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II 1 I ,
I t II' INFt.ll .:NCt=OF RE\VARD AND RE~OGNITION PROGRAMMES ON
l.lnRARI:\~·S MOTIVATION IN ACADEMIC LIBRARIES IN NIGERIA '

,,.,

By

I ,

ill
iH
I '

I . 1 ' :1 ' .
Thi. studv Il/,'.!,hlighletl "the influence 'of'reward (1I1~/re('ognilion-pr4grams on libr~riClh's :;;'Olivtl,ion
ill lICI/{I!'l1Iic libraries ill Nigeria" The study wa.~ coml"cledfrom OCtober lill Dec~inber;I'?OJL The
Suntpl; chosen for the .~/~/d)'.WtlS8~}/i~rar;al1.'i ,<;e~ec'e~!Jromjive acJelemic Iib,Clriesl in'~~ ;~/ale.!.The "
.111I1/1/'\ul/t'tllllg tibrariun s monvatton were identified: paymel1~ (0.86··), pramoltol1l(0.74··),
workin-; conditicn) (0.6/**). 1't>r\'OI1{~1 (0.37*) as al1hlysi.<; si;owe~1 immense s"~fNJr' jo~:Positive'
relutionshu: hcrvceen reward and librarian's I1WI;vQtW'n.Allthese rh,'/Is are stalis'icaIlYII~ignijical1l
thus 11/'(I\'i,II,IIg /'ig(~J'tlml gen('wli=aliol1 il1l'1::'ie~",c~l.THi,,>e.tP/orOIOirl study 'herefor,e stlgge~t.,>for the
/'/1\1''''(' relationship between reward and satisfaction. I' . I! I

, 1 I 1

It. II I R I I "I tb '. 11.' I. A I I . lib . N' . I,'r •• IITI.\: Clnlrt 0I1t ,.e('/J~I/II/1m, .1 rartans. JYltJI'VClIIOI1,caaemic I rartes, ,PerUI.. . ,I ,,0 1

I ,
I hc \\ ord motivation is derived from motive, which i~ an active form of a desire, craving or need;

1\ hich must be satisfied .It is a common phenomenJn often talked about by people in ~ny given

III!:!ani/:l1inn, Allan, Gadon and Willits (2001) define,Jotivation as ~n i'nner state ofmindlt~at causes
.i. ,I' I I i tl : . .

a person to hchave In a way that 'endures the accomphshment of stated goals. To them motivation IS

"
hich i I fJh" Th!ilfiih i 'dlh Illl ..somet lJllg w lIC "~pe s a person to a,.ct, a reason 0 ~UI;; aVIOI"..>1 .1 UI1, er Slate [t at ~~VaIlO" IS

not manipulation of people but unders,tanding of needs, wages whi~hlprOlnpt ~ople Ito do t~lrgs.! '

Motivation is a human psychological charac ristic that coptributes to a Jerson 's Ittegr~e of
commitment .. It is very important in the consideration er thepe~fo~ance ani~ut~~lt of e~~loy~es in

'. M'" .. I . I. I fti'·1 I d . I ' i oi. f'III~anlZallons. ouvauon IS cssenna to orgamzanona e ectlreness an IS a' pre ictor or
I I; ij ,

: Iii I

In order for a library to meet its obligations !to its patrons, employees and society, its top

Illanag cment must develop a relationship between the !organization :and librarians that will fulfill the

continually changing needs of both parties. At a mi~imllm, the organization expects emJloyees to

perform reliably the ~asks assigned to them and at the Istandards set .Il~r tl1\:01,and to follo\~ the rules

thai hav c been established to govern the workplace. Management olten expects more: that employees

take initiative, supervise themselves, continue to leJn new skill~. and be responsive to: business

I A . . I I' I.. I '1 fai 1.1 k'ncci s. t a 1l111l1ll~lIm.ernp oY,ces expect t rerr Or1~l/lIZ'ltlon to tprovll e . air pay. sa ~Iwor IIlg

, '1 !I
~I

E,O,L. Eguavoen, Law Librarian, University of Ibadar' Ibadan ,!
il

1

*E.o.L Egua ,oen
,
,I

,
)

"

Abstract
"

In'r()du~'i ••n

performance of employees '(Stoner, 2002).
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..~.~-..-~.,-,.,"-.. -'''~-71i-!'-'-''-T' . ' I : I
conditions, and fair treatment. (Beer, Spector .Lawrence, Mills, & Walton, 1984). Traditionally mostr:' , 'j,' ,"
reward ~nd' recognition programmes iwere vague and often given in, response to a manager's

, I· t, , I \ I i t "'
percePfi 1of wl]en an, emplpyee performed xce.ptionally well, There were usually no set standards

1 ~ I i II, ~ , .' I
by whic except~.onal performance could be measured. and it could have meant 'anything from having, I 1 I I ,.

a good ~~titude, assisting another department, or being consistently punctual. In current organizational
. I' ....

settings this is no longer the case, as organizations understand the great gains derived by linking

rewards;and recognition to their business stra~egy (Flynn, 1998),
, I

Literature Review 1

I
I

There is a large body of literature, including research literature, on rewards and recognition
I I

programmes, Many of the studies focus on the effects of rewards on task interest and performance and
, Iii

are found in the literature concerned with motivation: both intrinsic and extrinsic motivation, In
, I I' i

intrinsically motivated behavior hhere is no rejvard except with the task itsel f.

Researc~'has ~hJwn tl~at mostJloun~'worker! are satisfied with the salary they have, but experienced
" I I

workers: are not, paid laccording •.to their r.so the wage structures require further attention

(Khan etl aI., 20 I 'I), I I
: 1'1'1 II 1 I Ii

Ali' and, Ahmed] (2009) confirmed the stro g positive effects of rewards and recognition on job
, I I, I i I i

motivat\'on and [satisfaction. Same applied with the find ings of Katou (2008) who stated that
.11 I ' I

motivation and job performance!of employees can be increased considerably if more attention is givcn
I, I

011enip\oyees reward and their:recognition (/Satisfaction, motivation, knowledge, collaboration with

partnersl, ~nd 'colleagues, dedications, hOldillg and participation may be in the order of the most

important. aspects of human resource management results, Performance can be judged through a
, 1

single yard stick and that is beh~vioral dimensions of an employees,
I 1

, Intrinsic rewards and extrinsic Irewards are l,sually correlated, However there is no direct rclution

b' I 'd " t' I !k I d I I 'I'etweenja 111IratIOns0 t ie wOf ers' an t lelr WI lingncss to work if their pay is not good enough,

Therefore: therei is, no valuei of intrinsid rewards like acknowledgements, admirations and

I " I I ,,1_aut ionzanons w ~en t rere are n9 extrmsic rewards (Hafiza et al., 20 I I):

The rccbgnition! may 'include tfle l110netarYJIaward but these facets are not of any importance or
d " ,

significa rce (Fisher& Ackcrmari, 1998), Tea hers are iudued 1'01' their professional competence. In the" I I I' ' I' ~
leachin~ profess,io:l, the p~siti~n of teach rs offers them recognition for their capabilities nnd

I !

accomplishments (Sargent & Hannum, 2005), Recounition alone mav not work alone,II I ~ ~.
I Ii'

Adeyinka, Aycni & Popoola inl(2007) "Job Isatist~l~ti(ln is often determined hv hov, wcl] ourcomc-,. ' I •
meet or exceed expectations. For instance, if ~~r!!ani7.ation participants lee] that the" are workinu muc h

I I ~ . ~
harder than others ill the department but are receiving fewer rL'\\;lrds tlll'\ wi ll proh<lbl: 1l;1\l' ;1

neuativc altitudes to\\'ards the \\ ork , the boss ~~Ildtheir coworkers".~ .

I
I

I'
I I
1 '
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I ,

Furguson, Forst & Hall (2012) in their study recruitJ 566 teache~s from univer~ities ~ricl have

explored factors determining teachers' anxiety, depressil and job satisfaction. The study po~tulates
I ,

that workload and student' behavior as positive predicators of job satisfaction and have reported stress

and anxiety also being positively associated with job satisfaction.

I
Understanding what motivates employees is one or the key challenges for managers. Although it is

not possible directly to motivate others, it is nonetheles~ important to know how to influence what
I

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 or compensation strategies which are defined as the "deliberate utilization of the pay system

as an essential integrating mechanism through which the Jfforts of various sub-units or individuals are
I

I
directed towards the achievement or an organization's strategic objectives" (Gomez-Mejia and Balkin,

I ' r :

1902). They are management tools that hopefully contri~ute to a firm's effectiveness by influencing

individual or group behavi.or (Lawler and Cohen, 1992). ~II 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 conditions, and fair treatment. Like management,

employees often expect more, depending on the strength of their needs lor I security, status,

involvement. challenge, power, and responsibility. Just hJw ambitious .the expectations of each party
I

are vary from organization to organization. For organ'izations to address these expectations an
I

understanding 01" employee motivation is required (Beer et al., 1984). (Iguisi, 2009) emphasizes the
I

human aspects 01" management. He postulates that as it is people who ,make a business succeed - or
I i

fail - it is the organization's chief responsibility to motivate their people so that they will assure

success. The authors believe that each human being has the potential fbr creativity and for achieving
I

goals. The infinite question is how organizations reach this potential and how they stimulate creativity
I I.

and foster in their people the desire to succeed and to aChilve sel,f-fulfiflment through their work. The

common theme of the above authors is the belief that P1eople need to be respected and treated as

precious human capital, ·more essential to an organization's effectiveness than its financial capital.'

People an: now seen as the primary source of a company's Icompetitive advantage.
I

Therefore, the way people are treated increasingly determines whether an organization will prosper or

even survive (Lawler, 1003). Organizations are under con tant pressure to enhance and improve their
i I·

performance and are realizing that an interdependent relationship exists between organizational

performance and employee performance. In the follo{ving section: the locus will be on the
, '
I I

motivaiionnl theories and the impact that these theories have on enhancing employee performance.

. I
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 cOI~lparisons between these studies due t6 variations in the population studied, type

and size of library, facets measured, and methodologies iused. Nevertheless, each study adds new

I
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!; : I: JI,
I, '

interpretations to a growing bod*, of literaturd in this area. A recent series of articles ill Librarv

J I 111 Ii, . d i I, . h Jd' f" b . t' . . I'b . B 0 7 .ourna ~ttel'sts to t re contmue ,lI1t~rest 111test y 0 JO sans action III I ranes ( crry, 2 0 ).
I I I I ' " '

Katz, in Sir~lair, e~ al. (2005) del~o'nstrates th m~tivational 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 hisl current job, but greater financial reward, that worker,
would in all probability be motivated to accept the new job offer.

I I
Objectives i I

, 'I'
The overall objective of this study! is to, examin1 the influence of reward and recognition on librari~n 's

motivatiori' in acad~mic libraries.l·hespecitic objectives are to:
, .' I i I

• Determinel'availability or bthe~wise of ,Ieward and recog~. ition programs in academic libraries
II' i

• 1 I j ;
1111Oyo state :

I II!'II I ,, , ' '

• Determine! the types of reward and recognition programs and its impact on librarian'sII ' I

mi tlvationl irl addemic li*raries in Oy state, I I II
• Determinelfactors affecting librarian's motivation in academic libraries in Oyo state

iI I I I

• Determine the correlationbetween rewards and motivation in academic libraries ill Oyo stare

, Research Questions

The following research questions were raised a1d provided answers for in the study,

I) Are there! reward and r~cognition p~ograms aimed at motivating librarians In academic

libraries in' Oyo state? I, I, I' 'I '1

2) What are the types oft rel
l
ard iand recJgnition programs available for academic librarians III

, ,
Oyo statd I I
i! I I .

3) l~lat are t!le factors alTer.:ting librarian'js motivation in academic libraries in Oyo state?

4) What is the relationship b .twcen rewarr and motivation in academic libraries ill Ovo state'!
,I I ..
II

Methodq~ogy' ,1
I I I.·'

The samP1:lle:studY used tells the variability and reliability of the biographical data or the respondents.
I! I ~

The data gathering techniques used included a Biographical Questionnaire and the Work Motivation
.' I I I

. Questionnaire. The instrument was a self ..dc~dopcd questionnaire that incorporated the !'llllo\\ illg

')l:rsOI~al ·~nl(mnation. or the :~eSP~)f]dents, gelnCkr,- ),e,lrS of experience, maritul status. agL'" joh

classification, education, qualifications and post. 1he scconf section 01 the qucsuonn.urc CllllSlstcd

lJlIestions;aimed ati measuring mojivation and \Jork performance. X{) copies or the qucsi iounuirc-, \\ ere
ill I
! I I
I i I
il I 1I: I I 90
I I I

'I I
!

UNIV
ERSITY

 O
F I

BADAN LI
BRARY



I
distributed among the librarians in the selected acade.lic libraries ~lIt of which 65 wer~ returned

appropriutely giving an R5% response rate which is hcceptable to! make this study rigorous and

generalizable. The obtained data is analyzed through S~atistical Pac~age for Social :Sciences (SPSS)
I .,

version 16. The statistical methods involved those of descriptive (mean and standard deviation) and

inferential statistics (Pearson Correlation) for the predictors of m~tivaiion of academic librarians.
i
I

Results

The results of the findings are as presented below.

'hble I: Reward Types and Librarian's Motivation

Variable J\'lean I I S.alldard deviation , .,
. i '

Work content 1.53 10.69 I I Ii '! , ! ! 'I :
Payment 2:57 ,0.65 i I

1.11 :
,

----- I I I .'
Promoi ion 2.10 .1°·62 ' , ' II
--

I I '
Recognition 2.88. 10.62 ' :!I I

Working conditions 1.34 , lo.nI I I--
Benefits 1.86 I ;0.63,

I . ,
-- - .

IPcrsou.r] 1.23 10.64
------ i

l.cadcrsupervisor 1.42 I :0.69
-- i

( i~'lIeral 1.32
I 0.54

- --
i

Where high variables correspond to high motivatiJl with respect to the dim~nsions: of work

motivation assessed by the work motivation and=Table I indicates that the' ~eans for

the work content, payment, promotion, recognitio 1, working 'conditions, benefits, personal,

leader/supervisor and general ranged from a low of "1~2 to a high br 2.88. It therefore appb~rs that

"

1 . . I ' I I . i I . d I I 1:1 I': I. I, I' .I )ranans III t 1": sump care rc auvc y motivate ; iowcvcr, the mean: va lies or payment, promotion,
. :1' I I ill,'

recognition and benefits were the lowest. These mean values indic'lte the areas that librarians were
I I I j ~ I

I1Hhl likely to he demotivatcd and dissatisfied Table Ijthlls shows ~hat librarians in the sample arc

1Il1l~1lil,.~ly to be motivated due to their working c~mditions, person!,1 and general dimensions. They

arc least motivated by the payment they receive and r..:cOgnititJn as determined by the Work
I
!i\loli\ation Questionnaire .,

I
!
i

I
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Y3J;"i3bltI I : I Pearson crrrelatioll Significance (2-tailed)
I

0.00

0.00

0.00

0.00

0.00

0.00 •.

0.00

0.023

0.005

: I
:

I

: I
I

I - ,

Work content I 0.66** I

Payment 0.86**
I

Promotion 0.74**

Recognition I 0.92**
I

Working conditions 0.61**
,

Benefits i I I 0.65**
I I I I

Personal I i 0.37*I, I
!

Leader/supervisor I 0.32*

Generalj] i i! 0.34*
II! I I ,

, 111I 'I I : I! ,
* Correlation is si~nificant at the 0.05 level (2- ailed)

I . r
** Correlation is significant at th~ 0.0 I level (2 tailed)

II I, 1

The results Indicate that work content correlates significantly with work motivatron and satisfaction 01

librarians:'i~ the selected academic libraries (1\ = 0.66, p < 0.0 I). This supports the hypothesis thai

there isa significant relationship between work content and work motivation and satisfaction ,\
I ,! I I

significant correlation is shown to exist between payment and work motivation and satisfaction (I'
" I, I, .

0.86, p <0.0 I), supporting the hypothesis that there is a significant relationship between pavmcnt ~1I1' I

- k' I. " i d . f '. I TI t ! I .. f . I' I' I .worx mouvanon an sans action rere was a so a sigru icant re auons up rctween promotion ;111./
! \ I I .

work motivation and satisfaction (r = 0.74, I'P < 0.01). Hence. this supports the hypothesis 111,11
, 'I I I -

promotion! opportunities are significantly related to work motivation and satisfaction,
+. I I I I

A significant corr~lation also exipt~ between tcOgnition and work motivation and satisfaction I'

0.92, P <, 0.01), ;supporting that recogniti01 is significant in explaining the variance ill work

motivatio~ and sa~isfaction. Thefe' was a significant relationship between working conditions and
'k' 1]11. :d' 'J.". • I, 061 0101 H h I 1'1 I . I' I'wor motivation an sanstaction (r = . ,p < . ). ence, t e iypot leSIS t lat t ierc IS a re allons lipII \ 1 '.' I

between :iorking 1onditions a~d +ork lllotivatiI' n and satisfaction is supported.
Tl ' ) I. .f I' ' I" b b f I k ,. I' facti 0 6-iere was a srgm icant re allons l,IP etween ne ItS anc worx mouvauon anc sans acuon (r == . :--.

p < 0.01),' supporting the hypothesis that benefits are ,significant ill explaining work motivation and

satisfactio1n. A significant correlation was foun1 to exist between the dimension of personal and work

motivation and satisfaction (r = 0.37, p < @,05). There was a siunificant relationship betweenI ~

Icader/sllperv. isor a~ld work mouvation and satirlfaction (I' - OJ2. 11 < O.D.",) as wcl] as between ucncral
i' I I' ~

and workin~otivali~Hl and s.uistaction (r = 0.3
1
, P < O.()"i). ThL' rcsultx indicate that lor the lnicrco

" I I, , I
I I I I 92
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I
I

** Correlation is significant at the 0.01 level (2-taile6)

There is a statistically significant, direct and p~sitive relationship between rewa~~s and workI .
satisfaction and motivation (r = 0.86, P < 0.0 I). Hence, if rewards offered to librarians were to be

I
altered, then there would be a corresponding change In work motivation and satisfaction. The

I
coefficient of determination, (R - squared = 0 .!4), implies that 74% of the variation in work

I I

mot ivation and satisfaction o~ the sample can be attrbuted t~ re~ards received, .~h.ich ~I~'P~le~ that .the

remaining 16% can be explained by other fa tors not considered. The results indicate that there IS a

statistically significant, direct and positive relationshiP'between ;ecognition and work ~aiisf~ction and

motivation (r = 0.91, p < 0,01). This implies that! if the recognition accorded to librarians were to

change, there would be a change in work ~otivation aJd satisfaction. The coefficient of
I .

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 cl~rrent research.
I

Multiple Regression Analysis I . '
On the basis of the results obtained indicating a direct positive relationship between the dimensions of

\\ ork satisfaction and motivation, all the dimensi Ins of the instrument were assessed -USing multiple

i

I
relation matrix exploring the relationship between Ithe dimensi~ns of the Work Satisfaction and

Motivation Questionnaire, that all the coefficients/ were positive. The results depicted in Table

indicate that there is a significant statistical relationship between ~lie dimensions of worklmotivation

and satisfaction. Accordingly, the null hypothesis is tiected. I " .
, I . I

Table 3: The relationship between rewards, recognition and work ~otivation I
I -----,
.Work and motivation

I

Rewards 11°.86**
Recognition 0.92**

I

regression analysis to ascertain the extent to which they explain the variance in work satisfaction and,
motivation. I
1"able -t: Stepwise Regression: Dependent variabl1 (work motivation and satisfaction),

I
1\lultiple regression 0.949421 i

I
__ 4 _ I i
R squared 0.84276

,

I: I

(adjusted R") 0.71404
I

I

Standard error 3.-B232 F= 16.59 I Sig. F=O.OO**
I ,

Vuriublcs in the equation B SE for 8 T r,
Work content -2.9645 1.1 ~57 1.36 0.03 *

-- . i
I

I
'j
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I I
J , r·

..,.;

Payment -1.5234 0'4863 5.32 0.00"'"
I

Promotiol1
,

I -0.6~28 0.2903 3.65 0.00**, I
Seminar/conferences -2.6$46 1.1857 2.48 0.00**

I ' ' ,

Working conditions -1.2534 " 0.2863 1.34 0.00**
I I I i

Benefits I ,
-0.5~56 0 ..< 903 1.65 0.00**I

Personal I -3.5535 0.1 452 1.79 0.00**

Leader/supervisor -2.2338 1.7168~ 1.43 0.00**

General , -2.1045 0.1'564 1.33 0.00**

I I I
I

, "

The results shown in Table 4 indicate a relativel~1 high percentage of the variation in work motivati~n
I I

and satisfaction can be explained by thellvariablei. entered in the equation (R - squared = 84.27%; R-
I , I

squared (adjusted) =1 71.4~). Thus 171%, of the ariance in work motivation and satisfaction can be

explained by work content, payment, promotion, recognition, working conditions, benefits, personal.
I I I I

leader/superisor an1 general dime~sions, The F ratio of 16.59 (p < 0.0 I) indicates the regression of

work motivation and' satisfaction onl the dimensi ns assessed, expressed through the adjusted squared

multipl~ (R ~,~qu~re~ (adj.) = 71.40to) is sta~istic1lly significant, Hence the null hypothesis is rejected.

These variables account for 710;(10of the varianc~ in work motivation and satisfaction. This findinu
I 1.1 I ,! I I ' ~

suggests thai~ other unexplored vari~bles could aclcount for the other variance in work motivation and
I: I I 'I

satisfaction.' !'.

Recommendations for Future Research

Current liter~ture on rewards and recognition has ot sufficiently dealt with the issues of diversity and
I '

the impact that it could have on the motivation, and satisfaction levels of librarianship profession.
I

Therefore, further research on the impact of reward and recognition on motivation and satisfaction for
I I I' I

diverse groups of people could be penepcial to rrganizations. Research should focus on the broad

spectrum of diversity categories inFluding, race', gender, disability, etc., but apart from race and

gender, factors such as age and ten~re should alsb be investigated. The resuits of such studies could

Yieldsom"in'~restm* findings and 10Uld also Sig,fificantlY impact the delivery of meaningful rewards

and recogrnnon to diverse groups otlpeople. According to La Motta (1995), "motrvation IS SImply the

reason indivi~uals have for doing the things the .do when and how they do them." In day -to-day

society 'll1an~ IditTereni things Illotlvate people, and that which motivates one person mav not
I II I , I I,

necessarily.motivate another. This supports the vi w that a "one size lit~ all' approach 10 rewards and

. . i' ;11' Ib ... : . I I I ' I I dilf I I'recogruuon WI not e sufficient to motivate WI eop e \\' 10 are In ierent y liferent. uuc to I icu
, I I

personality ~hlaracteristics, but also due to cUlltural characteristics. Further studies could also

incorporate qualitative research as the present stud]: only used quantitative research methodology,
, I

I
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Conclusion and Recommendation I
This paper has focused on the presentation of results achieved in this study. Pearson's product

moment correlation was used to indicate relationships and differ~nces in the dimensions of work

motivation and satisfaction based on the sample used! in the study land more specifically to indicate

differences in rewards and recognition (as components within the work satisfaction and motivation
I

questionnaire). The results reflect that there is a statis'tically significant relationship between reward

and recognition respectively, and motivation and satisfaction. Th~ .study revealed that if rewards or

recognition offered to librarians were to be altered, then there would be a corresponding change in

work motivation and satisfaction. The results of thi~ study also indicated that libraria~s .:";ere less

motivated by rewards and recognition than some of thj other dimen~ions of the Work Satisfaction and
; I

Motivation Questionnaire. By implication, this mean that if mor~ focus is placed on rewards and

recognition, it could have a resultant positive impact dn motivationj'and thus result in highbr levels of .. I .
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 simil~r business units outside of the organization.

However, the business unit could use the outcomes ot the research! study to revisit its current reward

and recognition programmes and in particular focus oh addressing the needs of lib~arians in particular

and library staff in general.
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