ht college libraries. Data were gathered using a survey method.
Five levels of MasloleJ chy of wants are found to be met by the study's participants. The
study also reve l®aﬁicipant satisfaction with social and self-actualization requirements is
higher. R %ne’s entire potential is the pinnacle, according to self-actualization®®. The
method&d by academic librarians in Trinidad and Tobago to pursue Continuing Professional
Development (CPD) activities were studied by researchers there. The study also looked at how
much professional growth is aided by involvement in CPD. To evaluate the efficiency of the
librarians in relation to CPD activities, a questionnaire was employed. The study shows how

important academic librarians are to continuing professional development and how they are
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willing to help library and information professionals locally, nationally, and internationally’!. A
dedicated librarian shouldn't rely on external incentives to keep them motivated to provide
library services. This is due to the fact that a librarian can only perform at their best and progress
professionally as a result of giving their career their all. Financial incentives do not always work
to increase employee engagement and productivity in organizations that work for the public good.
Different-sized financial bonuses have little effect on civil officials' moti@ put in
additional effort at work®2. Strong and efficient motivation is required \t&farious levels,
departments, and sections of the library in order to encourage staffxm 1S to be dedicated to

their work in university libraries. "Tangible" incentives are é%ed to extrinsic motivation.
erks,

Examples of common rewards include financial compe.\a*SQ,£
‘0r53,54.

desired conduct, and the prospect of punishment for Vi

Extrinsic motivation is a continuum that pe@ and it has four regions: external regulation,
and 1

inserted regulation, identified regulat%

\
incentives for exhibiting

ntegrated regulation®. These regions imply
increasingly less control by other@:reased behavioral self-determination. The motivation
to exert effort to receive aQ rnal reward or to avoid an external punishment is known as
external regulation, a@of behavioral self-regulation brought on by external pressure.
Traditional ex f external regulation include financial incentives like bonuses and
increases. @ rnal pressure that stimulates effort based on internal emotions like pride, guilt,
and/or %&d for approval from others or from oneself, on the other hand, is what causes
intervened regulation. The need to behave methodically in accordance with a personal value
system may be the source of known regulation, which is not brought about by either internal or

external coercion. Last but not least, integrated regulation is defined as identification with the
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value of a particular activity to the point where it is internalized as a component of a person's

regular functioning and self-identity>®.

The goal of motivational theories is to anticipate behavior because motivation is not performance
or conduct in and of itself. A person's choice of action is influenced by both internal and external
circumstances, as well as their motivation. As a result, a writer highlighted that motivation is an
internal state that activates activity, provides it direction and energies, and dire@ ior that is

goal-oriented®’. The need to behave methodically in accordance with %@

may be the source of known regulation, which is not brought abogi% theér internal or external
enti

value system

\

coercion. Last but not least, integrated regulation is defined a1 ication with the value of a

particular activity to the point where it is intemaliz@ omponent of a person's regular

functioning and self-identity>°. @

Since motivation is not a performance o c:%hct in and of itself, the aim of motivational
theories is to predict behavior. Bot %al and external conditions, as well as a person's
motivation, affect their choice of astion! As a result, a writer made the point that motivation is an
internal condition that acti &att‘ivity, gives it direction and energies, and guides behavior that
is goal-oriented®’. ig@uces the intention to quit and, in turn, leads to greater corporate
performance>® am Maslow's theory asserted that a hierarchy of psychological
require pports human decision-making. Maslow argues that there are five basic needs
physiological needs, safety needs, needs for love, affection, and belongings, needs for self-
esteem, and needs for self-actualization that underpin human behavioral drive. If a company
satisfies its basic and safety requirements, When employers meet the requirements of their

employees for identity, self-worth, and self-actualization, employee performance will naturally

improve. The Maslow theory of motivation's hierarchy of needs will serve as the foundation for
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the independent variable measuring job motivation. Because the many basic needs apply to
library staff in the university library and satisfying those needs will enhance their service

delivery as library staff in the university library, this theory is relevant to the study.

An organization must differentiate between good, average, and poor workers by clearly and
openly connecting rewards to performance and providing the top employees with pogsibilities for
promotion in order to satisfy the urge to acquire. According to the sector, t@g s system

must offer employees competitive pay. Researchers in Zambia carried (%&&y on the role of

motivation for university librarians: In a study of three public &I‘Sl\tl s in Zambia, it was
discovered that the following factors influence librarian (a'hbn: being trusted with work
responsibilities, work accomplishment, recognition rzé(od salary, relationships with
coworkers, promotion, supervision, work environ @ion for the field and job security, and
having power and authority'®. Librarians wi @ﬁed with their job when motivated and will
rendering services to clienteles such t@ri meet their information needs. In other word, a

motivated librarian will happily re@Crvices to the users of the library®°.

Researcher in Kerala in@te the role of authorities in inspiring Library and Information

Science (LIS) spec'yﬁg\tg

It was shown orities play a key part in inspiring LIS workers. Authorities, according to

o their jobs well. The eight universities in Kerala hosted the study.

the surv a major motivator of LIS professionals' work, and LIS professionals' opinions on
this topge largely consistent®'. A related investigation into the impact of motivating factors
on the job satisfaction of academic libraries in Gombe State, Nigeria that employ professional
librarians. The study's goals included examining librarians' perceptions of the types of tasks
carried out by professional library staff in academic libraries in Gombe State, Nigeria;

identifying the drivers of motivation for professional library staff in these institutions; and
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determining the degree to which these drivers are met by professional library staff in these
institutions. The findings showed that most librarians believed that directing and training library
employees in tasks including receiving, shelving, researching, and classifying , which drew the
greatest mean response of 2.70 and standard deviation of 0.4162, are the main tasks carried out
by librarians in academic libraries. In determining the factors that motivate professional
librarians in academic libraries, finding revealed that training motivates librapt %\perform
their job in academic libraries. Other motivating factors include; include ﬁ\@‘k&onsiderations
(such as salaries or wages, bonuses and incentives). Communicating, with,coworkers inside the
organization as well as the physiological needs such as enoug ’\pac\e, appropriate lighting,
appropriate temperature and water fountains are the lea®ion with means of 2.14 and
standard deviation of 0.40 each. This implies that %%u\ch as training and monetary factors
motivate librarians to perform their duties w; \ Findings on extent at which motivational
factors satisfy the professional libra te& academic libraries revealed that the library
personnel were highly satisfied @ining, self-esteem need, trust and respect, and
physiological needs. The hi l%e‘n of satisfaction with the job by professional library staff in

Gombe State could be @ It of motivational factors put in place by the academic libraries in

Gombe State®?. Q\

The resea@ veled in a study titled The study "Effect of work motivation on academic
library preféssionals' workplace productivity" used Maslow's hierarchy of needs, which consists
of five different types of needs, to analyze the job motivation level of library professionals. The
first one, on physiological needs, had three topic statements that together produced the working
environment (office infrastructure) (M=3.96), wages and salaries (M=3.95), and the last one, on

efficient parent organization supervision (M=3.93). The degree of respondents' responses to
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these four question statements—job security/stability (M=3.97), staff evaluation/performance
evaluation (M=3.73), organizational policies and procedures (M=3.70), and the final one—health
safety/pension plan (M=3.62)—examined the second category of needs. The third category of
demands is social needs, and average values show that library workers are highly motivated in
this category. A positive, loving, friendly, and trusting work environment (M=3.87) and a
healthy and respectful relationship with coworkers (M=4.02). The fourth cate@heeds is
esteem needs. There are five different types of esteem needs listed 1\\@&ctlon greater
responsibility (M=4.10), positive recognition (M=4.07), respect for y opinfon on work-related
matters (M=3.95), job title/status (M=3.81), and promotion as %5 n 1t is due (M=3.50). Self-

actualization is the final category of needs, and statlstw@

shown by the mean scores of the various skill state 1nc1ud1ng challenging job (M=4.06),

high level of motivation as
achievements (M=4.06), work itself (M=4.00 *i{lbutlon to the profession (M=3.90), support

ferences/workshops (M=3.80)%.

in personal and professional growth ca cement/development opportunity (M=3.82), and
last one was sponsorship to partici @1

2.2 Theoretical Fram

Theories are 1mpc& onnents of a research work. Researchers averred that existing
theories provid dicum of insight into the thematic subject of study. In view this, this study
will be @% three theories. These are; Unified Service Theory, Maslow Theory of
MotivationHierarchy of Needs, and Institutional Support Theory®*.

2.2.1 The Unified Service Theory

Sampson and Froehle (2006) propose the Unified Services Theory (UST) that claims a process is
a service process if significant client inputs can be found during the transformation phase. As

stated by the UST, services are grouped in terms on the nature of service act such as: Mental
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stimulus services for processing, information services for processing, people processing services
and possession services for processing. Mental stimulus services for processing are intangible
actions aimed at the minds of people, they may offer entertainment or performance services.
Information processing services are immaterial actions focused on the assets of a customer. They
consist of information center services, insurance services, and financial services. Services that
directly affect a person's body, such as transportation and medical care, are refe %s\"people
processing services." Services for processing possessions involve concrete\t sed on goods
and other physical possessions. Production methods may be divide(&%ﬁstinct elements — a
service meth Both phases of the production process—a phas quires client inputs and a
phase that does not—must be controlled dlfferently S %d Froehle distinguished four
categories of customer inputs from the services ma 11terature client information; client
belongings; customer-self inputs, which can K%(ther divided into inputs involving physical
presence and inputs involving mental@&@e. The classification scheme Lovelock (1983)

recommended for categorizing ser\@h

an influence on the develop of the UST. In terms of UST, we can think of Lovelock's work

upport of the nature of the service act may have had

as a categorization of sg %o erations based on customer inputs that shows up at "the approach

during which (cu ) inputs are remodeled into outputs®3."
One of the f&alms of the UST is that "a classification of client inputs or the treatment of

client i%

commission frameworks. Thus, by scrutinizing the nature of customer inputs into the service

are both closely related to the method style dimensions, which are known in

system, it is possible to gain insight into method style (architecture of processes in an
exceedingly service context). This offers a framework that goes beyond the confines of earlier

work that has mostly concentrated on consumer presence.
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Service Operations, Service Management, and now Service Science have all adopted the Unified
Service Theory (UST) as their guiding paradigm. The UST's main goal is to bring together the
many phenomena we refer to as "services" (i.e., service processes) in a way that illustrates both
their differences from non-services and their shared managerial principles. The UST outlines the
parameters for the field of service science and reveals a wide range of service-related themes of
interest to scholars, managers, and designers. Although the UST was originally % from a
business operations perspective, it connects numerous service-related Vlews\ggﬁt switches
the focus from customer presence or customer engagement to the sort of stomer inputs

paradigm for dealing with technology-driven process cha

differentiating customer-self inputs from customer-information_i the UST offers a
<&pson and Froehle expressly

distinguish between service and non-service (manufa ) process aspects. Dissecting
processes in this way is, in our opinion, decep d could lead to sub-optimization. We can

adapt to the current changes in the serv % ape by analyzing service systems via the lens of

an expanded UST that focuses on a®
of analysis. Q&

The Information proc@ewwes aspect of this theory is pertinent to this research in that

n of end-to-end, interconnected processes as the unit

relation to se ery as library are information centers, where information services are
offered by %staff to quickly and effectively address patron information needs of library
users. In ation processing services as applied to library service delivery can be referred to as
readers service(charging and discharging, library registration, reference services, referral services,
such as interlibrary loan services; ICT services for information and communication (digital

library services, electronic mail services, electronic database, institutional repository services);

and technical services( cataloging and classification of information materials, acquisition of
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information materials). Information and communication technology (ICT) services and reader’s
services are pertinent to this study because they are services that library staff provide to patrons
to effectively and efficiently meet their diverse information needs.

2.2.2 Maslow Theory of Motivation Hierarchy of Needs

The Maslow theory of motivation's hierarchy of needs will serve as the foundation for the
independent variable measuring job motivation. Maslow created the concept in % theory
is founded on what people need. According to Abraham Maslow's t@? hierarchy of

psychological requirements supports human decision-making.

\
by ranking the needs in one of the most significant studies (){én%%ﬁ}ation, has also produced the

"Hierarchy of Needs Pyramid." Maslow argues that@ five basic needs physiological

needs, safety needs, needs for love, affection, an b%l ings, needs for self-esteem, and needs

for self-actualization—that underpin hu Siha ioral motivation. Employee performance
8

would readily improve if an organizati eir basic needs, safety needs, belonging needs,
self-esteem requirements, and sek@gation needs®. People have different needs because of
their biological, psycholog@&pd social characteristics. The hierarchy of these needs, which
might differ from per@J erson, develops from basic physiological demands to social and

psychological e next level. The leading theory is Maslow's Hierarchy of Needs.

Psycholog needs include those that must be met in order for a person's biological systems to
continue functioning, such as the need for oxygen, food, water, rest, sleep, and shelter. Maslow
identified these demands as the initial physiological motivations of the motivation theory and
emphasized the importance of two fundamental ideas. To maintain "homeostasis," people
initially require things like water, salt, sugar, protein, fat, minerals, and vitamins in their bodies

(protection of the internal balance of the body). To list every physiological need along with every
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physiological condition, though, would be impractical. Physiological wants, as opposed to
homeostatic requirements, include the urge for sexual activity, sleep, touch, smell, and taste. The
second thing to think about is whether the desire for food is a sign of a true need or a sign that
the body is lacking something. Physical requirements must be met. Different desires won't
materialize to a great extent if they aren't satisfied to a certain extent. It is hard to claim that in
people and communities that haven't achieved their necessary goals, freedom %ocracy,

fine art, good music, and sports are in the way they should be. @/

Safety Needs: Despite the relative satisfaction of physiological n@esires develop that

are categorized as safety needs. These include needs for de@mst danger, self-assurance,

and lack of fear. Your need to preserve your fina 0% ne component of your safety
requirements. This requirement is the founda@ he concept of insurance, which was
inspired by the pension system and other co like flood, fire, and theft. Due to their concern

for protection, the local police and mili organizations are also. In addition, a person's desire

for protection may change in resp%t social issues or geographical conditions.

The need for love, commj %n‘d belongingness appears once the physiological demands and
safety needs have n(wylpletely satisfied. Maslow emphasizes that humans are social beings
at this point in_t ory. The needs of the individual for love and belonging encompass a wide
range o , Including feelings of attachment (group membership, clubs, churches, business
associationS, etc.), love for a spouse and children, and love from one's mother. People want
people to feel affection in their relationships with them, to love them, and to want to be loved by
them. This class of needs to be accepted by others, needs to establish friendships, needs to be
with family, needs to exhibit affection to those nearby and needs to anticipate love from them

derives mostly from the impulses of coexisting. With a few pathological exceptions, all people,
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according to Maslow, have a need or a strong desire for respect from others as well as a stable
and sound self-evaluation. A healthy sense of self-worth implies that these qualities—true

capability, success, and respect for others were supported by it.

Esteem needs come in two different varieties. The first is the desire to be respected and valued

by others in relation to one's reputation, including status, acknowledgement, and appreciation.

The second is that people desire self-esteem and praise, as well as security and@ ence.

Self-Actualization Needs: Even if all the desires at the lower levels of tl@wchy are satisfied,

ns, an artist should interact

one may still feel unsettled and unsatisfied. Therefore, people shzu&@gih accordance with their

unique talents. A musician should communicate with Othe%
with other artists, and a writer should write because i X]% them happy. No matter who they
are, people should always be. Self-realization@process of maximizing one's potential,
developing one's abilities, and becoming th@ ersion of oneself that one truly desires. Since
this is frequently an improvement-fo@esire, there is no saturation and the desires grow in

direct proportion to the degrex ick'they are being satiated.

‘ e
Maslow characterizes who are self-aware as having high levels of reality awareness,

being able to act @y e, being solution-oriented, and having a propensity to be alone since
t

they are self-s@ , autonomous, able to recognize and enjoy the beauty of life, possessing a

ng-0f community, democracy, creativity, wit, and resistance to stereotypes. Satisfied
needs become less essential as psychological feature components. However, it is impossible to

clearly divide the needs into several categories.

It is possible to advance from one need to a greater one without requiring complete fulfilment.

Even those who have some upper-level needs met occasionally experience lower-level demands.
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Lower level demands are also prioritized in situations like war, sickness, and natural disasters.
Maslow asserts that while the proportions are uncertain, it is sufficient to meet 85% of
physiological needs, 70% of one's needs are for safety, 50% are for love and belonging, 40% are

for appreciation and esteem, and 10% are for self-actualization (Maslow, 1954).

Numerous studies in every aspect of life have examined Maslow's hierarchy of nequ theory to

date. Maslow's hierarchy of needs served as the foundation for Quchi's Theo s well as
McGregor's Theory of X and Y. Theory X and Theory Y are two c y diametrically
opposed ideas that support the actions managers have taken in re se to their impressions of

\
employees. According to Z theory, managers should approaéx%(e'rbassess the attitudes of their

employees based on objective standards. The theory p% eatest emphasis on the idea that

needs can change depending on the context and t&% .

Because the many basic needs apply to libr®f in the university library and satisfying those
needs will enhance their service deli library staff in the university library, this theory is
relevant to the study. This indica t when the university management appropriately meets
the needs of the library @h ir motivation for their jobs will be raised and boosted, which
will in turn increa%&u fective and efficient service delivery. Additionally, knowing what

demands have b tisfied by university administration and how those that still need to be met

will be in the future is helpful to library staff.

Physiological needs, the bottom level of Maslow's hierarchy, are the focus of this study. This
level will be met in the library through a variety of strategies, including the availability of office
supplies, a good work environment, cozy lighting, and a comfortable temperature. The second
level of Maslow's hierarchy, known as "Stability needs," will focus on the requirements that must

be met for library staff to feel safe and secure in the context of this study. These requirements
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include having access to health insurance, retirement benefits, and job security. In this study,
library staff members seek social relationships within the library to satisfy the third level of
requirements, which is social needs. These interactions include making friends and feeling a
sense of belonging and affection within the library. In this study, needs related to self-worth,
such as gaining respect and acknowledgment from management and the sense of identity

acquired from working at the library, are included in the Maslow hierarchy's fi %el, self-

esteem needs. Self-acceptance and successes will be emphasized in t\ level, which
addresses self-actualization needs.

\ \
2.2.3 Institutional Support Theory %(_)

Eliner Ostrom propounded the Institutional Support \%{1994). It also goes by the name
"common-pool resource." The thesis asserted th &n institutional support system is created
or derived from a natural source, it become@lt to exclude or restrict people. The difficulty
in eliminating beneficiaries is one of damental characteristics of common pool resources.

However, given the potential K ive€ in all jointly used common-pool resources for people to
0

apply additional resource@

coordinative their appr tion activities, one of the issues facing the joint users of a common-
o)

frequen unter a wide range of additional issues, such as assignment issues, technological

e acting separately than they might if they may notice how of

pool resource_i n as the "Commons Dilemma." Joint users of a common-pool resource

externality issues, provision issues, and maintenance issues®*.

Institutional support is a broad reflection of the assistance provided by the government and its
agencies, including established policies, programs, financial support, technical support, and other
help (such as mentoring). Institutional support is discovered to be frequently employed as a

moderating or mediating component. It is challenging to comprehend the consequences of
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institutional support because these data on the roles of institutional support are inconsistent. The
variations in research samples could be one cause. According to the English Advanced
Dictionary, an institution is a similarly reputable and long-standing organization, particularly one
that is engaged in charitable, public service, or educational endeavors. In any subject, including
education, support is simply seen as aid.. The operational support provided on a daily basis to the
various university libraries falls under the functional area of institutional suppc@?hportant
aspect of the academic institution’s financial environment is referred to as 1\t1 iohal support. It
consists of activities, academic bodies, and organizations whose judgments,and active support in
the form of rules, regulations, financial assistance, and non-fi & as:istance are thought to

have a significant positive impact on how university lib% erate. Academic scholars have

determined that institutional support is a cmcia]@%n\ent for the effective and efficient

provision of services. Q

The theory's application to this study il‘%s at the university library's technical and financial
support system is a resource sha& the mother institution that must be supported by the
library in order to acquire Q\A\ical tools to improve the efficient delivery of services by the
library staff. However,u@(sities must adhere to high standards in order to deliver efficient,

high-quality se s a result, they must have policies, such as rules and regulations that

direct and sttain their operations. It is impossible to overstate the importance of providing
infrastrt&e in university environments. Therefore, the accessibility, use, and availability of
infrastructural facilities will have an impact on the quality of services provided by librarians at

university libraries.
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23 Review of Empirical Studies

2.3.1 [Institutional Factors and Service Delivery By Librarians In University Libraries

Literature had revealed that for librarians to provide services in university libraries, institutional
aspects including technical support (internet access, infrastructure, and power supply) and
financial assistance (library finances, staff training) are crucial. For instance, a study on the
availability and use of information and data technology facilities in the li% Madonna
University in Nigeria was conducted by researchers to examine th \ nship between
institutional factors in the area of information and technology and’ service delivery by

\
librarians. The study's findings revealed that the ICT section @urces and facilities that are

available, which students used to some extent. Com \‘f&(ﬁe Internet, photocopiers, flash
drives, scanners, CD-ROMSs, and e-mail service @a few of the ICT resources that are
readily available as well as website for the@tl n. It also demonstrated that students made
extensive use of the available ICT reso% and facilities. However, there are concerns because

some ICT facilities are not availa% venting the kids from using them®. It is impossible to

overstate the influence of I@\li‘braﬁes because every aspect of library operation and practice

has changed as a re%gﬂroduction“.

Researchers %@at the availability of suitable computers, printers, and other technical
assistan a key factor in determining how much lecturers used electronic publications in
library &ols in Nigerian universities. The main factors influencing how much LIS teachers
utilize electronic publications for research include additional facilities for using e-journals in the
library and the training provided by academic institutions to lecturers on how to use e-journals in
the library. Additionally, academic library environments, increased workloads from teaching and

project management, electricity availability on campus, library closing hours, and institutions'
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ICT use policies are among the institutional factors that affect how much lecturers use electronic
publications for research. Since lecturers frequently use electronic publications for research,

there is a strong positive relationship between institutional characteristics and this behavior®’.

ICT resources were used in areas like ordering, classification, bibliographic searches, user

registration, interlibrary cooperation, book reservations, charging and discharging of library

materials, receipt of order, library statistics, among others, and the extent ication was
significantly high, according to a survey on the use of ICT for effective k ervice delivery
in academic libraries in Benue State. Regarding how frequently li st\a use ICT to perform

services®. ICT resources were used in areas like ordering, (%fl'c)ion, bibliographic searches,

user registration, interlibrary cooperation, book reservati rging and discharging of library

materials, receipt of order, library statistics, am: rs, and the extent of application was

significantly high, according to a survey Or@&ée f ICT for effective library service delivery

in academic libraries in Benue State. Ring how frequently library staff use ICT to perform
services68. On a daily and we@s, computers connected to the internet, CD-ROMs,
OPACs, E-Books, and prin@gae atilized by professional and paraprofessional librarians in the
course of providing s@ Only a small fraction of people use fax machines on a regular
basis®®. The Xy has ICT resources, but some are more accessible than others. The tools
that are m@e uently utilized include the OPAC, Internet, and virtual library, which are used
to finish prgject work, stay current on information, and access lecture notes’!.While there were
some ICT facilities available for service delivery, the main issues preventing their adoption in

research libraries in North Central Nigeria were ICT policy and inadequate funding’.

According to empirical findings from a study on "mobile technology adoption by librarians in

colleges of education in South-West, Nigeria," librarians have accepted mobile technologies
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because they are practical and compatible with how they operate and provide services in libraries.
The results revealed that 14 respondents (33.3%) disagreed with the statement that using mobile
technology may improve their operations and service delivery, while 28 respondents (66.7%)
agreed. A total of 25 respondents (59.5%) agreed that using mobile technology would give them
access to the most recent information in their area(s) of interest, while only 17 respondents
(40.5%) disagreed. Additionally, 16 respondents (38.1%) disagreed with th ?n}ent that
adopting mobile technology will allow them to work productively from home,while 26 (61.9%)
agreed. The implementation of mobile technology will famlharlze them library users and

their immediate information demands, according to 25 (59.59 EE eas 17 (40.5%) disagreed.

To sum up, A substantial portion of respondents 1ndlcated&(;

of mobile technologies for improving efficient serv@ryn

In a similar vein, the majority of the libra, @he study "Information and communication

le opinions about the adoption

technology facilities use as correlates Qa ity library service in first generation universities,
southwest, Nigeria" stated that tb&/ s a significant positive correlation between computing
facilities and perceived b@\ of library services (r=.331*, N=187, P.05). Therefore, the
perceived advantages @ facilities to library services are favorably correlated with the

computer facﬂt%%[ follows that providing library services can be accomplished using

computer e (computers, scanners, printers, UPS systems, and power point projectors)
and co%er software (online databases, CD-ROMs, library application software, Internet
access and storage mediums). A recent study looked into the use of information and
communication technologies (ICTs) to assist the delivery of innovative services at the Wilbert

Chagula Library at the University of Dar es Salaam (UDSM). The Director of Library Services,

thirty administrative employees, ten academics, two ICT workers, and seven Heads of Sections
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were employed. The findings indicate that virtual desk services (72.5%), electronic resource and
database supply (70%), and chat with a librarian (65%) are the services that staff members
perform most frequently. Ask a librarian (27.5%), literature searches (52.5%), QR code access to
resources (50%) and institutional repository (22.5%) were among the other tasks that received

significant percentages of mentions. researchers conducted a study®’

On 122 professional and paraprofessional librarians at Ambrose Alli Universi%j%ug: Idahosa
University, and John Harris Library, University of Benin, it was discov 100% of them

utilized computers, 97.5% used phones, and 85.7% used printers. @)I{a ly, it was shown that

the vast majority of respondents (98%) used ICTs to suppo%g}ceﬁﬁh while 100% used them to

reply to customer inquiries’. ®

Again, the study "Use of Information and Com%ﬁon Technology as Correlates of Service
Delivery by Library Personnel in Ekiti Stat@rsities, Nigeria" acknowledged the purpose of
use of ICT facilities by the library el in university libraries in Ekiti State. This study
focused on the relationship between, istitutional infrastructure and service delivery by librarians.
The respondents stated t@h 1£>s to minimize duplication of work in the library" has a mean
(x) of 3.23, follow; ng’t helps me efficiently fulfill my professional tasks" (x =3.25). To
render divers services to users with ease came in second with a mean (x) of 3.34. The
two ite the lowest average scores, "To digitize local materials in the library" and "It
fosters &eraﬁon and the establishment of library network," were noted. In the same vein, the
researcher further posited the frequency of use of ICT facilities for service delivery in university
libraries. It was revealed that 62.7% of the respondents use photocopier, 57.3% use computer and
45.5% use printers on daily basis, Scanners, databases, and the Internet are used on a weekly

basis by the majority of respondents. Some of the ICT resources are used on a monthly and daily
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basis. A test of norm was carried out to determine the frequency of ICT use for service delivery
in university libraries in Ekiti State. When the findings (sum of the mean) fall within the range of
the scale's "1 - 31.67" mean value, according to the test of norm scale, this indicates that it is not
employed at all. Results between 31.68 to 63.33 indicate a moderate/rare use. It is
heavily/frequently used when the mean value falls between 63.64 and 94. In Ekiti State, the
overall mean for ICT facility use for service delivery in university libraries is " %\rhich is
in the range of "31.68-63.33." This suggested that ICT facilities are utili@ ewhat, if not

infrequently, for the delivery of services in university libraries in Ekit'&a .

\
The majority of respondents, with a mean score of 3.38, at @he availability of desktop
computers in their libraries for service delivery. Infr t& and technical support, such as
desktop/laptop computers, phones, and software, Wb@ quately provided for service delivery.
Anti-virus software was readily available Y@mchines, with a mean score of 2.95. The
outcome, however, also demonstrated%l smart gadgets, as expressed by the majority of
respondents, were not effectively&r . The low mean scores indicated that service delivery
tools like iPads (mean = Qqnd mobile/smart phones (mean = 1.98) were not adequately

offered. According to Ee@dents‘ consensus that university Internet was accessible (mean =

3.43), Internet c s shown to be adequately provided for library professionals in Southern
Nigerian %ities. However, some participants claimed they used personal Internet
subscri& (mean = 2.45) for library service delivery. Power supply is another sort of
infrastructure that may have an impact on the services that librarians provide. it was indicated by

most of the respondents that other sources of electricity supply such as generator was used for

service delivery (mean = 3.39) whenever there is general electricity supply outage. Government
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electricity supply was moderately supplied as claimed by the respondents. It could be deduce that

regular electricity was fairly supplied as claimed by the respondents?.

The Internet, as an example of institutional variables, has had a significant impact on libraries all

over the world in recent decades, according to a review of the literature that is now available. For

instance, researchers looked into how the web could be used to deliver services in a few selected

special libraries in Kaduna State. The survey revealed that web services like {é&cmsion

boards, file transfer protocol, chat, instant messaging, and the internet g&used to deliver
N

brary services isn't very

\
widespread. Additionally, the findings demonstrated in frqu ¢s and percentages the areas of

application of specific internet services for efficient libr: e delivery in university libraries
in Plateau State. All of the items, i® Acquisition  Services (100%),
a

Cataloguing/Classification Services (100% \&ness Services (100%), Reference Services

library services. However, it was discovered that the use of the W&&

(100%), Selective Dissemination of In%atlon Services (91.2%), Inter-library Loan Services
(96.5%), Documentary Services &0 ), Circulation Services (95.7%), Bibliographic Services
(93.7%), and Resource Sh@\(ioo%) are thought to be the areas of application of these

internet services for ef@b ess.

Researchers ide a number of contemporary technologies that are available in special
libraries rvice delivery, including printers, scanners, security cameras, bulletin boards,
internet acCess, Braille, library-based software, connected computers, and others in the study
"Utilization of Modern Technologies for Service Delivery in Special Libraries in South-East
Nigeria." The printers, however, come in at the top of the frequency list (100.0), showing that

most special libraries have them.
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DVD-ROM and Internet accessibility scored 90.6 A few of the specialized libraries have linked
computers that they can use to access the internet to provide services. Data is stored on DVD-
ROM. There are no other technologies, such as robots that distribute books, digital image and
media technology, electronic message boards, or 3D printers. The frequency was 00.0 because
some librarians admitted that they had never seen any of these technologies. The usage of
internet resources and search engines like Google and Mozilla Firefox by spe '\I\Rﬁrians to
serve their users has the highest mean score out of the 20 mentioned th'\r% ith both being
ranked first with 3.06, it was further discovered.CD-ROM use came, in Second with a score of

\
2.80, followed by library software with a score of 2.66. Onlz ’\bﬁcts with high extent were

recorded”. \&(/
D}@ns In University Libraries

2.3.2 Job Motivation and Service Delivery By
Numerous empirical researches have bee @ at in order to recognize the connection
between job motivation and the sew@provided by librarians at university libraries. For
instance, researchers examined th&/ t of emotional intelligence, job motivation, and human
capital development on the @ge‘delivery of university librarians in the public sector of Niger.
Using a random samp@hnique, a questionnaire was created as a data gathering tool and
completed by s spondents drawn from the target demographic. Results showed that job
motivatior@%onounced impact on the quality of services provided by librarians. The study

promot&e idea that university administration should contribute economically to building and

enhancing librarians' soft skills®’.

Researchers in Ghana carried out a thesis to assess the connection between service delivery and
job motivation. Through the use of a form provided by 184 staff members of the SAM Jonah and

Osagyefo libraries in the Republic of Ghana, knowledge for a cross-sectional study was gathered.
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The study discovered that factors affecting employment motivation ultimately lead to improved
workplace productivity in libraries. Salary, rules, interpersonal relationships, the working
environment, and supervision are the factors that are stressed. Through this, they can direct

employees' focus toward achieving workplace objectives®!.

Researchers in Capiz looked into how motivated non-academic staff members were_at work and

how it related to how well they performed their jobs. The main goal of this s%@?o assess

the work motivation of CapSU State University's non-academic st@&its link to job

performance. The research was carried out at CapSU State Uniyexsity during the 2017-2018

\
academic year. Information using both descriptive statis @1 inferential statistics, were
examined. Results were considered significant at the 50/\51\% evel. The results showed that all
of CapSU's nonacademic employees have a high d@job motivation. All of CapSU's non-

academic employees produce good work ovcb@" relationship between labor motivation and
)°%.

job performance is crucial (r=0.548, p=0,000

The combined effects of intrinsic E%(trinsic motivation on organizational commitment and the
productivity of Pakistani k e‘xecutives were studied by researchers there. 250 of the
approximately 500 logf;g’ended surveys that were issued across the six targeted personal
business ban ed, and 223 of them were helpful. A good PLS was used in structural
equatio ing to verify postulated correlations. Findings shows inessential and intrinsic
motivation$ are completely and considerably and completely related to employees’ performance.

Researches additionally recommend that intrinsic motivation and inessential motivation show a

strong link with institutional commitment.

Additionally, it demonstrates that private business banks ought to think about their staff as

valuable quality so as to extend the structure outputs®3.
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A related study conducted in Nigeria on Librarians motivation as work performance predictors in
south Nigerian university libraries. The study's data demonstrated the nature of the relationship
between librarians' job motivation and their provision of services in South-South Nigerian
university libraries. The analysis shows a strong positive link (r=.728, n=153) between librarians'
motivation and job performance in university libraries in South-South Nigeria. Additionally, at
a.05 alpha level, the t-calculated result (13.30) exceeds the t-critical value (1.96 1.960).
The null hypothesis was thus disproved. As a result, there is a strong li en librarians'

\

commitment to their jobs and the quality of the services they prov@th%outh Nigerian
development programs,

university libraries. The study found that the numerous staff tr. \G,%m
good condition of service rules, and reward policie@ various University libraries

investigated may be contributing to the high pos@ between librarians' motivation and
service delivery®*. \\

N\
In other words, the librarians in South- gﬁgerian libraries are highly motivated. The study
"Job Motivation, Satisfaction an&{/ cts on Library Officers' Productivity in Three Selected
Libraries in Ibadan, Oyo St@ig@ria” provided empirical evidence that suggested there might
be connections betwee@xs aspects of job motivation and the services that librarians provide.
Over 96% of rw@ﬁs to the first question, which asked about the impact of a library officer's
daily WOI‘]@[I on their health, agreed that this impact is unquestionable. When asked if the
environ& in their workplace had an impact on how they provide their everyday services, 95%
of respondents claimed it does, while 5% disagreed. 100% of respondents claimed that their
service delivery was correlated with their financial happiness and that they were more productive
when their financial situation was improved. And more than 96% of respondents claimed that

they are less productive when their benefits, or salary, are delayed or unpaid. This indicates that
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people are more productive and even more eager to give of themselves when they are in a

motivated financial state as opposed to when their benefits are being delayed or denied to them.

The study's results also showed that many people agreed with the idea that people who are
satisfied with their workplaces or educational institutions tend to be more productive. On the
issue of whether money has a significant impact on how motivated employees %re at work,

93.2% of respondents said that it does. They believed that when they v@t receiving

adequate compensation, it was impossible for them to truly be satisfied M@)’t simply means
that when employees are unhappy at work, their productivit&w \s ffer, and employee
happiness at work is strongly correlated with institutional fin %S'@Wards. The final question in
this part examined how other advantages connect to th &1 1vity of library officers. 95% of
respondents agreed that their environment, benefi %uses, and compensation are related to
their productivity. They all agreed that the &ages have an impact on their productivity.
This indicates that the institution shou%g)ser attention to the welfare and benefits of its

workers if it wants to improve the{,i that library officers provide.

The study on job satisf; X‘a determinant of librarians' job performance at university
libraries in Nasaravy\s&ywas a hit with researchers, who found that regular salary payment, In
Nasarawa Statd! niversity libraries, employment motivation for librarians includes
advance ewards, training, and access to facilities. The study also found that librarians'
service delivery in university libraries in Nasarawa State is significantly predicted by their
promotion. The same study also found that delays in wages strongly predicted low service
delivery by librarians in university libraries in Nasarawa State, Nigeria, and that incentives

significantly predicted service delivery by librarians®®.
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According to their average mean score of 3.13 on a scale of 4, academic librarians in the study
on job satisfaction among librarians in Nigerian public universities believed they had a high level
of job motivation. The most significant drivers of their employment motivation in the university
system, in their opinion, were their recognition by the authorities and the effective leadership
techniques that were used. The average mean grade for each of them was 3.48 and 3.33,
respectively. Particularly, librarians were content with their positions because \\??ﬂions on
work-related matters were respected (mean = 3.51); this was followed by tl\d' ery that most
librarians employed by university libraries were permitted to utili&et I initiative on some
complex tasks (mean = 3.47). In order to boost their producti ﬁ§\wa§ also shown that their
immediate employer expressed interest in their efforts t e their careers (mean = 3.33).
The university libraries' promotions (average mean % ), rewards (average mean = 3.21),
comfortable working environments (average&i = 3.20), and possibilities for professional
advancement (average mean = 3.13), a @r factors, also had a direct impact on the quality
of the services provided. It ha({}? revealed that their immediate bosses frequently
recommended them for pros%}ﬁ) the consequent position they were to occupy in their

libraries (mean = 3.23@1 other details. In particular, promotions benefits that librarians

enjoyed in their \@\ous university libraries uplift their scale of their job performance (mean =

3.31) 97, %
Q

The relatiepship between employee motivation and service delivery in higher education libraries
in Rivers State, Nigeria, was explored. The study also identified the elements that work against
motivation as a strategy for capacity development in higher education libraries in Rivers State.

The results showed that in higher education institutions, motivation and service delivery have a

strong and favorable link. However, it has been identified that the issues preventing staff
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motivation as a method of capacity development in higher institutions in Rivers State include
inadequate funding for training, poor management attitudes, weak policies, inadequate staff
training, inadequate staff motivation, and corrupt practices to a significant degree. A mix of
financial and non-financial incentives should be used to create effective and good employee

incentive systems, according to the researcher. The government should also give appropriate

subsidies for the upkeep and development of libraries and their personne® sound

institutional policies®®. \QéV

The researcher delighted in a study on employee motivation that reve 1€$IGV€1 of motivation

and service delivery of library personnel at Osun State %5 y as predictors of work

performance. Out of 34 respondents, 34 (100.0%) statedQQy are highly committed to their

jobs and are prompt at work. The results also reveal 0 people (88.2%) said their level of
productivity at work was high, while 4 peo &7%) said it was low. In the same line, the
results showed that 8 (23.5%) respond%g@ they were not very efficient at work, while 26
(76.5%) said they could mix profe({/ s technical, and administrative tasks well. The results
also revealed that whereas 3 %% respondents said they were highly reliable under pressure
while carrying out thei @ nly 3 (8.8%) said the same about themselves. Additionally, the
results showed t &people (85.3%) said they had a strong ability to tackle the situation at
hand, whereas ople (14.7%), said they had a low ability to do so. Additionally, the results
showed% (93.1%) of those surveyed believed they had a strong ability to carry out official
tasks with less fatigue, while just 2 (5.9%) believed they had a low ability to do so. Further
analysis of the results showed that 33 (97.1%) respondents said they could complete library work
efficiently under no time constraints, while just 1 (2.9%) said they could not. In conclusion, it

can be concluded that the responders perform their jobs very well!2,
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The effect of motivation and work satisfaction on staff performance in university libraries in
Nigeria's north central geopolitical zone was examined by researchers. The study's primary goal
was to examine two types of correlations in university libraries in Nigeria's north central
geopolitical zone, including those between motivation and performance and those between work
satisfaction and performance. The study's subject was every skilled and unskilled employee
working in fully operating university libraries within the government zone. Su \%e?rch was
used for the study. The Motivation Job Satisfaction and Job Performance \@gﬁs (MFIJSJPQ)

were established with the intention of gathering information. At g icance level of 0.05,

g
| AN

Pearson product moment correlation was employed to examm& hypotheses.
In university libraries in North Central, Nigeria, it was \ hat among trained and non-skilled
workers, there was no significant relationship betweéenymotivation and job performance and no
significant relationship between job satisfa(w\%m job performance. According to the study's
recommendations, the management ersity libraries in northern Nigeria can effectively
inspire library staff by giving én%yawards, paying salaries on time, promoting workers,
providing them with train@iﬁtegrating democratic leadership techniques®.

In Nigeria's publi ’S\i%‘!lties, researchers carefully examined correlational analyses between
employee mo i0f1 and librarian productivity. In order to collect data, researchers created a
questiodnai hich was completed by the librarians chosen at random as the sample size. The
study came to the conclusion that productivity and job satisfaction are related to employee
motivation. According to research, raising employee job motivation levels has a positive impact

on productivity®.
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According to the study on job satisfaction as correlates of librarian productivity in Nigerian
public university libraries, which had an average mean score of 3.13 on a scale of 4, librarians in
Nigerian universities believed they had a high level of job motivation. They considered their
being recognised by the authorities as well as the good leadership styles that were practised as
the most important reasons for their job motivation in the university system. Each of them had an
average mean score of 3.48 or 3.33. The realization that most librarians wo k@‘ﬂlversity
libraries were permitted to utilize their initiative on some difficult ass1gn@ ean = 3.47),
followed by the finding that their opinions on work-related matters eree ected specifically
inspired librarians on the job (mean = 3.51). Additionally, it Vered that their immediate

manager (mean = 3.33) took a deep interest in their effa% vance their careers in order to

increase productivity. Other sources of employmen 10n for university librarians were the
likelihood of promotions (average mean = 3 ay (average mean = 3.21), a positive work
environment (average mean = 3.20), an. 1tles for professional progression (average mean

= 3.13). It was found that hbrarla\@hﬁ diate supervisors frequently recommended them for
promotion to the next posmskey were to occupy in their libraries (mean = 3.23), and that
promotions privileges rians enjoyed in their various university libraries boosted their
level of service Q{ mean = 3.31). Additionally, respondents revealed that they received
wage incre nd when due (mean = 3.28) and that their existing positions in their libraries
matche% current salaries (mean = 3.32). A few tools were provided to librarians so they

could perform their duties successfully. Additionally, university library administrators supported

librarians to attend regional conferences and seminars around the nation (mean = 3.23).

Researchers assessed the paraprofessional employees working at Kaduna State's tertiary

institution libraries in terms of motivation and productivity.
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Using a stratified random sample technique, the initial data were gathered from the chosen
respondents using structured questionnaires and interviews. To test hypotheses, descriptive and
inferential statistical tests are used. The study came to the conclusion that a variety of measures,
including pay, loans, promotions, job enhancement, training, and education, were used to inspire
the paraprofessional staff members of libraries. The results showed a substantial beneficial
association between paraprofessional staff members' job motivation and their w \&ﬁ
As a result of the study's emphasis on the importance of employee motivat@ﬁtreasing work
output, it is advised that employee motivation be taken into conside@, refore, it is advised
that library managers continue to inspire staff members throug@ty (}f tactics®?.

N
\
>
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24 Conceptual Framework

Independent Variables

Institutional Factors

e Technical Support
¢ Financial Support

Dependent Variables

Hol

Ho3

Job Motivation

e Physiological Needs
e Security Needs

e Social Affiliation

e Self Esteem

e Self-Actualization

HO02

|

Service Delivery

¢ Information —Processing
Services

e Readers Services

e Information
Communication
Technology Services

Figure 2.1: Conceptual #Framework on Institutional Factors, Job Motivation, and Service
Delivery by Librdry “Rersonnel in University Libraries, Adapted from Valverde and

Rodriegruez (2002),McLead (2018) and Ponsignon (2017).

Unified'Setyiet Delivery Theory (2006) will be used for the dependent variable (service delivery)
which will be measured by information processing services, reader’s services and information
communication technology®®. Institutional Support theory (1994) will be used for the first
independent variable (institutional factors) will be measured by technical support and financial

support®. Maslow theory of Motivation Hierarchy of Needs (1854) will be used for the Second
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independent variable (job motivation) and will be measured by physiological needs, security

needs, social affiliation needs, self-esteem needs and self- actualization needs®>.

The model illustrates how Institutional Factors and Job Motivation affect the effective and

efficient delivery of information services by library personnel.

The dependent variable is Service Delivery by Library Personnel. Service delive onceived
as arrays of activities by library personnel in universities in Oyo State, '%targeted at
providing information services to satisfy the broad and varying info@m needs of library
patrons within a community or society. The metrics of service de i‘%{okthis study are Readers
Services, which involves the provision of various info Ql(/ ices that meet the library
user’s needs in the aspect of teaching, learning, research® ers services includes inter- library
loan services, library registration, reference s%&selective dissemination of information,
library education services, current aware e&rvices, library orientation services, referral
services, charging and dischargin rary materials, translation services, indexing and
abstracting services, document delivery’services, photocopying and reprographic services, library
education, resources shagi %\ri‘ces and Information Communication Technology Services
which refers to the Qﬁt@ﬁon of computer, internet and networking in the library for acquiring,

processing, stohi nd disseminating information to users. Information communication

technolog ices include digital library services, electronic thesis and dissertation services,

electronic mail services, electronic document delivery services, readers advisory services, online

users education services, institutional repository services and web based online public access

catalogue.

Provision of effective and efficient information services is a very important role of librarians in

academic library. All the activities of the library revolve around the user to meet their
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information needs. This is the reason why the mission statement of any library always reflect the
determination of librarians to render excellent services to library users. Librarians are expected to
render effective service delivery to users as libraries prominently exist to satisfy the information
needs of library users. It is observed that effective service delivery by librarians in recent time
was not encouraging despite the huge investment made by the university stakeholders in that
direction. The inefficient service delivery could be as a result of a number Qﬁ\&% which

includes institutional factors as well as job motivation. \QéV

Thus, study first proposes a relationship between institutional fa ag%ervices delivery by
library personnel in Public University Libraries in Oyo St@la. Institutional Factor is a
Factor that is likely to affect the service delivery of li sonnel. Institutional factors are

indices that could impact on organization’s Vis’% d mission positively or negatively.

Technical Support are the provision of com@\i ernet facilities and power supply for library

routines or service delivery in the lil% ey include computers and necessary software,

internet facilities and constant electricity supply. Financial Support are Management efforts to
provide funds for the librar@qhance library services, training and development for librarians
and rewards for extra @ the library. Financial support includes financial rewards for extra

day, library ﬁJport training and development of library personnel and also library funds

to support% services. The availability of all these factors can affect the delivery of services
by libra®rsonnel.
Secondly, it is proposed that a relationship exist between job motivation and services delivery by

library personnel in Public University Libraries in Oyo State, Nigeria. Job motivation refers to

as a set of energetic forces is used to encourage library personnel in public university libraries in
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Oyo State, Nigeria to work with full commitment towards achieving set goals and objectives of

their libraries.

The metrics that will be used to measure job motivation are Physiological needs which are needs
of library personnel to be satisfied in the library through various means including availability of
office tools, adequate workplace and comfortable lighting and suitable temperatyre. Security
needs refers to those needs that must be fulfilled for library personnel to fe@ d secure,
which includes having health insurance, retirement benefits and job sec cial Affiliation
where Library personnel seek social relationships within th \&ra\ including creating
friendships and having a sense of belonging and affection W'%('@ ibrary. Self Esteem needs

réCognition and respect from the

refers to needs relating to self- worth including re%\\\&

management and the feeling of a sense of identit

Actualization needs are Self- acceptance an@&w lishments needs.

These various basic needs are ap l@to library personnel in the university library and
p i‘jh i

meeting those needs will improv service delivery as library personnel in the university

ed from working at the library. Self-

library. This means tha n the needs of library personnel are adequately meet by the

university managetpgt,(dylr job motivation will be increased and boosted and this will in turn

increase their@ and efficient service delivery.

Thirdly poses a joint influence of institutional factors and job motivation on service
delivery by library personnel in public university libraries in Oyo State. That is institutional
factors such as Technical Support (computers, internet facilities and electricity supply) and job
motivation (Physiological needs, Security needs, social affiliation needs, self- esteem needs, self-

actualization needs.)
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2.5 Summary of Reviewed Literature

The review of literature in this study provided that services delivery are aimed towards providing
users with the right information needed to answer their queries and to help them accomplish the
task of for decision making or reduction of the level of uncertainty. It was provided that the
provision of information resources by the librarians for the satisfaction of the curious
information needs of the academic communities is the crux of all academic librag \V\
Conceptual and empirical review of literature revealed that determinant\@ﬁds institutional
factors and job motivation could influence effective service delivery niversity libraries.

\
However, it seems much had not been conducted on the relatioﬁ;@s between the independent

variables of this study and the dependent variable wi\i“ context of Nigeria, especially

among librarians in university libraries. %

Furthermore, there seems to be a plethora of s\({%s‘conducted on the various factors that could

literature had revealed that no single had combined the relationship between institutional

influence service delivery by library S&} in university libraries, however the reviewed

factors, job motivation, and s@livery by library personnel in public university libraries in

Oyo State, Nigeria. Th@ ap in knowledge that this study intends to fill.

Finally, conce%u@del is adapted for this study which models three variable that contained in
the study: @[ i

indices t could impact on organization’s vision and mission positively or negatively.

onal Factors, Job Motivation and Service Delivery. The Institutional Factor are

Institutional Factors as independent variable which consists of measures such as: Technical
Support (Computers, Internet Facilities and Power Supply) are the provision of computers,
internet facilities and power supply for library routines or service delivery in the library and

Financial Support (Library Funds and Staff Training) Management efforts to provide funds for
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the library to enhance library services, training and development for librarians and rewards for
extra work in the library. Job Motivation as independent variable which consists of measures
such as: Physiological needs, Security needs, Social affiliation, self — esteem needs and Self-
actualization. Job motivation refers to as a set of energetic forces is used to encourage library

personnel in libraries to work with full commitment towards achieving set goals and objectives

of their libraries. ((/,\.\V\

Service delivery as the dependent variable conceived as arrays of activiti brary personnel
in libraries targeted at providing information services to sati th\e broad and varying

information needs of library patrons within a communit% :ﬁ)yety. Service delivery as a

dependent variable consist of measures such as Reader \% which involves the provision of

various information services that meet the library u eds in the aspect of teaching, learning,

research and information communication te@ services which refers to the application of

computer, internet and networking Qe

disseminating information to user\/

ibrary for acquiring, processing, storing and
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Chapter Three

Methodology &(/:
This chapter of the study mainly provided i@on on the methodology used by

the researcher in the following sub-headings&%\rch design, population of the study, sample

reliability of research instrument, a tion of the instrument and method of data collection,

and sampling technique instrument fo aﬁa.>)llection, validity of research instrument, and
nistra

and method of data analysis. Q/
3.1 Research Design ( Q)
e d

This study adop escriptive research design of the correlational type. The descriptive

method of fGS% refers to the type of research that aimed at obtaining information on current

state 0%

situations, people or events”. The design is helpful as data will be systematically and

mena'. This type of research will be set out to provide an accurate profile of

scientifically collected from a sample of the population through the use of scale opinion
questionnaire, after which inferences would be deduced. This research design will be fit as it will

help reveal the relationships that could exist among institutional factors, job motivation, and
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service delivery by librarians in public universities libraries in Oyo state, Nigeria. This design
will also be considered appropriate because of the nature of the variables which is interactive.

3.2 Population of the Study

The study covered all public universities in Oyo state Nigeria. Based on the data collected from

the university libraries, the population of this study is One Hundred (100) library Personnel. This

consisted librarians and library officers working in public university librari®o State,
Nigeria. %\%
¢\\\
Table 3.1 Population of Library Personnel (_)

V4
S/N Name of Institution \uw@ of Library
sonnel
\
1. University of Ibadan, Ibadan \\\ 67
2. Ladoke Akintola University of I&dﬁgy 30
3. First Technical Universit@h‘ 3
100

Total \ .
AN

Source: Field survey \)\
33 Sample Si &d Sampling Techniques

The total @ion technique was used for this study. For the purpose of this study, total

enumer

chosen in the area of study. Total enumeration is a data collection technique in which data is

chnique was adopted in order to ensure participation of all the library personnel

collected from all members of the population®. Through the use of this method, all the librarians
across the public university libraries in Oyo State, Nigeria will participate in the study. This will

bring about an intensive and comprehensive research of the service delivery by librarians in
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public university libraries. In addition, the use of total enumeration for this study will provide
benchmark data which could assist future service delivery study among librarians within and
outside Nigeria. Therefore, the total number of library personnel in public universities in Oyo

state, Nigeria as at the time of study was (100) One hundred.

3.4 Instrument for Data Collection
The data collection instrument use was a structured questionnaire. Questionn(ré@;losen as
the data collection instrument because it is appropriate considering the ﬁ\ of the data, the

research design, analyses required, number of respondents ar&% persion time. The

\
questionnaire is tagged Institutional Factors, Job Motivatio (a'jervice Delivery by Library
personnel in Public Universities Libraries in Oyo Q\%%Vigeria (IFIMSDLULQ). The
questionnaire contain scales to measure the various sonstructs of the research model.
The questionnaire is divided into six (4) se@\ ich focuses on the constructs of the study.
The sections are: A, B, C, D. Q
Section A collected information a@;graphic Data of the Respondents. It consist of seven
(7) items namely; Institutio@s@ry, section, age range, Gender, Designation/cadre, and Highest
education qualiﬁcation@ains open and close ended questions.
Section B coll c%nxormation on Service Delivery by Library Personnel. This contains 24
items ada]@%n literature®. It has four likert scale type. The respond format is: Strongly
Agree (SA); Agree (A); Disagree (D); Strongly Disagree (SD).
Section C collected information on Institutional Factors. This contain 6 items on Institutional
factors (Technical and Financial Support) adapted from literature®. It has four likert scale type.
The respond format is: Strongly Agree (SA); Agree (A); Disagree (D); Strongly Disagree (SD).

Section D collected information on Job Motivation of Library Personnel. This contains 6
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items on Job Motivation of Library Personnel adapted from literature®. It has four likert scale

type. The respond format is: Strongly Agree (SA); Agree (A); Disagree (D); Strongly Disagree

(SD).

3.5  Validity of Research Instrument

In order to ensure the validity and reliability of the instrument, a copy of the questionnaire was

given to the researcher’s supervisor for face validity. Apart from this, the res %ill also

give some experts in library management field for review so as to ens validity also.

Comments and suggestions given will be used to improve the quality of &afted questionnaire.
Qs

(_>

3.6  Reliability of Research Instrument @

The reliability refers to the ability of the instrument %@nsmten‘[ in returning the same result

when administered to a population similar in %Q The draft of the questionnaire was pre-test

on 30 Library personnel at University % 1brary of Kwara State, Nigeria who were not

part of sample size but share s1m11@5

reliability of the questlonnalrgwonbach Alpha reliability method was used at 0.05 level of

teristics with the population of the study. To test the

significance. The reli % st result reveals the following values; Service delivery; 0.52;
Institutional fact ’%\28 and Job motivation 0.61. These Cronbach alpha value are within the

range acc Ef ehab111ty of research instruments.

3.7 Ad tion of Instrument and Method of Data collection
Copies of the questionnaire was personally administered by the researcher. The researcher
visited the various university libraries selected for the study. Completed copies of the

questionnaire was retrieved sequel to the completion. The administration took three weeks.

3.8 Method of Data Analysis
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The analysis of the data collected was based on the use of simple descriptive statistical analysis
of frequency counts and percentages for research questions 1-4. Figures and tables will be used
to present the findings. The hypotheses Hol-Ho2 was tested using Simple Linear Regression
Analysis while multiple regression analysis was used to test Ho3. The Statistical Packages for

the Social Sciences (SPSS) version 23 was used for data analysis. Inferences and

recommendations was drawn from them. %\Q N

1. S. Rahi. Research Design and Methods: A
Sampling Issues and Instruments Development.
Management Sciences, 6 (2), 2017, 1- %:

ic Review of Research Paradigms,
ternational Journal of Economics &
4172/2162-6359.1000403

2. S. Surbhi. Difference between resea Method and Research Methodology. Key

Differences, 2016. Q
3. T.C. llesanmi. Institutio @er and Social Media Use as Correlates of Service

Delivery among Librarians iupUniversities in Southern Nigeria. PhD Thesis Department
of Library Archival %fermation Studies, University of Ibadan, Nigeria, 2021.

4. B. Alajmi, & l@usi, Understanding and Motivating Academic Library Employees:
T heoretical% ions, Library Management, 40, (3/4), 2018, 203-214.

N
QQ
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Chapter Four <(/:

Results and Discussmﬁ@mgs

The data collected towards the achievement %earch objective are presented, analysed and
discussed in this chapter. QuantitatiQata was collected through the use of a structured
questionnaire. One hundred copi&&/ e questionnaire was administered on library personnel
from three Universities in @(@t& Out of the all the copies sent out, 89 were properly filled

and returned. This con@) 89% return rate which is considered adequate. The analysis of the

return rate is @n table 4.1
4.1 Qu%@ire Return Rate

Table 4.1: Analysis of the Questionnaire Return Rate

Questionnaire Administered 100
Questionnaire Returned 89
Return rate 89%
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: Fieldworks, 2022.

Source



4.2 Presentation of Demographic Data

Table 4.2 Demographic Information of the Respondents

Items Frequency Percentage

Gender

Female 43 48.3
Male 46 51.7
Total 89 100.0&\
Section/Unit %\
Readers' Services Division 49 @\f

Technical Section
Serials

Total

Age Range

20-30

31-40

41 -50

51-60

Total

Highest Educational

Qualification

MLIS 4\
PhD Q
Total %
Curren thion
Librarian

Library Officer
Total

N
N\ .
BLIS QJQQ

S

N

S
N

53
36
&9

35 %\39.3

N 56
100.0

23.6
30.3
28.1
18.0
100.0

51.7
393
9.0
100.0

59.6
40.4
100.0

Source: Fieldworks, 2022.
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Table 4.2 presents the demographic distribution of the respondents. The gender distribution
shows that male respondents 46 (51.7%) has a slight majority compared to female respondents
who are 43 in number, representing 48.3% of the total respondents. In term of the units/section
of the library where they work, 49 (55.1) of the respondents indicated that they work in the
Readers' Services Division, 35 (39.3%) in the Technical Section while only 5 (5.6%) reported
that they work in the Serials section of their library. Furthermore, the an V\the age
distribution of the respondents shows that 21 (23.6%) of the respondents@ﬂveen 20 — 30
years of age; those who are in the 31-40 age bracket are 27 (30.3‘7&1%ti0n,25 (28.1%) of
the respondents are between 41 — 50 years while 16 (18%) a &h’%(een\ﬂ — 60 years of age.
According to the education qualification of responden 1.7) have Bachelor degree in
Library and Information Science (BLIS), 35 (39.% s a Masters’ degree in Library and
Information Science (MLIS) while 8 (9.0%) o@qspondent has PhD qualifications. In term of

designation, 53 (59.6%) of the respo@g professional librarians while 36 (40.4%) are

designated as Library Officer. (&\

N\ .
S

\
&S
QQ
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4.3 Presentation of Research Questions

4.3.1: What is the Level of Service Delivery by Library Personnel in Public University

Libraries in Oyo State, Nigeria?

Table 4.3: Level of Service Delivery by Library Personnel in Public University Libraries in

Oyo State, Nigeria

Readers Service Strongly  Agree  Disagree ﬁ% Mean
Agree (4) 3 (2) Q&@ @
Inter-library loan services 17 56

(19.1%) (62.9%) (145@\ (3.4%)
48 C—) 3 3.47

Library registration services

(53 9%) (42. 7%%((/ (3.4%)
Reference services % - 3.60
(65 2%) % (5.6%)
Selective dissemination of {4 -- 3.25
information (55 1%)  (10.1%)
Library education services 44 4 -- 3.42
\/ 1%)  (49.4%) (4.5%)
Current awareness services « 30 54 5 -- 3.28
® (33.7%) (60.7%) (5.6%)
Library orientation (oed 48 37 4 -- 3.49
Q (53.9%)  (41.6%) (4.5%)
Referral s % 28 48 12 1 3.16
(B1.5%)  (53.9%) (13.5%) (1.1%)
Charging and Discharging of 36 44 9 -- 3.30
library materials (40.4%)  (49.4%) (10.1%)
Translation services 6 25 35 23 2.76
(6.7%) (28.1%)  (39.3%) (25.8%)
Indexing and abstracting service 27 44 18 -- 3.10
(30.3%)  (49.4%) (20.2%)
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Document delivery services 22 50 14 3 3.02

(24.7%) (56.2%)  (15.7%) (3.4%)
Photocopying and Reprographic 28 51 10 - 3.20
services (31.5%)  (57.3%) (11.2%)
Library education 26 50 13 -- 3.15
(29.2%) (56.2%)  (14.6%)
Resources sharing services 26 54 9 V\ 3.19
(29.2%)  (60.7%)  (10.1%) %\
Weighted Mean g(/ 3.22
ICT Services @
Digital library services 38 \ - 3.39
(42.7%)  (53.9%)
Web based online public access 42 40 % -- 3.39
catalogue (47.2%) (7.9%)
Institutional repository services % 8 -- 3.35
(43. 8%(&\( .2%) (9.0%)
Electronic thesis and dissertation 22 -- 3.08
services % (42.7%)  (24.7%)
Electronic mail services <</ 53 15 -- 3.07
Q . (23 6%)  (59.6%)  (16.9%)
Electronic Document d@ 23 52 11 3 3.07
services (25.8%)  (58.4%)  (12.4%) (3.4%)
Readers adviso E- 22 47 20 - 3.02
reference % (24.7%)  (52.8%)  (22.5%)

Online @caﬁon services 21 56 12 -- 3.10
(23.6%)  (62.9%) (13.5%)

Weighted Mean 3.18

Grand Mean 3.20

Decision rule 1.00 — 1.75= very low, 1.76 — 2.50= low, 2.51 — 3.25 = moderate, 3.26-4.00 = high.
Source: Field work, 2022.
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The data showing the level of service delivery in by library personnel in public university
libraries in Oyo State, Nigeria is presented in table 4.3. Services is divided into tradition and
ICT-based services. The results under traditional library services show that 82% percent of the
respondents agreed their libraries provided inter-library loan services. with a mean score of 2.98,
this service is regarded as highly provided. Also. 96.6% of the respondent agreed that their
libraries provided library registration services which also has a mean score o .%imilarly
94.4% of the respondent agreed that their libraries provided referenC\ ces which is
supported by a mean score of 3.60 indicating a high level of referen s%es provision. In the
same vein, 89.9% of the respondent agreed that their libraries xc: ;elective dissemination
of information. The level of this service is demonstrated % n score of 3.25. Other services
provided in the libraries include library educatio S (Mean = 3.42); current awareness
services (Mean = 3.28); library orientation s@s‘ (Mean = 3.49); Referral services (Mean =

3.16); charging and discharging of libra g&*jals (Mean = 3.30); Translation services (Mean =

2.76); Indexing and abstracting se% ean = 3.10); Document delivery services (Mean

3.02); Photocopying and Regw@(c services (Mean = 3.20); Library education (Mean = 3.15);

and resources sharing@

resulted in a wei% mean of 3.22 which is considered as high level according to the decision

(Mean = 3.19). The combined mean score of these services

rule adopte %s study. The implication of this is that the traditional library services are
modera%) formed in these libraries. The results of the ICT-based services also follow similar

trends.

Analysis of the ICT services provided shows that 97.6% of the respondents agreed to the high
level of digital library services in their libraries which is supported by a mean score of 3.39. This

is also the case of web based online public access catalogue to which 92.1% of the respondents
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agreed that it is highly provided. Similarly, 91% of the respondent agreed that their libraries
provided institutional repository services. This service also has a mean score of 3.35. Also
electronic thesis and dissertation services where 73.3% agreed that it is highly rendered resulting
in a mean score of 3.08. Other services as indicated by the majority of the respondents include
electronic mail services (Mean = 3.07); electronic document delivery services (Mean = 3.07);
Readers advisory and E- reference services (Mean = 3.02), and Online user e %services
(Mean = 3.10). The weighted mean of ICT-based service delivery is 3.18 % dicates a high
level of ICT-based service delivery in the libraries. In addition, wr obtained from the

\
aggregate of traditional and ICT-based services is 3.20 which@wn that the level of service

delivery in the libraries is rated as moderate. &(/
4.3.2 What are the Institutional Factors That @ﬂltmes Service Delivery by Library

Personnel in Public University L1brar1§ o state, Nigeria?

Table 4.4: Institutional Factori@ould Facilitates Service Delivery by Library

Personnel in Public University ls% s in Oyo state, Nigeria

S\ -

Technical Support: Q‘ﬂStrongly Agree  Disagree Strongly Mean
« Agree (4) A3) 2) Disagree (1)

Computers and @h‘y 39 50 - - 3.44
software arg %d for  (43.8%) (56.2%)

!/ in the library

service @

Internet Facility is available 47 42 -- -- 3.53
in the library (52.8%) (47.2%)

Constant power supply is 23 46 20 -- 3.03
available in the library (25.8%) (51.7%) (22.5%)
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Weighted Mean 3.30

Financial Support: Strongly  Agree  Disagree Strongly Mean
Agree (4) 3) 2) Disagree (1)

My institution support 13 64 12 - 3.01

training and development of  (14.6%) (71.9%) (13.5%)

librarians

My institution provide 12 35 42 -

2.%
enough fund to support (13.5%) (39.3%) (47.2%) %\
library services é(/

My institution provide -- 46 36 7 %\ 2.44

financial reward for extra (51.7%)  (40.4%) @’/&)
duty

Weighted Mean &(/: 2.70
Grand Mean %\ 3.00
AN

Source: Field work, 2022.

Decision rule 1.00 — 1.75= very low, 1.76 — 2.@%\&31 — 3.25 = moderate, 3.26-4.00 = high.
Table 4.4 present the responses to the q%&w‘of institutional factors that can enhance effective

library services delivery in by i&%ﬁersonnel in public university libraries in Oyo state,

Nigeria. The factors were gQ d.into technical support and financial support. Under technical

support, the result sho

software are prm@\wr service delivery in their libraries. This is accepted as high level due to

1 (100%) of the respondents agreed that computers and necessary

the mean sgere 44. Also 100% of the respondents agreed that internet Facility is available in
their lib%s which is supported by a mean score of 3.53. Another item under technical support
is constant power supply. In response, is available in the library 77.5% of the respondents agreed
that there is constant power supply in their libraries. This item also has a high mean score of 3.03.
Combined together, the weighted mean for technical support is 3.30 indicating a very a high

level of technical support.
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Under financial support, 86.5% of the respondents agreed that their institution support training
and development of librarians which gave the statement a mean score of 3.01 indicating high
level of support for training and development of librarians. Similarly, 52.8% of the respondents
agreed that their institution provide enough fund to support library services. This item has a
mean score of 2.66 indicating moderate level of support for library services. Indeed, that 47% of
the respondents disagree with the statement should not be overlooked. Similar. \S®% of the
respondents agreed that their institution provide financial reward for e.\ while 48.3
disagreed. This gives the item a low mean score of 2.44 indicatin%%nancial support for
extra duty in the libraries. Meanwhile, the weighted mean fo Q%ﬁcial\support is 2.70 which
indicates a moderate level of financial support for libra ices in the libraries studied.
However, combined the weighted mean scores o and financial support results in a

grand mean of 3.00 which indicate a moder@(el of overall institution support for library

services QQ
4.3.3 What is the Level of Job @n of Library Personnel in Public University Libraries

in Oyo State, N1ger1

Table 4.5: Level o JO;Q 5 tivation of Library Personnel in Public University Libraries in

Oyo State, N 1g®

Physiological Factor Strongly  Agree Disagree Strongly Mean
Agree (4) A3) 2) Disagree (1)

Library Management pays enough 23 56 10 -- 3.15

attention to work environment (25.8%)  (62.9%) (11.3%)

My work environment is comfortable for 21 60 8 - 3.15

performing my job (23.6%) (67.4%) (9.0%)

Office tools are adequately available in 9 (10.1%) 52 22 6 2.78

my work place (58.4%) (24.7%) (6.8%)
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Weighted Mean 3.02

Security Strongly  Agree Disagree Strongly Mean
Agree (4) ) 2) Disagree (1)

I feel secure in the library work place 31 52 6 -- 3.28
(34.8%) (58.4%) (6.8%)

Health insurance are available for 24 37 19 9

librarians (27.0%) (41.6%) (21.3%) (10.1%) 2.85

Retirement benefits are available for 23 49 14 3 3.03

librarians (25.8%)  (55.1%) (15.7%) (3.4%)

Weighted Mean 3.14

Social Affiliation

The atmosphere on the job is friendly 22 63 3 1 3.19
(24.7%)  (70.8%)  (3.4%) (1.1%)

There a feeling of affection among the 20 57 12 -- 3.09

librarians (22.5%)  (64.0%) (13.5%)

There is a sense of belonging on the job 22 48 16 3 3.07
(24.7%)  (53.9%) (18.0%) (3.4%)

Weighted Mean 3.12

Self-esteem SA A D SD

There is mutual trust between me and my 24 56 9 -- 3.17

boss at work (27.0%)  (62.9%) (10.1%)

I feel a sense of identity derived from 24 55 10 -- 3.16

working at the library (27.0%) (61.8%) (11.2%)

Achievements are recognised by the 18 46 25 - 2.92

management (20.2%)  (51.7%) (28.1%)

Weighted Mean 3.08

Self-actualization

I feel proud and honoured to be 47 39 3 -- 3.49

performing my work as a librarian (52.8%) (43.8%) (3.4%)

I feel fulfilled as a librarian 33 53 3 -- 3.34
(37.1%)  (59.6%) (3.4%)

The Library workplace allows one to 29 56 4 -- 3.28

realise his/her potentials (32.6%) (62.9%) (4.5%)

Weighted Mean 3.37

Grand Mean 3.15

Decision rule 1.00 — 1.75= very low, 1.76 — 2.50= low, 2.51 — 3.25 = moderate, 3.26-4.00 = high.
Source: Field work, 2022.
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Table 4.5 shows the level of job motivation among library personnel in public university libraries
in Oyo State, Nigeria. The study considered various indicators of motivation such as
psychological factor, security, social affiliation, self-esteem, and self-actualization. Under
psychological factor, 88.7% of the respondents agreed that their library Management pays
enough attention to the work environment. This perception has a high mean score of 3.15.
Similarly, 91% of the respondents agreed that their work environment is ble for
performing their jobs. In the same vein, 68.5% of the respondents agree@ﬁce tools are
adequately available in their work place. The mean score of 2.78 also,ind that this provide a
moderate level of motivation among the library personnel. &%ﬂ, tﬁe weighted mean for

psychological factor is 3.02 indicating that this factor 4 ate contributor to motivation

among the respondents. §

Under security, 93.2% of the respondents @ that they feel secure in the library as a work
place. This item has a mean score of 3.%150, 80.9% of the respondents agreed that retirement
benefits are available for librariaSS\', eir library and 68.6% agreed that health insurance are
available for librarians. Thi@q moderate mean score of 2.85. Overall, the weighted mean for

security is 3.14 Whi@cates that security is a high factor in motivation among the

respondents. T e@me is social affiliation.

Under @f iliation, the results shows that 95.5% of the respondents agreed that the
atmospher¢ on the job is friendly (Mean = 3.19). also, 86.5% of the respondents agreed that there
a feeling of affection among the librarians (Mean = 3.09) while 78.6% of the respondents agreed
that there is a sense of belonging on the job (Mean = 3.07). Overall, the weighted mean for social
affiliation is 3.12 indicating a level of social affiliation among the respondents. Table 4.5 also

presents the result of self-esteem among the respondents. It shows that of the respondents agreed
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that there is mutual trust between them and their boss at work. This item has a mean score of
3.19 indicating a moderate level of mutual respect. Also, 88.8% agreed that they feel a sense of
identity derived from working at the library. This item also has a high mean score of 3.17
indicating a high level of sense of identity among the respondents. However, 71.9% of the
respondents agreed that achievements are recognised by the management (mean = 2.92). Overall,

the weighted mean for self-esteem is 3.08 indicating a moderate level of self-e@\%ﬁong the

respondents. \QéV

Self-actualization is also measure as a factor of job motivation g\l%ary personnel. The
responses show that 96.6% of the respondents agreed that t%(’@l proud and honored to be

performing their work as librarians. The mean score f(@roud and honored is 3.49. Also,

96.7% of the respondents agreed that the feel u‘L% as a librarian. This sense of feeling

i
fulfilled as librarians has a mean score o &\I the same vein, 95.5% of the respondents
agreed that the Library workplace allou%gealise his/her potentials. The perception that the
Library workplace allows one t\l e his/her potentials has a mean score of 3.28 which
indicates a high perception@@ dibrary as a good workplace. Overall, the weighted mean of
self-actualization is 3.3& indicates a high level of self-actualization among the respondents.

With the com@ f all the weighted means derived from the indicators of motivation used
t

grand mean for motivation is 3.15 which indicates a moderate level of

in this Stl%
motivat&mong the respondents.

125



4.4. Presentation of Test of Hypotheses

4.4.1 Hol: There will be no Significant Relationship Between Institutional Factors and
Service Delivery of Library Personnel In Public University Libraries In Oyo State, Nigeria.
Table 4.6 (a —c) Relationship Between Institutional Factors and Service Delivery of Library
Personnel In Public University Libraries In Oyo State, Nigeria.

Model Summary

Model R R Adjusted R Std. Error of the Q\Q )

Square Square Estimate \g(/

.552a 305 297 32195

: A\

. Predictors: (Constant), Institutional Factors A

(_>
ANOVA® &

Model Sum of df @ F Sig.
Squares %u re
A N

1 Regression  3.960 I (3960 38.208  .000b

Residual 9.017 Q 104
Total 12.978 ({g\
\

a. Dependent Variable: Service\Delivéry

b. Predictors: (Constant), @uﬁ nal Factors
Coefficients® QJ
A

Model Q\ Unstandardized Standardized t Sig.

Coefficients Coefficients

B Std. Error Beta
<\Q

1 (Censtant) 1.655 254 6.525 .000
Institutional
496 .080 552 6.181 .000
Factors

a. Dependent Variable: Service Delivery
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Table 4.6a-c presents the results of the simple regression analysis for the relationship between
institutional factors and service delivery of library personnel in public university libraries in Oyo
State, Nigeria. From the results in Table 4.6a, institutional factors have a positive and significant
relationship with the service delivery of library personnel in public university libraries in Oyo
State, Nigeria (R = 0.552, p<0.05). The coefficient of determination (Adj. R?) of 0. 2.97 shows
that institutional factors explain 29.7% of the changes in service delivery of lib %nnel in

public university libraries in Oyo State, Nigeria, while the remaining 70.3%a, v- ion in service

delivery of library personnel in public university libraries in Oyo S@ria is explained by
(/'D\ '

Table 4.6b presents the results of ANOVA (overall mo &"nﬁcance) of regression test which

other variables not considered in this study.

revealed that institutional factors has a signifi a}% uence on service delivery of library
personnel in public university libraries in te, Nigeria. This can be explained by the F-
value (38.208) and low p-value (0. Othch is statistically significant at 95% confidence
interval. Hence, the result posited\(é/k;itutional factors has a significant influence on service

delivery of library person Aptsnblic university libraries in Oyo State, Nigeria.

In addition, the r@f(egression coefficients in table 4.6¢, revealed that at 95% confidence

level, a unit c institutional factors will lead to a 0.496 increase in the service delivery of

library el in public university libraries in Oyo State, Nigeria, given that all other factors
are held constant. On the strength of this result (Adj. R = 0.297, F(1, 87)= 38.208, p= 0.000),
this study rejects the null hypothesis one (Hol) which states that there will be no significant
relationship between institutional factors and service delivery of library personnel in public

University Libraries In Oyo State, Nigeria.
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4.4.2 Ho2: There will be no Significant Relationship Between Job Motivation and Service

Delivery of Library Personnel in Public University Libraries in Oyo State, Nigeria.

Table 4.7 (a — ¢) Relationship Between Job Motivation and Service Delivery of Library

Personnel in Public University Libraries in Oyo State, Nigeria.

Model Summary

Model R R Adjusted R Std. Error of the %\
Square Square Estimate %
q q \\\

5472 300 292 30795 \\‘
1
AN

a. Predictors: (Constant), Job Motivation (ég)\
ANOVA? @

Model Sum of df Meah F Sig.
Squares (\\S uare

1 Regression  3.532 1 o~ \AB.532 37.241 .000b

Residual 8.251 % 095
Total 11.782 \<§8
\

a. Dependent Variable: Lrvice Delivery
oMo

b. Predictors: (Constan{/ tivation
A

Coefficients®
Model \_) Unstandardized Standardized t Sig.
Q Coefficients Coefficients
Q B Std. Error Beta
1 (Constant) 1.756 243 7.238 .000
Job Motivation 469 .077 547 6.103 .000

a. Dependent Variable: Library Service Delivery

Table 4.6a-c presents the results of the simple regression analysis for the relationship between

job motivation and service delivery of library personnel in public university libraries in Oyo
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State, Nigeria. From the results in Table 4.7a, job motivation has a positive and significant
relationship with the service delivery of library personnel in public university libraries in Oyo
State, Nigeria (R = 0.547, p<0.05). The coefficient of determination (Adj. R?) of 0. 2.92 also
shows that job motivation explain 29.2% of the changes in service delivery of library personnel
in public university libraries in Oyo State, Nigeria, while the remaining 70.8% variation in

service delivery of library personnel in public university libraries in Oyo @geria is

explained by other variables not considered in this study. \%

Table 4.7b presents the results of ANOVA (overall model signifi of regression test which
revealed that job motivation has a significant influence on se&%&ivery of library personnel in
public university libraries in Oyo State, Nigeria. This % explained by the F-value (37.241)
and low p-value (0.000) which is statistically si% t 95% confidence interval. Hence, the
result posited that job motivation has a '\{ﬁkkant influence on service delivery of library

personnel in public university librarie§ i@o State, Nigeria.

e

level, a unit change in '@tivaﬁon will lead to a 0.469 increase in the service delivery of
b<' .

library personnel irﬁ{ niversity libraries in Oyo State, Nigeria, given that all other factors

are held cons@ the strength of this result (Adj. R’ = 0.292, F(1, 87)= 37.241, p= 0.000),

In addition, the results of regﬁskfégefﬁcients in table 4.7c, revealed that at 95% confidence

this st ‘% ts the null hypothesis two (Ho2) which states that there will be no significant
relationship between job motivation and service delivery of library personnel in public

University Libraries In Oyo State, Nigeria.
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4.4.3 Ho3: There is no Combined Significant Influence of Institutional Factors and Job
Motivation on Service Delivery of Library Personnel in Public University Libraries in Oyo

State, Nigeria

Table 4.8 (a-c): Combined Influence of Institutional Factors and Job Motivation on
Service Delivery of Library Personnel in Public University Libraries in Oyo State, Nigeria

Model Summary

Model R R Adjusted R Std. Error of the Q\Q )

AN

Square Square Estimate g(/
. 664 441 428 2 68?%\

Predictors: (Constant), Institutional Factors, Job Motivation ( N

ANOVA? %
\

Model Sum of df Mean @Y Sig.

Squares Squa{
L}
Regression 5.200 2 \ 00~ 33.964 .000°
Residual 6.583 86 \ 2077
Total 11.782 8
NN

a. Dependent Variable: Service Dgl

b. Predictors: (Constant), Instj@ﬁ actors, Motivation

Coefficients? . (\Q
Nt

Model Unstandardized Standardized t Sig.
Q\ Coefficients Coefficients
% B Std. Beta
<\Q Error
(Constant)V' 1.005 271 3.708  .000
Institutional Factors 432 .092 429 4.668 .000
Job Motivation 292 .079 342 3.718 .000

a. Dependent Variable: Service Delivery

Source: Field Survey Results (2022)
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Table 4.8a-c presents the results of the multiple regression analysis for the combined influence of
institutional factors and job motivation on service delivery of library personnel in public
University libraries in Oyo State, Nigeria. From the results in Table 4.8a, it can be seen that
institutional factors and job motivation have a positive and significant relationship with service
delivery of library personnel in public University libraries in Oyo State, Nigeria (R = 0.664,
p<0.05). The coefficient of determination (Adj. R?) of 0.428 shows that institu@ors and
job motivation jointly explains 42.8% of the variation in service delivery 0\1% personnel in
public University libraries in Oyo State, Nigeria, while the remalnln ariation in service
delivery of library personnel in public University libraries in &% e, ngerla is explained by

other variables not investigated in this study. *

Table 4.8b presents the results of ANOVA (overall significance) of regression test which
revealed that institutional factors and job Q\’sj&\atlon have a significant influence on service
delivery of library personnel in publ versity libraries in Oyo State, Nigeria. This can be
explained by the F-value (33 96 % p-value (0.000) which is statistically significant at

95% confidence interval. g fle result posited that institutional factors and job motivation

significantly 1nﬂuet&&b
Oyo State, Nl§

In addi\% results of regression coefficients in table 4.8c, revealed that institutional factors

rvice delivery of library personnel in public University libraries in

and job motivation had significant relative effect on service delivery of library personnel in
public University libraries in Oyo State, Nigeria. Specifically, the analysis showed that, at 95%
confidence level, a unit change in institutional factors will lead to a 0.432 increase in the service
delivery of library personnel in public University libraries in Oyo State, Nigeria, given that all

other factors are held constant. Also, at 95% confidence level, a unit change in job motivation

131



will lead to a 0.292 increase in the service delivery of library personnel in public University
libraries in Oyo State, Nigeria given that all other factors are held constant. In addition, of the
independent variables examined, institutional factors has the higher relative effect of the two. It
is on the strength of this result (Adj. R’ = 0.428, F(2,86)= 33.964, p= 0.000), this study rejects

the null hypothesis three (Ho3) which states that there will be no significant combined influence

institutional factors and job motivation on service delivery of library pezés&m public
4.5 Discussion of Findings @

The study examined the influence of institutional factors an %n)‘uvation on service delivery

university libraries in Oyo State, Nigeria.

by library personnel in public universities in ch@ igeria. Research questions and

hypotheses were set in in line with this objective. T research question focused on the level
of service delivery in the selected univers@ services were examined under traditional
library services and ICT-driven libra ices. Study found that there is an overall high level of
service delivery in the university\@

driven library services we@h\’ered at a high level in the libraries studied. Studies have

s studied. It was found that both traditional and ICT-

supported the need for gig%rel of service delivery in academic libraries.

Scholars hav ed that library and information service delivery are a set of mechanisms
whose 1 %ons determine library and information service effectiveness. Service delivery are
a set of distinctive activities that jointly and individually contribute to the development and
dissemination of information resources and which provide the framework within which
management form and implement policies to influence the library service processes! In line with

this, studies have evaluated the level of services delivered in
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A study which focused on service delivery in two University Libraries in Oyo State, found that
students perceived that the library renders useful service. Effective service delivery is judged by
effective organisation of the library; provision of current and adequate information resources;
effective reference services; the library has useful electronic resources; there is availability of
electronic resources, speed of library services, and easy accessibility to the library portal among
others?. Similarly, another study found that services such as library orientation, li education,
reference as a service and, to some extent, translation services in whicl\b €S in Southern
Nigeria have excel. The study reported that the effective provision Qle ervices contributed
to the perception of quality service delivery in the libraries' @whe?s from eastern part of
Nigeria also found that the various levels of service d&(@ in universities in South-East,
Nigeria®. However, some studies have indicated tha y service delivery is not common to
all libraries in Nigeria. \\

Researchers who carried out a study o ogh)nvironment, motivation and service delivery of
librarians in Ambrose Alli Universi ) library, Ekpoma, Edo State and found that the level
of service delivery of libraria%%U Library, Ekpoma is low as revealed by data collected.
Indeed, when strict cri@ applied, many libraries would be rated poorly on the quality of
service delivery* ’%Q/er, majority of the studies that have been conducted have focused on the
availability of%ices rather than the quality of services available* This difference in level of
service% in Nigerian libraries is due to several factors peculiar to each institution.

The second research question looked at the institutional factors that can affect the quality of
services delivered in university libraries. The institutional factors were examined under

technical and financial support. The finding of the study showed that there is a high level of

technical support but a moderate level of financial support. However, when both dimensions are
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considered, it results in high level of institutional support for library services. The finding of this
study is unique has studied have painted a very picture of institutional support for libraries in

Nigeria.

According to the submission of a scholar, the situation of Nigeria's electricity grid is unappealing.

As a result of the frequent power outages, information services cannot be provided in a timely or

reliable fashion. The vast majority of libraries run on generators or other @ alternate

power to keep the lights on. However, these generators have a number %&@acks, including

the high cost of petroleum and gasoline and the need for regular m&wu{c 6.

Since the country is currently experiencing an energy cris@_@raries have invested heavily

in renewable energy. Generators, solar panels, envir \Q lly friendly innovation, and other
options are all on the table. There may be disru.@ the delivery of information services if
the current energy crisis continues. Havi@liable source of electricity is crucial to the
library's ability to provide quality i@tion services. There can be no use of computers,
mobile phones, or any other K tioh and communication technology (ICT) device without a

reliable source of electrieitin/ The efficiency and timeliness with which library staff provide

information would g&gﬁy improved with a reliable power source’.

Furthermore, @ity of library staff to access the Internet is another aspect of technical

suppoﬂ@y impact the quality of services provided. Although the Internet plays a crucial

part in the provision of information services by librarians, the lack of a reliable Internet
connection in Nigerian university libraries is a potential barrier to this service. Most people

suffer from painfully sluggish Internet speeds at present®.
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As was found in this study, scholars have also observed that libraries are often affected by lack
of funding. Funding is crucial to the smooth operation of the library and the provision of its
services. Training library staff on a regular basis is essential for them to stay abreast of industry
developments and acquire the skills necessary to provide patrons with high-quality, timely
service. Librarians also need training in the many forms of information technology (IT) used to
provide library services to the public. When library funds are insufficient, traini % staff is
compromised, which in turn has a negative impact on service delivery b\ ntrained staff
lacks the expertise necessary to provide users with the timely, accurate, useful information

\
they need’. It can also affect employee motivation. \

The third research question investigate the level o \&gﬂon of the personnel in public
universities in Oyo state. The study found a hig \“ motlvatlon among the respondents. It

was found that the respondents score high o dicators of motivation adopted in the study.

Motivation of library personnel is a b as 1t is in many other organisations. This is because
the enthusiasm with which 11brar1 roach their jobs is crucial to the success of libraries and
archives. Librarians who ar (mate about their jobs are more likely to find fulfilment in their

work and to contrlbut@lvely to their organisations. Researchers, students, and faculty all

benefit greatly arlans at academic libraries are motivated to do their best work!°

Scholar; d out a study on cognitive styles and work motivation as precursors of job
performance of library personnel in private Universities in Nigeria and found that library
personnel are more concerned about extrinsic factors such as job security, salary and work
conditions. He opined that more efforts should be focused on improving extrinsic factors in order
to get staff better motivated. Regardless of which theory is applied, the policy that should be put

in place should take cognizance of the fact that employee salary, job security and interesting
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work appear to be important links to higher motivation'! This focus of this study is mostly on
extrinsic motivation,, However, other studies have examined the psychological and other factors
adopted in this study.

Scholars opined that there are many aspects of motivation related to the library workers to a
significant extent. The study submitted that motivating the library personnel could be done
through meeting their physiological or psychological needs. The submission o \%s}holar is
that motivation is a procedure that initiates through a physiological or psych ical want that
stimulates a performance that is intended at an objective'?. It is &) roduct of interface
among personality behavior and organisational distinctiveness'? (% A

In line with this, the study that have been conducted on g&l of librarians across Nigeria.
Scholars carried out a study on staff motivation for j productivity in Federal Polytechnic
Libraries in North-Central States of Nigeria. F@gs revealed that the librarians were motivated
because their institution create oppo@%@or promotion and advancement criteria. The

institution also created accurate v@&

service without delay has %Il elative important index. It implies that majority of the

w, payment of retirement benefit after leaving the

respondent give impo@ opportunity for promotion and advance and accurate flow as
criteria*. In a ’S\study, scholars’ also found that most of the library personnel give
importance t$ criteria training opportunity and salary increment as the major reward
associa%% motivation'?

In study titled “relationship between motivation and job satisfaction of staff in private university
libraries, Nigeria the findings indicated that the level of job motivation among the library
personnel in private University Libraries South-West, Nigeria is high. This suggests that the

library workers within the private university libraries investigated were a lot of motivated
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intrinsically as such than extrinsically. That means that the motivation they received from
external (their employees) like wage, promotion, job security among different was less than their
internal motivation like work expertise, skills, higher degree among others!®.

Hypothesis one of the study revealed that institutional factors has a significant influence on
service delivery of library personnel in public university libraries in Oyo State, Nigeria. The
finding is also supported by majority of existing literature on service deliver an ance of
library personnel. Study on institutional factors variable as detemq% f Lecturers’
Utilization of Electronic Publications in Library Schools in Univers&%igeria revealed that
the provision of technical support such as adequate computers "\es an\d other facilities to use
e-journals in the library and the training of lecturers on h% e-journals in the library by the
academic institutions are the major determinant lecturers’ utilization of electronic
publication for research. Also, Internet aa‘i, academic library environment, increased
workload like teaching, project supervisi gtricity supply on campus, library closing time,
institutions ICT use policy among Q@X ¢ considered as institutional factors which determine
the level of lecturers’ utilizaﬁ&\g”electronic publications for research. Thus there is a high
positive relationship % institutional factors and lecturers’ utilization of electronic

publications for r@xh.

Researcher I%emphasized the importance of institutional factors, particularly technical

¢ effective service delivery in modern academic libraries. A survey on application
of ICT for effective library service delivery in academic libraries in Benue State discovered ICT
resources were applied in areas like ordering, classification, bibliographic searches, registration
of users, interlibrary cooperation, book reservation, charging and discharging of library materials,

receipt of order, library statistics, among others and extent of application was significantly high!”.
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The implication is that when these facilities are not adequately available on properly maintained,
it can affect the efficiency of the library services. However, institutional factors are not the sole

issues in service delivery. The motivation of the library personnel is also important.

The test of the second hypotheses showed that job motivation has a significant influence on
service delivery of library personnel in public university libraries in Oyo State,@ia. This
finding has also been reported in previous literature. Scholars have p '&&mt that job

motivation of librarians can influence their level of service delivery to @ors. Job motivation

is a set of energetic forces that originate both within as well as ndah individual’s being, to
initiate work related behaviors and to determine its form, , intensity, and duration. Job
motivation is used to encourage librarians to work wi ommitment towards achieving set

goals and objectives of the library. Library p&&aﬁsfaction can be influenced by factors
that motivate employees such as promotion,@ orking condition and the work itself1'®.

loyee motivation is correlated with job satisfaction and

In a study of the influence of E@n on librarians' productivity in Nigeria's public

universities, researchers foun@
work productivity'®- R@\ers‘who focused on Rivers State, Nigeria also examined the
relationship betwe@%gﬁwtion and service delivery in higher institutions in Rivers State and
identified the militating against motivation as a strategy for capacity development in
higher ns in Rivers State. The findings revealed that there is a positive and strong

relationship between motivation and service delivery in higher institutions?’.

The same was reported in Nasarawa state where scholars found that regular salary payment,
promotion, incentives, training and provision of facilities are job motivation strategies that

predict service delivery of librarians in University Libraries in Nasarawa State. The study further
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revealed that promotion significantly predicts service delivery of librarians in university libraries
in Nasarawa State. In the same study, findings also revealed that incentives significantly predict
service delivery of librarians and that delay of salaries significantly predicts low service delivery
of librarians in university libraries in Nasarawa State Nigeria®'. Similar findings were reported
by scholars who evaluated the motivation level and work performance of the para-professional
staff of tertiary institution’s libraries of Kaduna State. The findings indica \%@niﬁcant
positive relationship between job motivation and para-professional i\ff mbers' work
performance. The study strongly emphasised that employee mot1vat pl s a significant role in

boosting work output, so it is recommended that libra s continue to motivate using

boosting work output, so it is recommended that employee moti plays a significant role in
s&

various strategies?

The third research hypothesis tested the co %@ influence of institutional factors and job
motivation significantly on service del rary personnel in public University libraries in
Oyo State, Nigeria. It was found({/ stitutional factors and job motivation significantly
influenced service delivery 1bra personnel in public University libraries in Oyo State,
Nigeria. This finding i @ pported by other studies conducted aroung the world. Although,

the are no study ave combined both institutional factors and motivation as predictors of

services, thfre%ﬁveral studies that have been conducted on each of the variables.

A stud&d “job motivation, satisfaction and its effects' on library officers’ productivity in
three selected libraries in Ibadan, Oyo State, Nigeria established possible relationships that
could exist between different aspects of job motivation and service delivery by librarians®®. The
study found that library personnel are more productive and are willing to even give their best

when they are in a motivated financial state than when they are being denied of their benefit or
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their benefits are being delayed. In addition, findings further established that quite a number
agreed to this fact that they tend to be more productive as a result of their happiness with their

institutions / schools.

It was also found that the relationship between institutional factors, motivation and service
delivery goes beyond librarians. Scholars investigated the level of work motivation and its
relationship to job performance of non-academic staff at Capiz system. The &:evealed
that all the non-academic staff of CapSU have high level of work moti verall, all the

non-academic workers of CapSU have excellent output in their j e tudy concluded that

there’s significant connection between level of labor mot1vat1 job performance

\
@
S
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Chapter Five (V

Conclusion %\
5.1 Summary of Findings (\\ \

The findings of this study on the influence of institutiond% and job motivation on service

delivery in university libraries in public universitie@tate can be summarized as follows;

1.Study found that there is an overall hig‘i@ service delivery in the university libraries
n

studied. It was found that both traditi

high level in the libraries studied. ies have supported the need for high level of service

delivery in academic librari® .

ICT-driven library services were delivered at a

ii. The finding of tl;gtgdwshowed that there is a high level of technical support but a moderate

level of financi ort. However, when both dimensions are considered, it results in high level

of insti@iupport for library services.

iii. The study also found a high level of motivation among the respondents. It was found that the

respondents score high on all the indicators of motivation adopted in the study.

iv. The test of hypothesis one revealed that institutional factors has a significant influence on

service delivery of library personnel in public university libraries in Oyo State, Nigeria.
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v. Similarly, the test of hypothesis two revealed that job motivation among library personnel has
a significant influence on service delivery of library personnel in public university libraries in

Oyo State, Nigeria.

vi. In addition, the test of hypothesis three revealed that both institutional fw\and job

motivation significantly combined to influence the service delivery of libraq@&el in public

University libraries in Oyo State, Nigeria. %\
¢\\ \

The contemporary academic environment relies on ef%é?t\&(ﬂ)rary and information services.

5.2 Conclusion

Academic library users are faced with an enormous t of information resources which they
need to make sense of. The effect of info@e plosion has dictated that information users
will always need professional help i%klng use of information sources and information
resources. It is therefore imperati\e\,a service delivery in university libraries be at the highest

level possible. Without thi@quality of scholarship in universities would be affected. It is

therefore importance @ry managements to take care of all the factors that can affect the

quality of servry in academic libraries.

53 Redations

i.  The university libraries should conduct periodic appraisals and service evaluations in
order to ensure that the standard of service do not drop and areas that needs improvement

can be improved.
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ii.

iii.

1v.

Vi.

5.4

.Library management should continue to explore innovative means of generating the
funds need for effective library services. This can be done through make appeals to donor
agencies and philanthropists in order to obtain the needed financial and material

resources.

There is a need for improved welfare packages to ensure that motivation do&$2t reduce
among the library personnel. In addition, management should also_ste means of

blocking gaps in employee motivations in university libraries in %

The library management should regular advocate for th@_n)%%y institutional factors

needed for effective service delivery in the univers&%&ies so as to ensure that these

supports are constantly available. §

There is a need for management \@ntly engage library personnel in order to
identify factors that can affect t’%m ivation with the intention of improving the level

of motivation among the 1&{} ersonnel.

L )
The significance Qacombination of institutional support and job motivation on service

delivery cal&fihdn integrated approach to the effort to stimulate effective service

0
delive@versity libraries in Oyo state.
%ribution to Knowledge

This study has made significant contribution to the theory and practice of librarianship in Nigeria.

Specifically, it has made conceptual, theoretical and empirical contribution to the existing body

of knowledge in the field of library and information science. The conceptual contribution can be

found the review of literature where the author has synthesized various opinions and findings to
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conceptualized concepts such as service delivery, institutional support in libraries and motivation
among library personnel. These concepts have been clarified and proper contextualized in the

field of library and information science.

Theoretically, the study has integrated various theories and models such as the Maslow’s
Hierarchy of needs theory, The Unified Service Delivery Theory and the Institutignal Support

Theory. All of these were integrated together to create a research model emp his study.

Apart from further validating these theories and model, the study has al%@d a framework

that can be followed by future studies.

Empirically, the study has also collected primary data fm@ndents which has not been

collected by any previous research. This data will data repositories and made

available for future researchers to use in their stq@

5.5 Suggestions for Further Studies \

The current study has focused on s@elivery in public university libraries in Oyo state. The

study examined the relation etween institutional factors, job motivation and service delivery.

Future studies can con@ following approach;

A comparative the influence of institutional factors and motivation on service delivery

in public a@ te universities in Nigeria can be explored.

An extend study which examines the influence of institutional factors and motivation on service

delivery in universities in Southwest Nigeria

Since both institutional factors and job motivation did not totally explain the level of service

delivery in this study, researchers can also examine the influence of other factors such as ICT
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skills, librarians’ attitude and others on service delivery in public and private universities in

Nigeria
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Lead City University
Department of Information Management

Questionnaire

Dear Respondent,
This research questionnaire is being designed to elicit information on factors in \R} service
deliver by librarians. I am a Master Degree Student in above menti artment and
University. I hereby solicit for your support by completing the q&&re objectively. All
responses given will be treated with confidentiality and used fo @bmic\purposes only.

Thank you for your cooperation and assistance. @

N

N\
Boluwatife Temitayo Akinola

Researcher

07068286317 (&\3
Section A: Demogyﬂ&&aracteristics of the Respondents

Each section estionnaire is meant to elicit specific data on the above named title. Please

ach section carefully and indicate by ticking (\) appropriately.

2. Name of Library........ooiiiiiiiii e
3. SeCtON/UNIL. ..ttt
4.  Religion: (a) Christianity [ ] (b) Islam (c) other, please specify.............

5. Gender: (a) Male [] (b) Female []
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6.  Agerange: (a) 20-30 [ ] (b) 31-40[ ] (c)41-50[](d) 51-60[ ] (e) 61-70] ]
7. Highest Educational Qualification: Please tick one (a) Ph.D. [ ] (b) MLS [ ]
(d) BLS [ ] (e) Diploma in Library Studies [ ] (f) others ..................

8. Current designation (a) librarian [ ] (b) library officer [ ]

Section A: Service Delivery %\V\
1. Please indicate your level of agreement with the services by ticki§®‘ applies to

you. Please rate your level of agreement with the following s &n ts'using this scale;

Strong Agree (SA), Agree (A), Disagree (D), and Stronslg_% gree (SD)

N
Readers Service §

To what extent do you agree witl%

SA
D
SD

delivery of the services bel ur

library Q\ <«

a. | Inter-library loan Serviee$
2L

b. | Library r& ioh services

c. | Refer services

L

d. | Selective dissemination of information

e. | Library education services

f. | Current awareness services

g. | Library orientation services

h. | Referral services
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Chagrining and Discharging of library

materials

Translation services

Indexing and abstracting service

Document delivery services

Photocopying and Reprographic services

Library education

©

g

Resources sharing services

Y

ICT Services
To what extent do you agree with the

delivery of the services below by your

|

W,

library (Q
NS

Digital library services Q

P \
Electronic thesis and disseﬂ@ces
\

Electronic mail serviceQ\ .
([N

Electronic Documgnw\%ry services

Readers adv@&d E- reference services
=

Electronic decument delivery services

O\

OnMser education services

Institutional repository services

Web based online public access catalogue




Section C: Institutional Factors
2. What are the institutional factors that could facilitates service delivery by library
personnel in public university libraries in Oyo state, Nigeria? Rate the level of your

agreement on the following infrastructural statements for service delivery.

Technical Support: Strongly | Agree Disagree Strongly

P
N

agree é\%\k@me
Computers and necessary software \ v
are provided for service delivery in \%

\
)

the library

&
K4 Q\‘
Internet Facility is available in the w\
N

N
library N
N

Constant power supply is available ®

in the library (

Financial Support: \(§\v Strongly | Agree Disagree | Strongly

agree disagree

N
My institution p@)@e)ﬁnancial
reward fon@x\duty
N

My i tﬁ@n provide enough fund

@)por‘[ library services

My institution support training and

development of librarians

160



Section D: Job Motivation of Librarians
3. What are the job motivation of library personnel in public university libraries in Oyo
State, Nigeria? Please rate your level of agreement with the following statements using

this scale; Strong Agree (SA), Agree (A), Disagree (D), and Strongly Disagree (SD)

Physiological Factor SA|A |D |SD
A\
Library Management pays enough attention to work '%\X\
I

5

4
environment \\(

My work environment is comfortable for performing my job\
N

Office tools are adequately available in my work plac N
K¢ Q\

Security * N SA|A |D |SD
NN
I feel secure in the library work place ®
~

N

Health insurance are available for l?%

Retirement benefits are availa rHirarians
AN
S@iaﬁon
\

The atmosphere o@hig friendly

o\
There a feelin@&étion among the librarians
A

There is@e of belonging on the job
A

Q\ Self-esteem SA|A |D SD

Mievements are recognised by the management

There is mutual trust between me and my boss at work

I feel a sense of identity derived from working at the library

Self-actualization

The Library workplace allows one to realise his/her potentials
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I feel fulfilled as a librarian

I feel proud and honoured to be performing my work as a

librarian
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