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1111 INFLUENCE OF REWARD AND RECOGNITION PROGRAMMES ON
LIBRARIAN'S MOTIVATION IN ACADEMIC LIBRARIES IN NIGERIA

By‘;

E.O.L Egna{men'

|
|

!

Abstract

‘
|
|
l

Fhis study highlichted “the mﬂueme of reward and rec ogmnorrpmgmm.s on librarian’s motivation
i academic libraries in Nigeria” The study was conducted Sfrom October till December; 2011.. The
Sample chosen for the sludy was 80 librarians selected from five academlc libraries!in Oyo siate. The
Jactors aftecting librarian’s motivation were identified; payment (0. 86**), promotion. (0. 74*"‘) _
workine condition (0.61**), personal (0.37*)-as analysis showed immense support Jor positive
relationshiy benveen reward and librarian’s munvanon All these results are statistically significant
thus providing rigor and generalization in research, This e\'ploramrv study therefore suggests for the
positive relationship between reward and satisfaction. |

Acy Words: Reward and recognition, Librarians, Motivation, Academic libraries, Nigeria.
Entroduction

I'he word motivatton is derived from mblivc, which is an active form of a desire, craving or need,
which must be satisfied .It is a common phenomendn often talked about by people in any given
orcanization. Allan, Gadon and Willits (2001) deﬁne»n'iol-ivation as an inner state of mind that causes
a person to behave in a way that endures the accompli;shmem of stétcd goals. To them mOtivmion is
something which impels a person to act, a reason of behavnor. The)L/ further stated that mohvatnon is
not mampulduon of people but understanding of needs Iwages whnch ‘prompt people to do thmgs.
Motivation is a human psychological charactdnstlc that copmbutes to a person s deg,ree of
commitment. It is very important in the consideration of the perfonnance and output of employees in
orcanizations. Motivation is essential to orvamzanonal effecuveness and is a predictor for

performance of cmployu.s(SlonLr 2002). ' | » 6

In order for a library to meet its obligations 'jlo its patrons, employees and society, its top
management must develop a relationship between the organization and librarians that will fulfill the
continually changing needs of both parties. At a minimum, the organization expects employees to
perform reliably the tasks assigned to them and at the standards set for them, and to follow the rules
that have been established to govern the workplace. Miamagemem often expects more: that employces
take initiative, supervise themselves, continue to learn new skills, and be responsive to business

|

needs. At a minimum, employees expect their organization to provide fair pay, safe working
| |

i |
E.O.L. Eguavoen, Law Librarian, University of Dbadaln, lbadan
|

i
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conditions, and fair treatment. (Beer, dSpector, Lawrence, Mills, & Walton, 1984). Traditionally most
reward and reco"nmon proydnnnes were \)ague and often given in-response to a manager’s
percepuon of whcn an unployee performed =xeeplionally well. There were usually no set standards
by wlnch excepnonal pertormance could be measured, and it could have meant nnything from having

a good atmude assisting another department or being consistently punctual. In current organizational

settings this is no longer the case, as or(ramzations understand the great gains derived by linking

rewards and recognition to their business stratcgy (Flynn, 1998).

Literature Review

There is a large body of literature, including research literature, on rewards and recognition
programmes. Many of the studies focus on the effects of rewards on task interest and performance and

are found in the literature concerned with motivation: both intrinsic and extrinsic  motivation. In

intrinsically motivated behavior there is no reward except with the task itself.

Research has shown that most young workers are satisfied with the salary they have, but experienced

workers are not paid according to their functions so the wage structures require further attention

(Khan etal 201‘1) | i
| h < , ‘ |

Ali and Ahmed (2009) confrmed the strong positive effects of rewards and recognition on job

motlvanon and satlstactlon Same applied | with the findings of Katou (2008) who stated that

monvatlon and job performance/of employees‘ can be increased considerably if more attention is given
on employees reward and their recognition (Satlﬁfac.ljon motivation, knowledge, collaboration with
partners and ‘colleagues, dedncatlons holdmg and participation may be in the order of the most
important aspects of human resource management results. Performance can be judged through a

single yard stick and that is behavioral dimensions of an employces.

“Intrinsic rewards and extrinsic rewards are usually correlated. However there is no direct relation
| |
_between admirations of the workers and their willingness to work il their pay is not good enough.
! ~ p . ~ . . o | . . .
Therefore| there is. no value of intrinsic rewards like acknowledgements, admirations and

authorizations when there are no extrinsic rewards (Hafiza et al., 201 1):
an ) 3 | : . .
The recognition 'may include lhe monetary}award but these facets are not of any importance or
gmhcance (Fisher& Aekmman 1998). Teachexs are judged for their professional competence. In the
tcaehlng: prolusnon the posmon of teaehars offers them recognition for their capabilitics and

aecomphslnnenls (Sargent & Hannum, 2005).: Recognition alone may not work alone.

Adeyinka, Ayeni & Popoola in (2007) “Job satisfaction is often determined by how well outcomes
meet or exceed expectations. For instance, if (h‘gzmizznion participants feel that they are working much
~harder than others in the department but are recciving fewer rewards they will probably have o

negative attitudes towards the work. the boss and their coworkers™
v
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Furguson, Forst & Hall (2012) in their study recruited 566 teachers from-universities and have

explored factors determining teachers’ anxiety, dcprcssidn and job satisfaction. The study postulates
that workload and student’ behavior as positive predicators of job satisfaction and have reported stress

and anxiety also being positively associated with job satisfaction.

Understanding what motivates employees is one of the key challenges for managers. Although it is
not possible directly to motivate others, it is nonetheless important to know how to influence what
others are motivated to do, with the overall aim of having employees identify their own welfare with
that of the organization (Iguisi, 2009). In general terms rewards programmes come within the overall
concept of compensation strategies which are defined as the “deliberate utilization of the pay System
as an essential integrating mechanism through which the éfforts of various sub-units or individuals are
directed towards the achievement of an organization’s strategic objectives” (Gomez-Mejia and Balkin,
1992). They are management tools that hopefully contrib?ute to a ﬁl;m's effectiveness by influencing
individual or group behavior (Lawler and Cohen, 1992). iAll businesses use pay, promotion, bonuses
or other types of rewards to encourage high levels of performance. At a minimum, employees expect
the organization to provide fair pay, safe working condit%ons, and fair treatment. Like management,
employees often expect more, depending on the streingth of their needs for' security, status,
involvement, challenge, power, and responsibility. Just h(;w ambitious the expectations of each party
are vary from organization to organization. For organizations to address these expectations an
understanding of employee motivation is required (Beer et al., 1984). (Iguisi, 2009) emphasizes the
human aspects of management. He postulates that as it is people who make a business succeed — or
fail — it is the organization’s chief responsibility to mot:ivate their péople so that they will assure
success. The authors believe that each human being has the potential for c‘reativity and for achieving
goals. The infinite question is how organizations reach thisj potential and how they stimulate creativity
and foster in their people the desire to succeed and to achifi:ve self-fulfillment through their work. The
common theme of the above authors is the belief that pgeople need to be respected and treated as
precious human capital, more essential to an organizatio!n’s effectiveness than its fimancial capital.’
People are now seen as the primary source of a company’s%competitive advantage.

Therefore, the way people are treated increasingly determines whether an organization will prosper or
even survive (Lawler, 2003). Organizations are under constant pressure to enhance and improve their
performance and are realizing that an interdependent r;:lationship exists between organizational
performance and employee performance. In the t'ollmi\"ing section| the focus will be on the

motivational theories and the impact that these theories have on enhancing employcee performance.

‘

A number of studies have been published on job satisfaction of library staff. Some of these studies
report on overall job satisfaction, and others include satisfaction with specific facets of the job. It is
difficult to make comparisons between these studies due to variations in the population studied, type

and size of library, facets measured, and methodologies used. Nevertheless, cach study adds new
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interpretations to a growing body of literature in this arca. A recent series of articles in Library
Journal attests to the continued interest in the study of job satisfaction in libraries (Berry, 2007).

{

’

Katz, in Sinclair, et al. (2005) demonstrates the motivational power of money through the process of

job choice. He explains that money has the power to attract, retain, and motivate individuals towards
|

higher performance. For instance, if a librarian or information professional has another job offer

which has identical job characteristics with his current job, but greater financial reward, that worker

would in all probability be motivated to accept the new job offer.
Objectives

The overall objective of this study\ is to exammc the influence of reward and recognition on librarian’s

motivation in acadcxmc libraries. "[ he specmc Ob}eCllVCS are to:

|

° Dqtermine{availability or ptherwise of t‘eward and recognition programs in academic libraries
| !

inJi Oyo state l

| | |
| | 3 3
° Determine the types of reward and recognition programs and its impact on librarian’s

motivation in academic libraries in Oyo state

B
il

° Determine factors affecting librarian’s motivation in academic libraries in Oyo state
1
! !
. Determine the correlation between rewards and motivation in academic libraries in Oyo state

. Research Questions 1
The lbllowing research questions were raised and provided answers for in the study.

1) Are there reward and ru.ovmtlon programs aimed at motivating librarians in academic

I|brar|cs in Oyo state? |

1

\ ,
2) Whal are the types of lCWdl‘d and recdg,mtlon programs available for academic librarians in

Oyo statc ‘

3) What are the factors affecting librarian’s motivation in academic libraries in Oyo state?
; |
4) - What is the relationship between reward and motivation in academic libraries in Ovo state?

1

Methodolqu ‘ | :

lhc sample study used tells the \'dlldhlllly and'rclmblln\ of the biographical data of the respondents.
The dam gathering techniques used included a Buwmphlul Questionnaire and the Work Motivation
Questionnaire. The instrument was a sell-dcv:clopcd questionnaire that incorporated the following
personal information of the respondents, gcﬁndcr. years of experience, marital status, age. job
classification, education, qualifications and poist. The secontl section of the questionnaire consisted

questions aimed at measuring motivation and work performance. 80 copics of the questionnaires were



|
|

distributed among the librarians in the selected academlc libraries om of which 65 were returned
appropriately giving an 85% response rate which is nu.eplable to make this study rigorous and
generalizable. The obtained data is analyzed through Statistical Package for Social Sciences (SPSS)
version 16. The statistical methods involved those of descriptive (mean and standard deviation) and

inferential statistics (Pearson Correlation) for the predictors of motivation of academic librarians.

Results

The results of the findings are as presented below.

Table 1: Reward Types and Librarian’s Motivation

Variable Nean Standard deviation |

Work content 1.53 i é().()‘) | |
ayment 2.57 i foes T O
| Promotion 2.10 :0.62 ‘ |
“Recognition 288 | 0,62
Working conditions 1.34 :0.72
Benefits 1.86 | 0.63
| Personal 1.23 0.64
‘ I.cudér'superwisnr 1.42 : 0.69
| General 1.32 | 0.54

Where high variables correspond to high motivalioin with respect to the dimensions of work
motivation assessed by lhe work motivation and queslrlonnaire, Table I indicates that the means for
the work content, payment, promotion, recos:,nnm'p, working ‘condilions' benefits, pcrsoml
leader/supervisor and general ranged from a low of 1. 1462 to a high 0! 2.88. It lhm.lore appt.ars that

|
librarians in the sample are relatively motivated; however, the mean values for paymt.m promollon

. r :
recoenition and benetits were the fowest. These me mjvalms mduqlu the areas lh.u llbr'm‘ms were

most likely o be demotivated and dissatistied Table I thus shows that librarians in the sample are
most likely to be motivated duce to their working condnmns, pcrsnnal and general dimensions. They
are least motivated by the payment they receive and recognition as determined by the Work

NMotivation Questionnaire

|
|
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Table 2:Dimensi}ori Correlation5 of ré—:vards and motivation
Variab%g% | Pearson correlation Signiﬁcange (2-tailed)
Work conienf ’ 0.66** 0.00
Payment 0.86** 0.00
Promotion 0:74%* . | 0.00
Recognition | | [10.92%+ 0.00
Working conditions IF:0:6] #* ) : 0.00
Benefits ‘ 0.65%% i 0.00
Personal 10.37* : 0.00
Leader/supervisor | ‘ (0:32% { 0.023
Generalgl | ‘ 0.34* : 0.005
| ‘ |

B B
(B T8

% Correlaﬁon is significant at the 0.0S level (2-tailed)

2% Correl?tion is significant at the 0.01 level (2-tailed)

The results indicate that work content correlates significantly with work motivation and satisfaction of
librarians in the selected academic libraries (1 = 0.66, p < 0.01). This supports the hypothesis that
there is a significant relationship between wigrk content and work motivation and satisfaction. A\
significant correlation is shown t0 exist between payment and work motivation and satisfaction (i
0.86, p <0.01), supporting the hypothesns that there is a significant relationship between payment and
work motivation and satlslactxon, There was also a swmhcant relationship between promotion ol
work motivation and satlsfacnon (=074, p < 0()!) Hence, this supports the hypothesis tha
promouon oppommmu are mgmhcantly related to work motivation and satisfaction.

A swmhcant correlation also C\lsts between recognmon and work motivation and satisfaction
0.92;5p s OOI) supportmt., that recogmtloq is sngnmcant in explaining the variance in work
motlvatlon and satlsfactlon Therc was a snhmf'cant relationship between working conditions and
work motlvatlon and satisfaction (r = O 61,p< b 01). Hence, the hypothesis that there is a relationship
between workmg condmom and ka motlva n and satisfaction is supported.

There was a swmhcanl relduonshlp between benehlﬁ and work motivation and satisfaction (r = 0.05,
p < 0.01), supporting the hypothesis that benehts are significant in explaining work motivation and
sulislhi:ti‘on A significant correlation was founcii to exist between the dimension of personal and work
motivation and satisfaction (r = 0.37, p < (?,05). There was a significant relationship between

feader/supervisor and work motivation zm(l satisfaction (r = 032, p = 0.05) as well as between general

|

and workﬂm’otivution and satislaction (r = 4, p < 0.05). The results indicate that for the Interco

92



relation matrix exploring the relationship betweenj‘the dimensions of the Work Satisfaction and
Motivation Questionnaire, that all the coeff‘cientsj were positiVe The results depicted in Table
indicate that there 1s a significant statistical rel'monshlp between the dimensions of work! motivation
and satisfaction. Accordingly, the null hypothesis is rejected

Table 3: The relationship between rewards, re(,og,nmon and work motivation

Work and motivation

Rewards 10.86%*

Recognition 0.92**

** Correlation 1s significant at the 0.01 level (2- talled)

There is a statistically significant, direct and posmve relatlonshlp between rewards and work
satisfaction and motivation (r = 0.86, p < 0.01). Hence, if rewards offered to librarians were to be
altered, then there would be a corresponding ch:ange in work motivation and satisfaction. The
cocfficient of determination, (R - squared = 0 ;74) implies that 74% of the variation in work
motivation and satisfaction of the sample can be attnbuted to rewards received, which implies that the
remaining 26% can be explained by other factors not considered. The results mdncate t‘hzit there is a
statistically significant, direct and positive relatlons}np between Wecognltlon and work satlstactlon and
motivation (r = 0.92, p < 0.01). This implies thatf if the recognition accorded to librarians were to
change, there would be a change in work motivation ar;d satisfaction. The coefficient of
determination, (R - squared = 0.60), implies that 60% of the variation in work motivation and

satisfaction of the sample can be attributed to recognition, while the remaining 40% can be attributed

to other variables which were not explored in the current research.
| |
, :
3 |
Multiple Regression Analysis | \

g ;
On the basis of the results obtained indicating a dir‘éct positive relationship between the dimensions of
work satisfaction and motivation, all the dimensiq‘lns of the instrument were assessed using multiple
reeression analysis to ascertain the extent to which they explain the variance in work satisfaction and
motivation. ! '

Table 4: Stepwise Regression: Dependent varlablq (work motlvallon and satisfaction)

[ Vl\lllltlplc regression 0. 9'&942/ !

R squared 0.84276

(adjusted RY) 071402

Standard error 3.43232 F= 1639 | Sig. F=0.00%*
Variables in the cquation B SE i'or B il P

Work content [ -2.9645 1.1857 2.36 0.03%




Payment -1.5234 0.2863 5.32 0.00%% .
Promotion -0.6828 102903 3.65 0.00%*
Seminar/cOnferences‘ ‘ -2.6§4§ 1.1857 2.48 0.00**

Working c;onditions -1 .2534 : 0.21863 1.34 0.00**

Benefits | -0.5856 0.2903 1.65 0.00**

Personal -3.5535 0.15452 1.79 0.00**

Leader/supervisor -2.2338 1 .7683 1.43 0.00**

General -2.1045 0.1;64 133 0.00** Bl

The results shown in Table 4 indicate a relatively high percentage of the variation in work motivation
and satisfaction can be explained b)‘!/ theivariable];s entered in the equation (R - squared = 84.27%; R-
squared (adjusted) = 71.4%). Thus 71% of the variance in work motivation and satisfaction can be
explained by work content, payment, promotion, recognmon working conditions, benefits, personal,
leader/supervxsor and general dlmensnons The F ratio of 16.59 (p < 0.01) indicates the regression of
work motlvatlon and satisfaction on the dimensigns assessed, expressed through the adjusted squared
multiple (R - squared (adj.) =71 40%) is statistically significant. Hence the null hypothesis is rejected.
These vanables account for 71% of the variance in work motivation and satisfaction. This finding

|
1377
{

suggests that other unexplored vanables could aclcount for the other variance in work motivation and

sanstactlon. ‘ |

Recommendations for Future Research |

Current literétﬁre on rewards and recognition has Lot sufficiently dealt with the issues of diversity and
the impact that it could have on the motivation and satisfaction levels of librarianship profession.
Therefore, further research on the impact of reward and recognition on motivation and satisfaction for
diverse groﬁps of people could be beneficial to j()rganizations. Research should focus on the broad
spectrum of! diversity categories including, race; gender, disability. etc., but apart from race and
gender, factors such as age and tenure should als;o be investigated. The results of such studies could
yield some interesting findings and cj[ould also sigl?iﬁcanlly impact the delivery of meaningful rewards
and recognitibn to diverse groups of?people. Acco:rding to La Motta (1995), “motivation is simply the
reason individuals have for doing the things lhc}y do when and how they do them.” In dayv-to-day
society nmn&diﬂ‘crcnf things molivate people,f and that which motivates one person may not
nccessarily:nﬁ;dtivate énolhér. This supports the view that a “one sizc fits all” approach to rewards and
recognition will not be sufficient to motivate ||l‘)eop|e who are inherently different. due to their
personality characteristics, but also due to c‘uviltural characteristics.. Further studies could also

incorporate qualitative rescarch as the present study only used quantitative research methodology.



Conclasion and Recommendation

This paper has focused on the presentation of results achieved in this study. Pearson’s product
moment correlation was used to indicate relationships and differences in the dimensions of work
motivation and satisfaction based on the sample used in the stbudy and more specifically to indicate
differences in fewards and recognition (as components within the work satisfaction and motivation
questionnaire). The results reflect that there is a s_tatis'tically significant relationship between reward
and recognition respectively, and motivation and satis‘faction. The study revealed that if rewards or
recognition offered to librarians were to be altered, tﬁen there would be a corresponding change in
work motivation and satisfaction. The results of thisf study also indicated that librarians were less
motivated by rewards and recognition than some of thei other dimensions of the Work Satisfaction and
Motivation Questionnaire. By implication, this mcan§ that if moré focus is placed on rewards and
recognition, it could have a resultant positive lmpact on motlvatxon and thus result in higher levels of
job performance in academic libraries. Given the case study nature of this investigation, results of
findings may be specific only to the academic libraries and may not be generalized to the other
libraries within the organization, or to other similar business units outside of the organization.
However, the business unit could use the outcomes olf. the research study to revisit its current reward
and recognition programmes and in particular focus on addressing the needs of librarians in particular

and library staff in general.
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