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goals and objectives. To attain this level, management of any organisation nee
in wards as to how best the staft's morale can be boosted through a numbey oF incenti
as sea of researches over the years are looking into how best workers can b mo‘;.m"’““
and how the employees were expected (o behave and conduct themgelyeg f'Vu(ed
purpose of organisational eftectiveness and a high level of productivity, 'l’hcrv‘:lb(r)r e
continued existence and functioning of an organisation as noted by John (201¢) dcc.- 4
largely on the extent to which adequate incentives both financial and nun-t'mancizr]dS
provided. Henman (cited in Bamgbose & Ladipo, 2017) elaborated that when inccmif,lre
are properly used. they can be a vital tool to get the most out of the employees and c?
the same time enhance higher productivity. The authors asserted further that a map, ,:
that wants to succeed and at the same time gets the best out of his employees, myg ai;
matter of compulsion employ different forms of incentives such as: giving ove;time
bonuses, paying wages and salaries comparable to the profession, allowing employees
to participate in decision-making, using positive words to applaud a good job or harg
work. exercising patience with employees, showing understanding of their predicament
and being dedicated to their well-being.

ds 1o logy

Mohammed. Mashi and Salisu (2017) added that no matter the size of an
organization. as well as the scope and richness of the collection, the manager of a
library cannot meet his set goals if the staft are not well-trained. properly equipped and
highly provided with incentives. This is because any employees provided with high
level of incentives tend to work hard and perform better in their work as compared to
the employees who are provided with poor incentives (Machara & Jain. 2016; Obeidat
& Al Dwairi, 2015). Therefore, the provision of adequate incentives in any organization
especially academic libraries becomes imperative as it has the potential to: increase
productivity: drive or arouse a stimulus work: enhance commitment in work
performance: psychologically satisfy a person which leads to job satisfaction; shape the
behaviour or outlook of subordinate towards work: inculcate zeal and enthusiasm
towards work: and get the maximum of employees capabilities so that they are
exploited and utilized maximally.

Despite the prospects incentives can bring to organizationa! Success. the
researcher is concern about the uphill task of library managers in providing adeguatt?f
financial and non-financial incentives for sustaining or improving higher !evel e :
productivity in public library workplace considering the present economic do}anUff:e
which is ravaging most state-owned organizations in Nigeria. Also, available literatu
review revealed that incentives analyses in public libraries are limited and have been

‘ focused on motivational strategies or what motivates people. All these howevef{
’ attracted the attention of the researcher into exploring the effect of incentives on Sfara
productivity in public libraries in lorin metropolis with specific reference t0 Kwa

State library, llorin.
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%
statement of the Problem

In spite the fact that the Kwara State Gov

e, [Tt ; ernment has succeeded in buildi
public libraries in the State. lack of ¢ has succeeded in building

: i . nthusiastic library staff in the delivery of quality

searchers’ observation and : ”y 1appy .W"h th.cfr -'Obs'. Accord”?g to the
re ; L experience during a library visits: the library staffs seem to
be .demotlvated 25 MOSL _llbr?ry users are always complaining about poor service
delivery. Ano}her ob‘servatlon Is that most public library activities such as. accessioning
and cataloguing of donated books were neglected. thus leading to a backlog of
unprocessed books. Books on the shelves were not well arranged and users found it
very difficult to. locate the information materials they need. All these problems may be
due to poor or inadequate incentives provided to staff as recent development in Ilorin
metropolis and Kwara State in general revealed that: staff were been owned
accumulated salaries, arrears and entitlement for months; the State library is also
lacking the necessary facilities for staff to discharge their duties; staft are not been
provided with opportunities for professional development as the government have
implemented the study leave without pay. All these are premised on the dwindled
revenue of state government as a result of the present economic recession. In such a
situation it might be difficult for public library staff to be motivated in giving their best.
Given the above. the researcher undertook a study to explore the impact of incentives
on the productivity of library staff productivity in public libraries in lorin metropolis.
Kwara State, Nigeria.

Research Questions ' .
In addressing the problem of this study. the following research questions were raised:

1. What is the level of financial and non-financial incentives provided to staft in

public libraries in [lorin metropolis? : .
5 What is the level of staft productivity in public libraries in llorin metropolis?

Research Hypotheses ‘ ‘
The following null hypotheses were formulated and to be tested at 0.05 level of

significance. 6 o L ,
Ho;: There is no significant relationship between provision ot financial incentive and

staff productivity in public libraries in 1lorin metropolis. o '
Ho,: There is no significant relationship between provision of non-financial incentive
and staff productivity in public libraries in [lorin metropolis.

Literature Review

Theoretical Framework _ , . o
Theories have great values on the field of research. A theoretical framework provides

the basis upon which studies are built. This study will. therefore. hinge on the: incentive
theory of motivation and Productivity Approach Model.
43
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: niate form that make indivic . -
nnm.edl(d’:m()) - ,1511“(;1\L‘ individuals feel of an immediate feedback of their effort
o I — e C = al: sl At e C ( ,',
Juml;'dpi . \\orl\&qndL ll‘ill. l.salm ies. bonuses. promotion. day work. measured )d:)
WOIK. ece w .« pl‘O 1 S]aring . . : ¢ » ay
. . . are amongs a ol e ol ey o .
most tgrnuﬂ Ol'g'dmzal]on_ gst the financial incentives common 1n

e ———————

Besides the financial incenti
= centive il e 1 e £ . ¢ »
o satisfy the €20 e ol e ves, there are certain non-financial incentives which
can satisiy i B2 elf- actualization needs of employees (Heathfi s1d. 2018). The
incentives which cannot b : 08 . ). The
e measured in terms of money are under the categ f
~Non- monetary incentives”. Obeidat and e gy
e e . 1 _ an AL_[?Wall‘l (2015) stated that. whenever a
a fc o y the psyc hological needs of the subordinates. he/she makes use of
non-financia !ncentlves. However. the most prominent non-financial incentives in
Qrgamzatlons md-ude: social incentives e.g. Medical services. life assurance, health
insurance. .recreatno_nal programme, cafeteria, housing. legal and financial counselling.
gnd educational assistance. acceptance of employees' suggestions. praise. recognition of
J?b we_:ll .done. .trlendlmess. honesty and job, security. Cherry (2018) added that non-
financial incentives could be in the form of participation in decision-making, certificates
of thanks and positive reception. training for distinguished librarians.

Staff Productivity

The interest of researchers in investigating the germane nature of staff

productivity as a variable in library science and management is due to its immense
importance to the individual, public libraries and the society at large. Productivity as
been defined by Babalola (2014) is the achievement of specified task measured against
predetermined or identified standards of accuracy, completeness. cOSt and speed. UpeV.,
Chorun and Idachaba (2015) opined that staff productivity involves quantity and quality
of outcomes from individual or group effort attainment. Applying this definition to the
library. the Librarians Registration Council of Nigeria cited in Abdulraheem and
Atunde (2018) described productivity of library staft in terms of competencies'a'nd
skills library personnel should possess and de_monstrate: which include: cogmtive
ability, practical skills. general skills and behavioural attributes. Ur}der the cognitive
ability, the library personnel should demonstrate competencies 1n their areas _qf
specialisation and should be able to: analyse diverse communities In order to identity
members” needs that can be met through library/information services: and understand
professional ethics and support the tenets of the prof:ession. Lib.rary personr.u?l shciuld
also possess practical skills in: collectipg, asser'nblmg. analysing and writing hf:ld
reports: managing library and information servnges:.and organising and‘ }11a11ag1ng
learning and ‘nformation resources. The general skills mclu.de: .attendmg .statt meetn'xlgs
and other ofticial functions punctually: and gommumcatmg meaningfully with
colleagues. library users and the library commgmty at large.'Under the.t.)e.hav‘xm’u'al
attributes. library personnel should demonstrate mt'erest/e}uhusmsm by pznmfnpatm‘&t in
programmes that can promote growth and progress 1y the library and information sector.
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e
d Nkiko (2016) argued that o

On this basis. [roaganacht and |
ibrary personnel. the indicators to be considered include: Sling th
 COmmae

o work without close supervision. regularity in |ocq

hip skills. and contribution to the growth and develop,

(2015). Mohammed, Mashi and Salisu (2 nent of
(2017) and y ¢

Uzohue and Akintayo (2016) in their individual contr‘ibutions to the paradigy, a
performance measurement profter that performance of personnel can he done th?t Job
gh

continuous assessment and measurement using Assessment Performance 4, .
(APA) form whose content depends on the goals and objectives which the Orgasfra{sal
wants to achieve. Pang and Lu (2018) further suggested professional practice, abilsi?non
work with co-workers. punctuality at work. ability to attend promptly to requ“[ fryo fo
clients. communication skills and meeting minimum requirements for promotion:s]

. dices for measuring productivity of library personnel.

productivity of |
to duty. ability
outstanding leaders
organization. Madukoma

) M)
lon/dy

Studies on Incentives and Library Staff Productivity
Machara and Jain (2016) adopting the triangulation approach to research
 motivation in three selected public librarics in

surveyed the factors affecting staf
Botswana. The study revealed that. factors that de-motivate librarians include: job
security: interpersonal relations at work: policies and procedures: working environment,

benefits: and supervision.

ng and Antwi (2013) examined motivation
he views of librarians on
rt the public um'vers?ty
od, questionnaire

In a Ghanaian study. Lamptey. Boate
of librarians. the effect of motivation on performance, t
motivation. the level of satisfaction of librarians and the effo
managements are making to motivate librarians. Using a survey meth
were designed and distributed to seventy-two targeted librarians in SiX public
universities in Ghana. The study revealed that. 88.1% of the respondents indicated that
there are prospects for promotion, 50.8% indicated that management did not‘mﬁl\'e any
effort to motivate librarians. 93.2% of the respondents responded that |ibrarians enjo)
housing benefit, 91.5% indicated that they do not benefit from study leave Wit ’
outside librarianship, 98.3% of the respondents indicated that they a
medical expenses refund. Further the study confirmed that, 60%
indicated that these benefits are not easy to get due to bureaucracy a

the system.

In a Nigerian study. Bamgbose and Ladipo (2017) assessed thjic hbra”ff??

motivation on employees™ performance and productivity in some acd el {32
Lagos State. Nigeria. The study adopted a survey research desig
library staft from four selected academic libraries. The study foun
of motivations like job security. wages and salary. relationship with
appraisal. financial incentives, and reward were available to the library

that most of the motivational parameters have intluence on the perfor™
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a Vvery great extent. T
; . Xient. ; &
uncertain about the future of th The study showed that many staff were

eir career. whi . .
management commitment gng su};;;erfhﬁhlle there was also lack of complete senior
" & . " e ’ ’
academic libraries should pe we study recommended that employees in

Il and adequat i : .
: o ely motiv m tim i
their morale for efficiency and higher p"Od?lcti'vit);, otivated from time to time to boost

~

personnel performance and productiy
University Of Agriculture, Makurd

Upev. Chorun and Idachaba (2015) examined the impact of motivation on

ity at the Francis Sulemanuu [dachaba Library,

\ ! I-Nigeria, using structur ' '

mtefwe}v togls administered on 72 para-prﬁfessional pibersonnell.“;ge ;ltlclfisytl(r):vlaallr:d tal?acz
motl.vatmg factors that influenced higher performance include participation in decision
fnakm.g. Job security, challenging work assignment. monetary reward and job
incentives. The study also revealed that personnel productivity at the Francis

Sulemanuu Idachaba Library, University Of Agriculture, Makurdi-Nigeria was at its
lowest ebb.

In another cross-sectional study (Obajemu. Dekpen & Ojo. 2012) conducted
among 80 statt of the libraries of University of Lagos (Akoka main Library, College of
Education and College of Medicine, Idi-araba. Lagos), it was found that. many (76%) of
the employees preferred increase in salary and promotion; 27% of the staff wanted
medical services. recreation was 5%, while pension scheme was 10%; and 69% of the
staff wanted their efforts and competence on the job to be appreciated and recognized;
100% of the pooled responses confirmed that library staffs are not attending training
regularly; 72% indicated that promotions were not rapid as staff would have spent
between 4-6 years before been promoted to the next grade level. Accordingly, the study
also revealed that 52% strongly agreed that workers' participation in decision-making
will be a morale booster, 62% strongly agreed that incentives would motivate workers
and promote a sense of belonging within the organization: 53% believed or strongly
agreed that opportunity for promotion to greater responsibilities and correspo.ndmg‘
higher pay motivate workers. 86% strongly agreed that adequate and proper training of

would lead to efficiency.

Having observed the reviewed studies, most Qf' the studies.were condu%edﬂl}g
university library not state libraries. Also these studies were carrle;i o[ut O'uiivlo?‘this
geographical scope. as well as some (?f the contf;xtual scope of the study. In ylg gt
apparent gap in the available body of res_eanjc-h llterature_, th1§ study was carrle,cmenct b
is hoped that the findings will make ggmhcant cor‘ltnbutl(.ms .to t:w mﬁnrz:sance e
public libraries in Nigeria especially in the area of organizational perio

management.
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odology . % - 2 f :
Meth 'I‘hchdeecripti\’c research of a survey type of design was adopted for this study.
The choice of this design was because of its usefulness gathering data relating to

peoples” opinion, organization practice and behaviour over a short period of time.

t in Kwara State-owned library located in Ilorin. The
Thus. the population of this study comprised 86
ary in llorin (Source: personal contacts and visits to
lation which is relatively ma.nageab‘le. the total
enumeration sampling technique was used f(')r th.e selection_ otpartncn_pants for the stud)_/.
That is. the entire 86 library personnel working in the public library in [lorin metropolis
were not sampled. This is in line with the assertion made by Nastasi and Schensul
(2015) that a researcher can adopt the entire population 1n a §tudy if it 1s manageable,
accessible to subjects of the study and will not create problem in terms of cost.

The study was carried ou
library has a total of 86 personnel.
library personnel in Kwara State libr
the library). In view of this popu

Data for this study was gathered through the use of questionnaire tagged
“Incentives and Library Staft Productivity Assessment Questionnaire™ (ILSPAQ) which
was administered on all the library managers. library officers and library assistants in
the studied library. The questionnaire was a close ended form of questionnaire based on
a four (4) point Likert scale which were rated 4. 3. 2 and 1. The instrument was face
validated by two experts in Library and Information Management and one evaluation
specialist. Their independent feedback was used to revise the questionnaires to ensure
that they cover the issues being investigated in the study. To ascertain the reliability. a
pilot study was conducted on 10 library personnel. Their responses were analysed using
Cronbach’s Alpha Reliability method with Statistical Package for Social Science
(SPSS) 20.0 version. The reliability coeftficient value of 0.81, 0.88 and 0.73 were
obtained for financial incentive. non-financial incentives and staff productivity scales
respectively.

Furthermore. the researcher with the help of two research assistants
administered 86 copies of the instrument on the respondents to get or gather information
with the use of direct delivery technique. The questionnaires were retrieved on the spot.
In addition. data collected in the course of this study were presented and analyzed with
descriptive such as mean and standard deviation to answer the research questions while,
inferential statistics of Pearson product moment correlation (PPMC) statistics was used
to test the formulated null hypotheses at .05 level of significance.

Findings and Results Analysis
The results of this study were presented in tables according to the individual
research questions and hypotheses.

Research Question 1: What is the level of financial and non-financial incentives
provided to staft in public libraries in [lorin metropolis?

In analysing rescarch question 1. a cut-oft point of 2.50 was considered. This implies
that if Mean > 2.5. the item is accepted and when the Mean < 2.5. the item is rejected.
Ih_e L;luste{ and grand mean values were rated as: 3.25 — 4.00 for High Level (HL).
2.50-3.24 for Moderate Level (ML) and 0.00-2.49 for Low Level (LL).

48

Generated by CamScanner from intsig.com



| Provided to staff

-financial incentives
r—— 1N public librarjes in llorin metropolis,
FIN X SD  Decision
o FINANCIAL INCENTIVES
l Staff salary is regularly paid 242 091 LL
2 Staft wages/salaries are reviewed and ; ' -
nd
ity Increased 203 085 LL
3 Staff arrears are paid on time 211 097 LL
1‘t Overtime allowance are paid to staff accordingly 2.22 0:98 LL
5 Leave bonuses are paid to staff yearly 219 108 LL
;t 6 Stgdy leave ‘:mth. pay are given to deserving staff 198 1.07 LL
: 7 Fr1.nge ben_ehts like housing loans, car loans, 256 0.85 ML
transportation allowance eic are given to staff
8 Gift/ bonuses are given to staff for outstanding 200 096 LL
performance
9 The retirement benefits (pension and gratuity) for .78 1.03 LL
library

personnel are good and paid on time.
10 The general condition of service which library 221 092 LL
personnel work is good

Cluster Mean

NON-FINANCIAL INCENTIVES

{ Il Staff are given autonomy to carry out statutory duties. 265 078 ML
i 2 Staff are given increased job responsibilities and

260 079 ML
important designation.

I3 Staffare allowed to go on leave (sabbatical, annual, 3.51
maternity etc).

215 096 Low

0.63 HL

| 14 Staff are appreciated and recognized for their efforts 275 052 ML
| and competence on the job. '
; IS Staff suggestions are accepted and recognized 256 085 ML

16 The library management organizes annual meritaward 1.97 078 L[
for best performing staff

17 Staff are provided with necessary facilities and 259 081 ML
4 equipments to carry their duties o

| I8  Staff are provided with opportunities for career 326 083 HL
| development

19 Staff are regularly appraised for promotion. and given 229 120 LL
promotion as at when due.

( 20 Staff work under good conditions and their job is 248 096 LL
| i 82 Moderate
g Cluster Mean 2.67_0. 0

Key: X = Mean, S. D = Standard deviation
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m
. An over‘zfl'l analysis from table 1 shows that the level of financial incentives
pro-wded to staff in public libraries in Ilorin metropolis was low (cluster mean = 2.15)
while, the level of financial incentives provided was moderate (cluster mean = 2.66).

Research Question 2: What is the level of staff productivity in public libraries in Ilorin
metropolis?
In analysing research question 2, a cut-off point of 2.50 was also considered.
The individual and grand mean score were interpreted as follows: 3.25 — 4.00 were
classified as high, 2.50 — 3.24, indicated moderate, and mean values < 2.50 were

classified as low.

Table 2. Mean Scores on level of staff productivity in public libraries in Ilorin
metropolis.

S/N Items Mean S.D Decision
Library staff:

21  Are punctual and come to work at a scheduled 1.94 0.92 Low
time.

22 * Exhibit a good level of interpersonal and 3.57 0.68 High
communication skills (written and oral).

73 Demonstrate mastery/proficiency of their job. 2.95 0.67 Moderate

724 Takes appropriate action on student 1.82 0.81 Low
request/problems as necessary.

25  Effectively  collaborates  with other 2.43 0.91 Low
department members as necessary. _

26  Are proficient in the use of ICT facilities for 3.09 0.66 Moderate
administrative duties and solve students’
problems.

27  Possesses the ability to make effective use of 2.48 0.91 Low
time.

28  Work consistently without close supervision. 2.83 0.52 Moderate

29  Meets work deadlines. 2.24 1.02 Low

30 Deals appropriately — with confidential 3.65 . 0.75  High
information and sensitive situations.

31 Maintenance of high standard on the job. 2.66 0.77  Moderate

32 Makes contributions which improve the 2.42 0.91 Low
internal and external operations of the library. e
GRAND MEAN 2.67 0.62 MODERATE _

Key: S. D = Standard deviation, Dec. = decision

Regarding the productivity of staff in Kwara State library indicated in table 2.
mean v_al}xes O'f ??.65 and 3.57 on items 22 and 14 respectively revealed that the
productivity of library staff in terms of dealing appropriately with confidential
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nd exhibiting a good level of interpersonal and

) were rated at high level. Also, the mean values
9] S5 D 9] : . ’. .

3.09. 2.95. 2.83, and 2.66 on 23 respectively, indicates that the

admini_strgtive duties and solve sty ; demonstrating mastery/proficiency

of their job: working consistently wi

standard on the job were rated

value of 2.67 revealed that the

is above criterion limits of 2.5

at moderate level.

Test of Hypotheses
Ho,:

moderate. Also, w
productivity of staff i

n Kwara State-owned library, Ilorin
0. This indicates that

the productivity of library staff was

There is no significant relationship between provision of financial incentive and
staff productivity in public libraries in [lorin metropolis.

Table 3: Correlation between provision of financial incentive and library staff

productivity
Variables Mean SD N p-value Cal. Decision Remark
r-value
Provision of 21.50 9.62 Ho,
financial incentive 86  0.010 0.209 rejected  Sig.
Library staff 32.08 749
productivity

p <0.05; df = 84; critical r=0.197

As indicated in table 3, the p-value (0.010) is less than .05 level of significance
for 84 degrees of freedom. Hence, the null hypothesis is rejected. This shows that there
was significant weak relationship between provision of financial incentive and staff
productivity in public libraries in Ilorin metropolis (r = O.'ZQ(); p<0.05). S .
Ho,: There is no significant relationship between provision of non-financial incentive

and staff productivity in public libraries in [lorin metropolis. :

Table 4: Correlation between provision of non-financial incentive and library staff

productivity

Variables Mean SD N p-value Cal. Decision Remarks
r-value

Provision of 26.67 8.15 ;
non-financial 86 0.001 0.326 H_Oz Sig.
incentive rejected
Library staff 32.08 7.49
_productivity

p <0.05; df = 84; critical r = 0.197
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icated in table 4. the p-value (0.0QI )- is less than .05 Jey, 5o

of freedom. The null hypgthesns Is consequently rejecteq Slg"iﬁcanc

as significant positive correlation between ot - Thig aﬁ
SlOn Of

aff productivity in public libraries in Horin meqgn * ™
Olis (l' 3

As ind
for 838 degrees
indication that, there W
financial incentive and st

0.326: p<0.05).

Major Findings
The first research question sought to determine the level of financig

financial incentives provided to staff in public libraries in Ilorin metropoliand i
ceveals that. the level of financial incentives provided to staff was low while sth i
of financial incentives provided to staft was moderate. This finding might be’a“e. leve
to the fact that such non-tangible incentives like autonomy to carry out dutie o
leave, delegation of authorities, appreciation of job done, conducive work enviS i
and condi_tions of work according to Machara and Jain (2016) are often deten;(?nn;em
the .orgamzz?tional level, and may be within the control of organizational ma:;e ;
Wl]ll(?. tangible incentives like pay, bonuses, fringe benefits, security, and romogt?{s'
are often det_ermined by the government or proprietor of an organizatio,n whigh ma Kl);;
largely .outS|de the contrgl of library managers (Abdulraheem, 2018). This tinging
;:;):etr?_d:cted that qf Obe1dat'and AL_Dwairi (2015) who found out that, financial
incegt;l,:. were highly provided to staff in Jordanian academic staff than mora

public l}'glrzrsg;o&d [rlf)sr?mh quest1<?n sought to examine the level of staffproductivi.ty.in
among staft in Kwara St meiTopohs. Th.e study revealed that the level of productivity
2.65). This finding refl ate library, Ilc{rln was at moderate level (grand mean value Qf
towards kit ah ;QS; eCtlS the level of morale, enthusiasm and attitude of library Slé}ff
incentive respectivel result of the lovsi and moderate level of financial and non-financ®
contradicts that of karOWded to staff, as found in this study (sce table 1) This finding
independent studies f ord(2014) and Amusa, Iyoro and Olabisi, (2013) who i1.1.the.1r
South-West and N ound that theij ob performance of librarians in public universities
nd North-Central, Nigeria respectively was on a low level.

ejected: The

I indil‘lgs further Ievealed h S e(l eref

first null h i
s O%Ipf?:ll;isclisalshows that there was significant weak relationship -
metropolis (r = Ozog.mcjgt(l)\;e and staff productivity in public libraries i [L%rel ]
.209; _ g : et Vv
P )- This finding can be explained by the taCtosition

employees are denied their ie v fi agna
salar i i i nt of
les, deprived of fringe benefits, stag = 5 dead

and are fed up with the W v
general i iti i i i °
ends and therefore have no prideoirri( l? g conditions, they will view thetr JOb; violifal

attitude to work which may h heir work thereby exhibiting poor b in lin®
with the findings of ObajimiYeS:kadVerse eftect on productivity level. This 15 oorly

rem : pen and Oj orted that: 3P
unerated staff is lowly motivated to perform Jhois(j%)(l))lezfzfevcvtlil\?elr}(’e ?63%)'
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Findings from the second hypothesis affirmed that. there was significant positive

correlation between provision of non-financial incentive and staff productivity in public
libraries in llorin metropolis (r = 0.326: p<0.05). This implies that the higher non-
financial incentives like challenging work, conducive environment, job satisfaction, and
autonomy are provided, the higher the level of productivity of library staff in Kwara
State library. lorin. This finding corroborated a study (Obeidat & AL_Dwairi, 2015)
carried out among 24 academic libraries in Jordan which reported that there exist a
relationship between moral incentives and employees’ performance (p < 0.05) as well
as between moral incentives and internal library process (p < 0.05) and users’
satisfaction (p < 0.05) in Jordanian academic libraries. This finding is also in consistent
with a Nigerian study (Bamgbose and Ladipo (2017) conducted in some academic
libraries in Lagos State which revealed that, the use of moral and psychological
incentives like participation in decision-making, certificates of thanks and positive
reception. and training for distinguished librarians led to early reporting to work,
triendliness with supervisors and colleagues for doing task, time effectiveness on the
task. enhances best utilization of resources at work, encourage staying on the job,
improves inner satistaction on the job and improve productivity of employees.

Conclusion

The findings of this study have given an empirical evidence to substantiate the
important roles incentives plays in organisational success and work effectiveness of the
employees. Based on the research, the level of financial incentives provided to staff was
low while, the level of financial incentives provided to staff was moderate. More so, the
level of staff productivity was at moderate level. The findings also showed that both
financial and non-financial incentives influenced staff productivity with non-financial
incentives having a greater influence.

Recommendations

I. the provision of non-financial incentives like leave (sabbatical, annual,
maternity etc). and opportunities for career development, should be highly
maintained while, organizing of annual merit award for best performing staff,
regularly appraisal for promotion, and promotion as at when due as well as good
working conditions and job security should be improve upon by the library
management.

2. the level of provision of financial incentives like regular payment of salaries,
overtime allowances. bonuses, and fringe benefits as well as study leave with
pay should be vigorously improve upon by the State government and library
management in order to boast and improve staff welfare.

3. Library managers should also recognised the role of both financial and non-
financial incentives in boosting the morale of their employees for efficiency and
optimum productivity.
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