CHAPTER ONE

INTRODUCTION
1.1. Background to the Study

In any organisation where employees are valued as
assets, attainment of maximum productivity is of primary
concern 1o management. Thus, the need to accord high
premium to the welfare of the employees has been the major
preoccupation of management in any organisation — non-
profit, not-for-profit and profit-making. This is because it is

possible for an organisation to have the most efficient
technological and infrastructural facilities compared with
similar organisations and still suffer low productivity due to
the disposition of the workforce. An organisation’s
effectiveness, whether public or private, comes from the job
motivation of its employees (Lewis, Goodman and Fandt
1995). It is, therefore, imperative for management in any
organisation, including libraries to tactfully study the work
environment; identify what motivate their employees; accord
high priority to such so as to enjoy the contributions of the
latter in form of high productivity (Paul, 2002, Owusu-
Acheaw, 2007, Amir and Sahihzada, 2010). High productivity
would enhance cost benefit (profitability and efficiency) in
terms of inputs — outputs ratios and stem the tide of human
and material wastage in any organisation.

Productivity is of fundamental importance to the
individual at work, the organisation and to the national
cconomy. High productivity is significant for the upliftment of
the welfare of the citizens and the reduction, if not total
eradication of mass poverty (Yusufu, 2000, Akinyele, 2007).
The concern for productivity, especially in the public sector in
Nigeria has increased with intensity in recent times. This
culminated in the establishment of the National Productivity

Centre under the Federal Ministry of Employment, Labour
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There is no justification for establishing and

maintaining organisation at a loss due to poor management
and low productivity of the work force. In the era of global
economic recession, managers of all organisations are doing
their best to optimise the productivity of both human and
material resources at their disposal. There is zero tolerance for
economic wastage, idleness and redundancy. This is because
managers are being constantly called upon to give account of
th.elr stewardship. In the Information Age characterised by
[s:ff ljompetilion and survival of the fittest among firms, issues
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“right-sizing”, “down-sizing”, or “reformation” of the work
force in government establishments in Nigeria is a bold step
towards reducing the problem of redundancy, indifference,
wastage and low productivity (Ahmed, 2008). Many workers
especially in the public sector, are doing their best to optimise
their productivity since they know that they could be relieved
of their job should their performance be low.

Even libraries that are traditionally regarded as non-
profit and service-oriented organisations also have concerns
for productivity. Parent institutions of academic libraries are
calling constantly on library management and the librarians to
give account of their stewardship (Andrews, 2007). College
libraries and librarians are now expected to justify the purpose
for the continuous existence and relevance of libraries and
librarians in the Information Age that is characterised by stiff
global competition among service providers. With dwindling
budget, library management and librarians are still expected to
perform optimally. Library management are expected to still
manage judiciously both human and material resources at their
disposal. They are to bring out the best from the work force in
the ever- competing global information market (Taiwo, 2009,
Ibegbulam, 2010, Hosoi, 2010, Parker, 2010).

Adomi and Mordi (2003) discovered that many
librarians fail to meet up with the required number of
publications for promotion. They asserted further that due to
lack of promotion, many librarians feel frustrated, stagnated
and disappointed. It should be pointed out, however, that
productivity could not be enforced on workers. It should
€manate naturally from their disposition. For instance, it is
possible for a worker to be despondent and still be reporting
for duty every day without being productive. In other words,
some favourable conditions should be provided if the
productivity of a worker is to be enhanced. Under normal
circumstances, workers’ productivity would increase if they
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(Chandler and Carroll, 2002). No matter how automated an
organisation or a library might be, high productivity still
depends on the level of job motivation and the effectiveness of
the workforce (Tella, Ayeni and Popoola, 2007, Owojori and
Popoola, 2009, Balogun, Oladipo and Odekunle, 2010).
Herzberg, Mausner and Snyderman (1959) and
Herzberg (1966, 2003) discussed the relationship between
productivity and satisfaction among workers. They postulated
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They include: company policies, ~supervision, salary,

interpersonal relations and working conditions.

Job motivation is a sel of energetic activities that

originate both within as well as beyond an individual being to
initiate work-related behaviour and to determine its form,
direction, intensity and duration. Understanding what
motivates an organisation’s employees is central to the study
of 1-0 (input-output) psychology. Motivation is a person’s
internal  disposition to be concerned with and approach
positive incentives and avoid negative incentives. ~ An
incentive is the anticipated reward or aversive event available
in the environment. While motivation can often be used as a
tool to help predict behaviour, it varies greatly among
individuals and must often be combined with ability and
environmental factors to actually influence behaviour and
performance.

In response to motivation’s role in influencing
workplace behaviour and performance, it is important for
organisations to understand and structure the work
environment to encourage productive behaviours and
discourage those that are unproductive. A pleased and well
motivated employee delivers an exceptional service to the
organisation with outstanding results to back it up.
Employees need to be motivated to increase productivity.
Performance is dependent on workers productivity (Franco,
Bennette, Kanfer, 2002). Improved productivity is driven by
positively motivated employees (Oosthuizen, 2001).

Regardless of what the procedure for promotion
entails, the incentives and reward system operating in higher
educational institutions has often been associated with staff
motivation and performance on the job. Salmuni, Mustaffa
and Kamis (2007) assert that the most attractive reward

perceived by staff is still promotion and that promotion will

improve the staff objective and performance. Santhapparaj
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establishment. This is because, a motivated librarian has the
belief that the advancement and the progress of the
establishment is his. He would be willing to spare no effort in
ensuring that his organisation succeeds since he believes that
his success resides in the overall success and breakthrough of
the organisation.

Job motivation could come in different forms. It could
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Staff development which could come in form of
formal training, seminar, workshop/conference participation
(staff orientation and on-the-job training) is not only a morale
booster but a very good strategy for enhanced productivity.
When librarians are encouraged to develop themselves on the
job, their orientation would change and their attitude to work
would change for the better. Their perception about their job
would be influenced through staff development. Trained
librarians are expected to be more productive as a result of
investment in training made on them. Staff development could
be described as a coin with two sides benefits- benefits to the
concerned staff and benefits to the organisation. Benefits to
the staff in form of job status elevation, job satisfaction, job
responsibility and attached financial and other fringe benefits.
Benefits to the organisation- in form of high productivity,
efficient service delivery, expertise displayed, loyalty and cost
reduction (Pan and Hovde, 2010; Smith, 2010).

The duty of tactfully identifying and using a style or a
combination of leadership styles that would motivate the
librarians rests squarely on the authorities of the colleges of
education in Nigeria and the library management. College
authorities and library management are supposed to lead the
librarians in such a way that they become effectively
motivated and productive without compromising quality. This
is because effective job motivation could not be treated in
isolation of the college authority and the library management
(Bowen and Radhakrshna, 1991: Coping with change, 1997;
Lindner, 1998; Paul, 2002; Adam’s Equity Theory, 2010;
Amir and Sahibzada, 2010; Pan and Hovde, 2010; Top
employee benefits, 2010). Similarly, job motivation could not
be treated in isolation of the librarian’s environment. The
librarian’s  environment comprises social and physical
situation in his work place. The social environment consists of

human beings and interaction among colleagues. The physical
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The medical college of Wisconsin  (2003) has
investigated those attnibutes of staff which are recognised as
being collegial habits within a highly effective faculty. These
eftective habits consist of*

associating and collaborating with disunguished colleagues in

any discipline;

having a collegiate network which includes senior colleagues,

peers. administrators and staff:
collaborating with colleagues on w nung, teaching, research
and/or administrative tasks:
regularly obtaining guidance and/or feedback from senior
colleagues;

establishing regular contact With  professional  colleagues
outside the institutions: and

borrowing resources that are pertinent (o a new assignment.

The influence of environmental factors on the research

productivity of librarians could be great. For instance, the

productivity of a librarian who works among co-operating

colleagues could be high (Amir and Sahibzada. 2010).

Moreover, a librarian whose office is connected to the Internet

could access the data bases of other imformation providers

with ease and gets relevant information as quickly as possible.

This could enhance the productivity of such a librarian. When

a librarian is sure of constant power supply, he could use such
opportunity to do extra work in the office. The productivity of

such a librarian would under normal circumstance increase

and vice-versa. In other words, conducive office environment

could influence the productivity of academic librarians.

Furthermore, natural daylight illumination and ventilation

could optimise the productivity of an academic librarian more

than a librarian who works in artificially lit office environment

with little or no ventilation (Kaya, 1995, Luthans, 1998, Irons.

2006, Barton, 2007 Taiwo, 2009, Ramanathan, 2010).
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colleges of education in Nigeria is the college library. The
quality and the quantity of the literature and information
services that are available and rendered in the college libraries
could be part of the yard sticks for accrediting a college
(Akintunde, 2004). Moreover, the viability and the credibility
of the parent institutions are strengthened by the college
libraries.

The librarians in the colleges are expected to provide
professional services for overall actualisation of the.mission
statement of the parent institutions. They are supposed to be
highly productive and dedicated to their job. High productivity
would justify the essence for the continuous existence and
relevance of the library as information providers in the face of
global competitive information industry. For librarians to be
productive, the college authority and the library management
are supposed to provide an enabling environment that would
optimise the productivity of librarians (Paul, 2002; Buckley,
2003; Brenner, 2004; Barton, 2007; Amir and Sahibzada,
2010; Ibegbulam, 2010).

Research productivity is the total research output
compared with inputs (money, time, facilities, researchers’
and team’s efforts) within a specific period of time. It is the
relationship between the outputs generated by a system and
the inputs provided to create those outputs. It may also
include the term efficiency and more importantly
effectiveness, which measures the total output or results of
performance. Research productivity is an outcome
measurement of scholarly effort and has two components that
are: knowledge creation (research) and knowledge distribution
(productivity).

Research productivity can include research publication
in professional journals and in conference proceedings,
writing a book or chapter, gathering and analysing original

evidence, obtaining research grants, carrying out editorial
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Research productivity is not only important as a route to
academic promotion, it is also important for enhancing an
institutions reputation and economic status. (Blackburn et al
1991).

Apart from meeting the criteria for tenure and
promotion; research productivity comes with other attracted
benefits which serve as motivators for librarians and other
academics. Some of the benefits includes: study leave with
pay; separate academic salary scale; journal allowances:
conference attendance; research grant and sabbatical leave
(Ochai, 1998). These benefits come with expectations which
constitute the pains of the status. These expectations amongst
other include: bachelor’s degree; research and publication in
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librarians are motivated to engage in publication for various
rensons, Ochai and Nedosa (1998) assert that publication is
motivated by cagerness or enthusiasm to publish; presence of
cnabling  environment; and  self perception  of individual
Iibrarians with respect to their role.  Such self-perception,
accordmg to- Avemariautulu (2005), is a product of education
and skills acquired in - the carly days of professional practice
which also determine the ability to produce scholarly papers.
One ol the motivating factors for scholarly publications by
ibranians is the availability of other publications which
contain the needed language for publication and how to use
them,

The academic world is centred around the notion of
publication as the basic means (o disseminate results, foster
mieraction among  communities and achieve international
recognition (and career advancement). Publications are done
in conferences or journals and are usually reviewd by a
committee of experts also referred to as peers. Quality papers
are then accepted for publication. Acceptance of papers for
publications in conferences and journals have the following
advantages. Through publication and review, papers are made
known to colleagues, and the review process is supposed to
ensure that the best papers are more visible, so that researchers
know where to go if they want to read literature on certain
topics.  Moreover, having papers accepted at prestigious
conferences and journals is a way Lo prove (in theory) that the
work is valuable.  Finally, publications and conference
participation leads to exchange of ideas with colleagues and to
networking (Ball, 2006).

Reviewing and acceptance of papers for publication
are often bedeviled with some problems.

The reviewing
process at times kills good papers. The reviewing process is
not easy and it is rarely done properly. The major problems

that are associated with peer review process are itemised
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especially scrupulous Ones, spend a lot of time doing reviews,
and authors spend a lot of time adapting and tuning the paper
not so much for the sake of making the best possible
explanation but to please reviewers and the conference style.
Finally, a common effect of this review process is that many
conferences tend to accept very detailed papers result from
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papers. (Rodriguez, Bollen, Sompel, 2006).
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Not much work has been done on job satisfact

productivity of librarians in Nigerian universities. Moreover,

the university environment where very few studies have been

done is quite different from college environment. There could

be some factors in the college environment which are not

present in the university environment that could influence the
research productivity of librarians. For instance, librarians in
universities enjoy better research funding than their colleagues
in colleges of education.

Moreover. the academic environment in the university

library is a bit different from that of the college of education.
These factors could influence the research productivity of the
librarians. The study was used to fill such identified gaps in
the literature that could influence the research productivity of
the librarians. The study, therefore, examined job motivation,
demographic and environmental factors as influencing factors
on the research productivity of librarians in colleges of
education in Nigeria.

1.2.  Statement of the Problem

Librarians in colleges of education in Nigeria are

academic staff who amongst other duties are expected to
conduct research, disseminate their findings as well as carry
out administrative duties. One of the major prerequisites for
promoting the librarians in colleges of education in Nigeria is
research productivity (ACRL and ALA, 2001; Handbook on
Appointment and Promotion of Academic Staff; FCE,
Kotangora, 2012, FCE, Osiele, 2012, SPED, Oyo, 2012,
EACOED, Oyo, 2013). Moreover, research productivity
promotes advancement and recognition for librarians and
librarians  who conduct research have a more effective

relationship with other faculty (Montanelli and Stenstrom
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attractive job motivation that dampened the morale of the
librarians (Mabawonku, 2005). Three, the difficulty of
writing acceptable papers that might go through some
stringent peer review procedure (Onohwakpor and Tiemo,
2006).  Four, lack of collaboration with research-active

mentors or peers. Five, poor technological facilities in the

work environment in form of disabled internet facilities,
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1.3 Objecives OF T Sy

'he main objective of the study is to investgate the

influence of job motvation, demographic and environmental

factors on the research productivity of librarians in colleges of
cducation in Nigeria, The specific objectives are Lo:

L. determine the research productivity of librarians in colleges
of education in Nigeriay,

2 ascertain if job motivation influences the research productivity
of the librarians in colleges of education in Nigeria;

ascertain if - staft  development influences  the research

"J

productivity of the librarians in colleges of education in

Nigeria;
4. determine if demographic factors influence the research

productivity of librarians in colleges of education in Nigeria
and:

5. determine if environmental factors influence the research
productivity of the librarians in colleges of education in
Nigeria.

1.4. Research Questions

To achieve the foregoing objectives, the following
research questions were posed and answered in this study:

l. How productive are librarians in colleges of education in
Nigeria in terms of research productivity?

2 What is the influence of job motivation on the research
productivity of librarians in colleges of education in Nigeria?

3. To what extent will conducive office environment influence
the research productivity of librarians in colleges of education
in Nigeria?

1.5.  Hypotheses

The following null hypotheses were tested at 0.05 level
of significance:

Hoi: Work experience will not significantly influence the research

productivity of librarians in colleges of education in Nigeria.
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librarians are productive in terms of research productivity. It
has well covered the extent to which job motivation, staff
training programmes, demographic and environmental factors
influenced the research productivity of librarians in public
colleges of education in Nigeria.

The researcher decided to exclude private Colleges of
Education from the study for the following reasons. One,
private colleges of education have different promotion policies
that vary from one institution to another. Moreover, private
colleges of education unlike public colleges of education in
Nigeria do not have common labour policy that could
influence the research productivity of the librarians.
Furthermore, librarians in private colleges of education could
be subjected to other criteria (varying from one institution to
another institution) apart from publications output before they
could be promoted. In addition, most public colleges of
education in Nigeria have substantial infrastructural facilities
which the private colleges do not have.

Finally, majority of the private colleges of education in
Nigeria are just coming up. They are still at the learning
stage. Many of them do not have a single qualified librarian.
This was revealed in a pilot study carried out by the researcher
to some private colleges of education in Nigeria. Therefore,
private colleges of education in Nigeria are exempted from the
study because most of the public colleges of education
libraries in Nigeria have better infrastructural facilities and
qualified professional personnel (librarians) than private
colleges of education.

7 Significance of the Study

The study is significant for the following reasons. If the
outcomes of the study are implemented, the college authority
and the library management would be able to identify what
could motivate the librarians, accord importance to such with
a view of enjoying the services of the librarian. In addition, if
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since only happy workers under normal circumstances are
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college authorities would enjoy their services in form of high
research productivity and profitability. Moreover, librarians
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(intellectual outputs) of academic librarians, the frontier of
knowledge of the profession could be extended. Similarly, the
credibility of librarianship as a profession could be
strengthened through quality research and publications output
of librarians. Furthermore, other researchers and the entire
members of the college of education academic community
would  benefit maximally from the research outputs
(intellectual productivity) of research productive librarians.
Moreover, the problems that are usually associated with
researches due to dearth of relevant information materials
would be solved to a great extent. This is because the
researchers might find these research outputs useful thereby
embarking on researches with ease.

Finally, studies on job motivation and the publication
output of librarians in colleges of education in Nigeria have
not been given due attention in the literature. The study is an
attempt to throw more light on what motivate the librarians in
the college environment. Research on service delivery of
academic librarians is prominent in the literature but very few
on research output of the librarian. The study is expected to

fill this gap.

1.8 Operational Definition of Terms

The following terms are defined as used in the context
of the study for the purpose of clarity and precision
Academic Libraries: This refers to libraries that are
established in universities, polytechnics and colleges of
education and other tertiary institutions.
Demographic Factors: This refers to variables such as: age,
gender, educational qualifications, years of work experience
and job status; and their influence on the research productivity
of librarians in colleges of education in Nigeria.
Environmental Factors: This refers to the physical, social

and technological conditions that are found in the work place
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system that are employed by college authorities to maintain
positive and high morale in the librarians with a view to
retaining them and with the ultimate aim of enhancing their
research productivity on the job.
Job Status: This refers to the rank or the position of
responsibility that the librarian occupies in the college of
education library.
Library Management: This refers to the chief librarian and
other leadership of the college of education library that are
o saddled with the administrative responsibility of the library.
They are supposed to possess the skill and the knowledge to
Se'rve the diverse needs of the library patrons. They are to cope
With budget challenges, advocate for library services, manage
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Research Productivity: This refers to the research and
publications output of each librarian. It is the ratio of input to
output per librarian.

Work Experience: This refers to the aggregate (the
cumulative) experience (exposure) that the librarians have on

the job.
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