
Journal of Library Services and Technologies (2019), 1(1), 73-92 

ISSN: 2616-1354 (Print) 2636-7424 (Online) Available online at credencepressltd.com 
 

 

Job satisfaction among librarians in Nigerian public universities 
 

 
Japheth Abdulazeez Yaya, 

Nigerian Baptist Theological Seminary, P.M.B. 4008, Ogbomoso, Oyo State,Nigeria 

E-mail: drjaphethyaya@gmail.com, Cell: +2347033762965 

 
Abstract  
This study examined job satisfaction among librarians in public universities in Nigeria. It adopted survey 

research design. The population of the study consisted of 1,254 librarians in public university libraries in 

Nigeria, from which 923 were selected using simple random sampling. The research instrument used was a self-

developed questionnaire. A response rate of 67.2% was achieved. Data were analysed using descriptive and 

inferential statistics. The study revealed a high level of job satisfaction among librarians in public university 

libraries in Nigeria. The study concluded that contrary to general belief of low level of job satisfaction among 

librarians in university libraries it was however discovered that it was high. It is recommended that university 

library management should continue to promote values such as improved employee recognition, good leadership 

style and improved human capital development programmes that would increase job satisfaction of its 

workforce. 
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Introduction  
Job according to Somvir and Kaushik(2012), 

referred to occupational act that is carried out 

by an individual or group of individualsin 

return for a reward, while satisfaction is the 

way one feels about events, rewards, people, 

relation and amount of mental gladness on the 

job. Job could also be defined as work for 

which one receives regular payment or 
appreciation. Hence, job satisfaction can be 

defined as an emotional response to a job 

situation which cannot be seen, but only be 

inferred. Itis simply regarded as how people 

feel about their job and different aspects of it. 

It means a positive attitude that an individual 

has from what he does to earn a living. 

Similarly, Gamlath and Kaluarachchi (2014, p.  
54) see job satisfaction as the rate at which  
“employees like or dislike their work and the 
extent to which their expectations concerning 

work have been fulfilled”.Job satisfaction is 
generally acknowledged as a necessary 

ingredient for personal fulfilment in carrying 
out one‟s duties.  

Job satisfaction could be classified 

into two: intrinsic and extrinsic.Intrinsic job 

satisfaction is an internal desire of an 
employee to perform a particular task.It is an 

inbuilt factor within an employee that enables 
him or her to perform a given task in the 

organization. People perform certain activities 
because they give them pleasure. Intrinsic job 

 
 
satisfaction is related to intrinsic motivation. 
This refers to  
engaging in an activity for itself and for the 

pleasure and satisfaction derived from its 

participation (Cekmecelioglu et al, 2012). The 

authors noted that extrinsicjob satisfaction 

factors are those external benefits or facilities 

provided to the employees by the organization 

to carry out a given task. Extrinsic factors are 

external to the individual and unrelated to the 

task they are performing but could enhance 

their job performance, examples include 

money, good grades during employee 

assessment, and other rewards offered by the 

organization. When externally motivated, 

individuals do not engage in the activity out of 

pleasure but rather do so to derive some kind 

of rewards that are offered by the organization 

for performing a given task. Therefore, to 

make employees satisfied and be more 

committed to their tasks in the organization, 

there is need for strong and effective job 

satisfaction indicators such as employee 

recognition, career advancement opportunity, a 

conducive working environment, job security, 

promotion opportunities, job enrichment, 

reasonable salaries and wages among others. 

Here, job satisfaction is linked to employer 

meeting the basic needs of employees in an 

organization.  
Therefore, job satisfaction is important 

to librarianship as it is to other professions 
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(Murray, 1999). Librarians like other faculty 
members in the university, should be made to 

enjoy job satisfaction factors that would enable 
them to be more productive in the university 

library. As such, librarians and other 
information professionals of all types should 

remember that the organizational psychology 
that affects all other fields also applies to 

them. It is imperative to note that those factors 
that affect the library user as an individual can 

also affect his or her job performance as a 
service provider.  

Thus in this study, job satisfaction is 

conceptualized to mean the level of positive 

attitude that a librarian displays when 

performing his/her duties in the university 

library and the rate at which his/her basic 

needs are met by the employers. It is 

interesting to note that if librarians are well 

catered for by the university authorities in the 

area of giving them due recognition for a job 

well done, put in place a good leadership style 

for the administration of the university library 
coupled with a career development 

opportunity for librarians to enhance 

development of their managerial skills, and 

conducive work environment as well as 

improved remunerations (good salaries and 

wages); their level of productivity will be 

greatly improved from what is presently 

existing in most Nigerian public universities. 

Unfortunately,it is observed that the level of 

job satisfaction among librarians in most 

public university libraries in Nigeria is 

probably very low compared to what is 

obtainable among other faculty members of 

the same educational sector. Therefore, job 

satisfaction as noted by Babalola and Nwalo 

(2013), enhances productivity of workers in 

any organization especially in the academic 

libraries as a job satisfied worker is a happy 

and productive worker. 

 

Statement of the problem  
Research has shown that the level of job 

satisfaction of library personnel is low 

(Babalola&Nwalo, 2013) although their 

research productivity is relatively high 

(Okonedo, Popoola, Emmanuel &Bamigboye, 

2015). While many studies have been directed 

towards library use, library collections and 

library services, few if any have been carried 

out from the perspective of personal welfare of 

employees. In other words, studies have not 

been directed at investigating the relationships 

 
 

 

between welfare and personal issues such as 
job satisfaction of librarians. Therefore, this 
research intends to find out the effect of job 
satisfaction on librarians in university libraries 
in Nigeria. 

 

Objectives of the study  
The main objective of this research work was 
to investigate the effects of job satisfaction on 
the librarians in performing their duties in the 
Nigerian public universities. The specific 
objectives are to find out the:  

1. degree of job satisfaction of librarians 
in public university libraries in 
Nigeria; and  

2. challenging issues in job satisfaction 
of librarians in public university 
libraries in Nigeria. 

 

Research questions  
The study was executed to answer the 
following question:  

1. What is the degree of job satisfaction 
of librarians in public university 
libraries in Nigeria?  

2. What challenges face librarians‟ job 
satisfaction and productivity in public 
university libraries in Nigeria? 

 

Literature review  
Job satisfaction of employees plays a very vital 

role on their performance in any organization 

(Latif et al, 2014; Perera et al, 2014). Job 

satisfaction has remained the most attractive 

subject for researchers since its interception in 

1900s (Noor et al, 2015). Hence, employee job 

satisfaction, according to Singh and Jain (2013, 

p. 105), can be defined as a “collection of 

positive and/or negative feelings that an 

individual holds toward his or her job. Job 

Satisfaction is a part of life satisfaction. It is 

the amount of pleasure or contentment 

associated with a job”. Hence, job satisfaction 

is an emotional response to a job. It is essential 

to know how employees can be retained 

through making them satisfied and motivated 

to achieve extraordinary results. Target and 

achievement depends on employee satisfaction 

and in turn contribute to organizational success 

and growth, enhances the productivity, and 

increases the quality of work. Thus, functions 

of librarians in the university library system 

cannot be over-emphasized. They are the 

custodians or 
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managers of the intellectual resources that are 

stored in the university library. Also, they 

formulate information policies for the smooth 

running of the library in the university. Hence, 

the university authority should adequately 
cater for the needs of librarians so that they 

can effectively discharge their traditional roles 

in the university educational sector in the 

country. Badawi (2006) posited that 

organizations, whether in the private or public 

sector, should be concerned with motivation, 

job satisfaction and concomitant productivity 

among its workforce. Employees on the other 

hand, serve as the foundation of any 

organization that desire to achieve its stated 

goals, without the commitment of librarians in 

the university library it will be difficult for the 

library to meet the information needs of its 

patrons. Hence, the university administrator 

should endeavour to meet the expectations of 

its employees especially the librarians, if they 

(employees) are to be committed to the 

organization in meeting their stated goals and 

objectives.  
Similarly, Igbeneghu and Popoola 

(2010) were of the view that the commitment 

of employees could decline if they believe that 

their organization was not committed to 

addressing their expectations. Also, Popoola 

(2005) stated that employees tend to feel less 

committed to their organization when they 

experience negative psychological work 

climate. He listed the consequences of 

employees‟ low levels of organizational 

commitment in any work like the university 

library as absenteeism, high turnover rate and 

turnover intentions, transfer of loyalty to non-  
work activities, inefficiency, job 
dissatisfaction, and low productivity. Thus, 
Clark (1998) summarized the importance of 
job satisfaction for both employers and their 

workers:  
Job satisfaction is important in its 

own right as a part of social 

welfare, and this (simple) 

taxonomy of a good job]allows a 

start to be made on such questions 

as „In what respects are older 

workers‟ jobs better than those of 

younger workers?‟ (and vice 

versa), „Who has the good jobs?‟ 

and „Are good jobs being 

replaced by bad jobs?‟ In 

addition, measures of job quality 

seem to be useful predictors of 

 
 

 

future labour market behaviour. 
Workers‟ decisions about 

whether to work or not, what kind 
of job to accept or stay in, and 

how hard to work are all likely to 
depend in part upon the worker‟s 

subjective evaluation of their 
work, in other words on their job 

satisfaction (p. 5). 

 

Furthermore, the term job satisfaction 

has been defined by several scholars in 

different ways and a definitive designation for 

the term is unlikely to materialize. A simple or 

general way to define it therefore is as an 

attitudinal variable: Job satisfaction is simply 

how people feel about their jobs and different 

aspects of their jobs. It is the extent to which 
people like (satisfaction) or dislike 

(dissatisfaction) their jobs (Spector, 1997). 

Here, the author based job satisfaction on 

attitude an employee disposes toward his/her 

job. An alternative approach was proposed by 

Sousa-Poza and Sousa-Poza (2000), based on 

the assumption that there are basic and 

universal human needs, and that, if an 

individual‟s needs are fulfilled in their current 

situation, then that individual will be happy. 

This framework postulates that job satisfaction 

depends on the balance between work-role 

inputs - such as education, working time, effort 

- and work-role outputs - wages, fringe 

benefits, status, working conditions, intrinsic 

aspects of the job. If work-role outputs 

(„pleasures‟) increase relative to work-role 

inputs („pains‟), then job satisfaction will 

increase (Sousa-Poza & Sousa-Poza, 2000). 

They based job satisfaction on fulfilling human 

needs.  
Besides, job satisfaction is an essential 

ingredient in every profession and among 

different categories of workforce in any 
organization especially among professional 

librarians in the public university libraries in 

Nigeria. Darbar (2015) in his study submitted 

that the greatest asset of any nation or 

organization is its human resources. It is her 

human resources that directs, controls and 

manipulates other factors of production to 

enhance a desired output. The author reiterated 

that job satisfaction should be an essential part 

that every human resource in any organization 

should enjoy in the course of carrying out their 

duties in order to enhance their productivity. 

However, contrary is the case with most 
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Nigerian organizations especially librarians in 

public university libraries. In most public 

universities, librarians are seen and treated as 

second class employees; they are sometimes 

denied of some incentives that are freely given 
to their counterparts who are faculty members 

of the same institution. The author decried in 

his finding that the “overall Job satisfaction of 

librarians was not found sufficiently healthy 

particularly in terms of pay scale and other 

amenities” (p. 28). He concludes his study by 

bemoaning that librarians were exploited in 

terms of salary, leave facility, good working 

environment and facilities.  
In the same vein, Esakkimuthu and 

Vellaichamy (2015) in their study postulated 

that job satisfaction of the librarian naturally 

depends on the economical, social and cultural 

conditions in a given country. Job satisfaction 

of the librarian who has an important place in 

the information society will affect the quality 

of the service he renders. The authors 

recommended the review of conditions 

attached to promotion, salary, among others as 

measures for enhancing job satisfaction. It is 

also suggested in the study that, the encourage 

and motivate the library professionals more 

incentives and good salary packages are to be 

offered so that their achievement drive can be 

activated that in turn lead to high level of job 

satisfaction.  
In addition, some authors in their 

various studies point out clearly, the necessity 

for job satisfaction among librarians in any 

organization especially in the public university 

libraries. Oluchi and Ozioko (2014) 

investigated job satisfaction among Librarians 

in Academic Libraries in Niger State, Nigeria. 

The results showed that there is commendable 

level of job satisfaction among the librarians, 

ill health is not a factor for retrenchment, and 

the librarians do not resort to lateness to work 

or abandoning duty when they are not 

satisfied. Khan and Ahmed (2013) studied the 

job satisfaction of library professionals serving 

in public sector universities of Khyber 

Pakhtunkhwa, Pakistan. The result shows that 
although library professionals working in these 

institutions were slightly satisfied with their 

nature of work, they were dissatisfied with 

supervision, benefits, promotion. Revision of  
service structure, promotion policies, 
improvement in academic qualification and 
advance training were suggested by the 
researchers. 

 
 

 

Moreover, in order to improve 

employee job satisfaction, it is important to 

measure and establish the existing levels first 

(Wright, Gardner, Moynihan & Allen, 2005). 

However, due to its multi-faceted nature, the 
measurement of employee job satisfaction 

varies from one organization to the other 

(Mafini&Pooe, 2013). Some organizations use 

anonymous employee satisfaction surveys 

which are administered periodically to measure 

the levels of employee satisfaction (Deshpande 

et al, 2012). In other organizations, meetings 

are held between management and small 

groups of employees where the latter are asked 

questions pertaining to their satisfaction 

(Ybema et al, 2010). However, in other 

organizations, exit interviews are the primary 

employee satisfaction measurement tools 

(Schulz, 2001). The importance of these 

methods lies in the elicit job satisfaction 

sentiments from employees themselves 

(Schneider et al, 2003). Employee job 

satisfaction has thus been widely recognized as 

a predictor of productivity and job 

performance in organizations (Dawal et al, 

2009).  
Also, Somvir and Sudha (2012) in 

their study explored those factors which are 

related in a high manner to job satisfaction 

among library workers. Data were collected 

from a sample of 100 library professionals 

from private engineering and management 

colleges in Haryana state. The data analysis 

indicated that job satisfaction among library 

professionals is not related to their sex, the 

type of library in which they worked, or their 

vocational needs, but it is related to the 

characteristics of their job environments. Hart 

(2010) clearly identified in the findings of his 

study that dissatisfaction of respondents is in 

the context of frustration with insufficient 

resources and meagre payment. While Chuks-

Ibe and Ozioko (2014) in their study revealed 

that lack of opportunities for socialization and 

promotion, lack of managerial skills by 
administrators and bad library tools are some 

of the problems associated with job 

satisfaction. It was recommended that annual 

leave and medical coverage should be made a 

regular benefit for the librarians and that 

academic librarians should be encouraged 

through sponsorship to attend conferences, 

workshops and seminars as these will enable 

them acquire more knowledge and 

competence. 
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Moreover, it can be observed from the 

studies carried out by these scholars: Dhanapal 

et al, (2013); Hossain (2014); Khan and 

Parveen (2014) that job satisfaction has 

relative effects on the overall job performance 
of employees in the light of organizational 

current realities. Hence, both motivational and 

job satisfaction factors are inter-related; both 

factors enhance the productivity of librarians 

in the university community. However, those 

related motivational factors will not be 

repeated here as they will be discussed in other 

section of this study, hence, the researcher 

shall discuss job satisfaction factors under two 

broad headings: Personal and Organizational 

factors.  
Personal job satisfaction factorsare 

intrinsic in nature. They are made up of basic 

and essential features that concern individual 

employees in the organization. More simply, it 

is an outcome clearly related to action on the 

employee‟s part. Such outcomes typically are 

thought to be solely in the province of 

professional and technical jobs; and yet all 

jobs have potentially, opportunities for 

intrinsic outcomes. Such outcomes involve 

feeling of responsibility, challenge, and 
recognition and result from such job 

characteristics as variety, autonomy, identity, 

and significance (Rao, 2000). These intrinsic 

factors are enumerated hereunder: 

 

Empathy:Empathetic people care about others 
and show concern for them” (Customer Value, 

2013, p. 5). Empathy is an in-built trait that is 
expected from every employee in the 

organization especially from librarians in the 
university library; on daily basis, they have 

close dealings with different library users that 

have diverse information needs. 

 

Age and gender:As noted by Andrew (1996); 

Yunki (1999) in Yapa et al (2014); Popoola 

(2006); Reenen (1998); Berry (2007); Devi 

and Chandraiah (2013), sex was the most 

important demographic variable in relation to 

job satisfaction and enhances organizational 

commitment of employees. In their findings, 

they found out that job satisfaction was higher 

for women and older workers than for men and 

younger workers. They concluded that older 

workers are happier on their jobs than the 

young workers. This implies that a happy 

worker is a satisfied and productive worker 

(Oswald et al, 2014). In contrast to the 

 
 

 

findings of these scholars, Albanese (2008) 
reported that an overwhelming majority of the 
respondents in academic libraries across all 
age groups are satisfied with their jobs.  

Still on gender perspective, Marjanja and 

Kiplang‟at (2003); Haque et al (2012, p. 47), 

“vertical occupational segregation exist when 

both men and women work in the same job 
categories”; The results of the studies carried 

out by Maxwell et al (2004); MacLean (2006); 

Aydin et al (2012) as well as Vuong and 

Duong (2013) show that male workers 

experience job satisfaction in the organization 

more than their female counterparts. To 

buttress the view of these scholars, Sultana and 

Begum (2012) concluded in their study that 

female workers are less satisfied at their job 

than their male counterparts. In the same vein, 

Olorunsola (2012) found out that male 

administrative officers were more satisfied 

than female administrative officers in Nigeria 

universities.  
Therefore, in support of research 

findings carried out by Berry (2007); Popoola 
(2006); Olorunsola (2012); Vuong and Duong  
(2013), in the university libraries, age and 

employee genders have a significant positive 

impact on the job satisfaction of librarians as 

aged library personnel tend to be more 

satisfied as they may not be interested in 

seeking employment elsewhere than younger 
library personnel who may be interested in 

seeking employment in other organizations 

within or outside the shores of Nigeria. Also, 

he agreed with the submissions of Aydin et al 

(2012) and Begum (2012) that men are more 

hard workers than their female counterparts as 

they (men) can work under stressful work 

conditions and still be satisfied with their job 

than female workers under same conditions. 

 

Religion and race: In the findings of Haque et 

al (2012), religion plays a major role in having 

and strengthening job satisfaction of workers 

in the organization. This implies that deeply 

religious workers are more satisfied while 

discharging their duties than non-religious 

employees in the organization. Their work 

attitudes are always guided by the scriptural 

injunction of contentment beautifully written 

in 1Timothy 6: 6-8 “But godliness with 

contentment is great gain. For we brought 

nothing into this world, and it is certain we can 

carry nothing out. And having food and 

raiment let us be therewith content” (King 
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James Version).They see job satisfaction as a 
measure of contentment with what are offered 
to them by their employers and commitment to 
the organization. 

 

Marital status,it can be observed from the 

study conducted by Igbeneghu and Popoola 

(2010) that the combinations of marital status, 

age and other demographic factors have 

significant influence on the job satisfaction 

and organizational commitment of medical 

records personnel and workers in general. In 

contrast, Yapa et al (2014) concluded in their 

study that the job satisfaction of unmarried 

staff was higher than the married staff. They 

were of the view that young and unmarried 

staff were more satisfied than old and married 
staff. This researcher concurs with the findings 

of Yapa et al (2014) and disagrees with the 

submission of Igbeneghu and Popoola (2010), 

which implies that married workers are more 

satisfied and committed than unmarried 

workers in the organization. 

 

Employee level of education:Berns (1989); 

Andrew (1996); Meagan, Kirk and Walter 

(2005) posited that employee job satisfaction 

could be increased with the age and level of 

education. But Yapa et al (2014) concluded in 

their study that the level of education has no 

significant effect on the job satisfaction of 

workers in the organization. This researcher 

disagrees with this submission as higher 

educational levels will attract higher 

responsibility and better condition of service to 

the employees in the organization than to 

workers that have lower qualifications in the 

same place of work.  
On the other hand, there are 

organizational job satisfaction factorsthat are 
extrinsic in nature. These are objects or events, 

which follow from the employee‟s own efforts 

in conjunction with other factors or person not 
directly involved in the job itself. Extrinsic 

outcomes are objects required from the 
involvement of other people in the 

organization. These include: 

 

Work itself: Ismail (2012) in his study 
concluded that “the nature of the work 

performed by employees has a significant 
impact on their level of job satisfaction” (p. 

28). He stresses that employees derive 
satisfaction from work that is interesting and 

challenging, and job that boosts their status. 

 
 

 

Similarly, research suggests that variety of 

tasks may facilitate job satisfaction (Ismail, 

2012). This is based on the view that skill 

variety has strong effects on job satisfaction, 

implying that the greater the variety of skills 
that employees are able to utilize in their jobs, 

the higher their level of satisfaction. Saari and 

Judge (2004) postulated that the single most 

important influence on a person‟s job 

satisfaction experience comes from the nature 

of the work assigned to him/her by the 

organization. They opined that if job entails 

adequate variety, challenge, discretion and 

scope for using one‟s own abilities and skills, 

the employees doing the job is likely to 

experience job satisfaction. It implies that 

librarianship is an interesting and challenging 

profession, because on a daily basis, different 

categories of people visit the library for their 

information needs and when these needs are 

adequately met, one derives some degree of 

satisfaction and joy as one has successfully 

met the needs of someone. 

 

Employee training and career 
development:According to Masood et al 

(2014), training is an important factor that 

helps in increasing the satisfaction of 
employees, as it acknowledges the person 

about his or her job and provides a better 
understanding. Training equips employees 

with certain skills that are required for the  
enhanced performance regarding job 

responsibilities. It helps in developing the 
mental capabilities of librarians to face the 

new challenges in librarianship that was 
brought about with the application of 

Information Communication Technology 
(ICT) into processing and disseminating 

information resources to the library users. 

 

Employee achievement:This is another 

organizational factor. It could be noted that the 

library is a service delivery institution; users 

that consult its resources at different time look 

forward to have their information needs met 

by the librarian and his collections. Thus, 

librarians often prepare themselves to achieve 

success and to meet the information needs of 

their customers. It can be reiterated here that 

employees who adequately provide the needed 

services to his/her clients always derive some 

feelings of satisfaction by being able to 

achieve results for customers. “Conversely, 

they become frustrated and dissatisfied when 
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they are unable to achieve results for 
customers” within the stipulated period set 

aside for such task (Customer Value, 2013, p. 
2).This implies that the library through its rich 

collections should add value to the life of its 
users. 

 

Adequate salaries and wages:Salary is the 

amount of financial benefit payable to 

employees at the end of each month. In 

support of this assertion, Ismail (2012),Parvin 

and Kabir (2011) posited salary as the amount 

of financial compensation that an individual 

receives as well as the extent to which such 

compensation is perceived to be equitable. The 

authors noted that adequate remuneration and 

earnings are cognitively complex and multi-

dimensional factors in job satisfaction. 

 

Employee recognition:Russell (2008) as well  
as Massachusetts Institute of 

Technology(2014) submitted in their findings 

that employee recognitionis a motivational 

element that could be applied in the 

managerial level to motivate the employees for 

better job performance and being more 

innovative. They further stressed that 

recognition is a positive feedback that enables 

employees know that they are valued and 

appreciated by their employers and co-

workers. Thus, employees‟ recognition may 

take different forms like: thanks; praise; 

respect; job or development opportunity; being 

included in decision making, training and 

career development; peaceful work 

environment; giving the right tools to do the 

job; pride in working for an organization with 

a meaningful mission; and special annual 

awards. It is therefore imperative to note that a 

good organization, especially a university 

library, will take time to acknowledge and 
appreciate employee efforts, particularly when 

an employee goes above and beyond the 

normal job description to achieve the set 

organizational goals. 
 
Co-worker attitude to work:It can be generally 

observed that most workers in the organization 

have negative attitudes when performing the 

task assigned to them by their superior 

officers. Most workers are generally lazy; they 

are not willing to team up with other workers 
in the organization in order to achieve the set 

goals and objectives of such organization. 

Bible says evil communication (lifestyle) 

 
 

 

corrupts good manner (King James Version, 
2003). Zvalo (2009); Benrazavi and Silong 

(2013) opined that employees‟ willingness to 
work in teams makes an organizational 

environment desirable as teamwork culture 
diminishes anxiety, fosters a better working 

environment, and leads to the creation of a 
better product. 

 

Employee promotion opportunity: From the 

findings of the research conducted by Singh 
and Jain (2013) as well as Ismail (2012), the 

authors maintained that opportunity for 

promotion determines the degree of employees 

job satisfaction in the organization; it “stems 

the desire for psychological growth, the desire 

for justice and the desire for social stays” 

(Maniram, 2007, p. 35). The promotion to the 

next level will result in positive changes such 

as pay, job status, autonomy and supervision. 

Contrarily, Ismail (2012) lamented that not all 

employees wished to be promoted. The reason 

being that, promotion entails greater 

responsibility and tasks of a more complex 

nature, for which the individuals may consider 

themselves unprepared. 

 

Objective employee supervision:This is an 
effort of the superior officers to oversee the 

subordinates‟ job activities in the organization. 
The subordinates take and carry out 

instructions issued by the superior officers in 
the organization who ensure that such orders 

are effectively carried out by the subordinates. 
Amaanda (2011) observed that Douglas 

McGregor in his Theories (X & Y), the role of 

management is to organize resources, 
including employees to the best benefit of the  
organization. The theorist assumed that 
workers in the organization are generally lazy 
and are not ready to work unless they are 
forced to do so.  

However, Baron and Greenberg 

(2003) posited that if workers view their 

superiors as fair, considerate, competent and 

sincere, the level of job satisfaction will be 

high. Also, “employees needed to know that 

their superior's door is always open for them to 

discuss any issues to do their jobs effectively” 

(Tanjeen, 2013, p. 81). In contrast, those 

workers that perceive their employers as 

unfair, incompetent, inconsiderate and selfish 

will therefore experience a lower level of job 

satisfaction (Maniram, 2007). Hence, effective 

and fair supervision in the organization by the 
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superior officers is essential to ensure that the 
assigned responsibilities are effectively carried 
out. 

 

Freedom and autonomy:Freedom is a state in 

which somebody or an employee is able to act 
and live as he or she chooses without being 

subjected to any undue restraints or restrictions 

by the superior authority. Autonomy on the 

other hand, is a philosophical term which 

refers to personal independence in the capacity 

to make moral decisions and act on them. 

Tanjeen (2013) disagreed with this assertion, 

as he sees freedom as a subset of autonomy; 

hence, he refers to autonomy as the degree of 

freedom that workers have in their work. He 

further stressed that it is the level of control 

employees have timing and scheduling their 

work activities. On the same development, 

Mehmood et al (2012) posited that autonomy 

at work can be a considerable factor to 

investigate the level of job satisfaction. Most 

dedicated employees in the organization desire 

autonomy to perform effectively for goal 

attainment. Hui et al (2004); Messersmith 

(2007) in their studies affirmed a positive 

relationship between autonomy and job 

satisfaction. Individuals take pride in their jobs 

if empowered at work and show a moderate 

relationship with a sense of self-control when 

measured for perceived life control. Also, 

Mehmood et al (2012) noted that:  
Satisfaction and performance is the 

product of an individual‟s three 

psychological states: (1) experienced 

meaningfulness – job is perceived 

important, worthy, and valuable; (2) 

experienced responsibility – job is 

perceived given empowerment; (3) 

knowledge of results – job is 

perceived given feedback regarding 

effectiveness of work. Among all the 

dimensions of job satisfaction, in 

general, it is better predicted through 

nature of job which contains work 

challenges, autonomy, variety, and 

scope of job (p. 675).  
This shows that in a work environment 

especially in the university library, where the 
University Librarian is overbearing and 

dominating every section of the library, rarely 
giving freedom to other librarians to utilize 

their managerial skills; the level of job 
satisfaction will be low in such library and it 

will eventually lead to increase in the rate of 
employees turn over. 

 
 

 

Employee organizational commitment: 

Mathis and Jackson (2000) describe it as the 

degree to which employees believe in and 

accept organizational goals and desire to 

remain with the organization. Igbeneghu and 
Popoola (2010) submitted in their study that 

organizational commitment among employees 

of any organization could be influenced by a 

number of factors which can be described as 

either causes or determinants or antecedents of 

organizational commitment in the literature. 

Similarly, from the study of Ahmad et al 

(2014), it shows that there is positive  
relationship between organizational 
commitment and employee satisfaction and  
employee performance has positive 

relationship with employee satisfaction. 

(Popoola, 2005; Igbeneghu&Popoola, 2010) 

reported that employees tend to feel less 

committed to their organization when they 

experience negative psychological work 

climate; that is when the organization fails to 

provide those basic factors that would meet 

their basic needs. This results in employees‟ 

low levels of organizational commitment and 

also absenteeism, high turnover rate and 

turnover intensions, transfer of loyalty to non-  
work activities, inefficiency, job 
dissatisfaction and low productivity. 

 

Organizational policies and strategies: 

Organizational policies are a set of 

premeditated rules set by a business to guide 

its direction, employees and business decisions 

as well as to regulate, direct and control 

actions and conduct. These are necessary as 

they allow workers to be accountable and 

responsible to the organization and help in 

fostering a cooperative work environment 

among the workforce. This implies that the 

management of every organization especially 

the university library is expected to formulate 

policies and strategies that would allow the 

organization to focus on the most important 

parts of enterprise planning and operations. It 

makes every worker and department in the 

organization to work as a team in order to 
achieve the organizational goals and 

objectives. However, policies can be a source 

of workers‟ constraints and could lead to their 

dissatisfaction if those policies are not 

professionally formulated and implemented.  
Thus, this researcher concurs with the 

findings and recommendations of the 
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aforementioned authors. In most Nigerian 

public universities there is great disparity 

between job satisfaction of librarians and other 

faculty staff of the institution, whom the 

authority regarded as the core staff of the 
university system. The researcher disagrees 

with this popular perception. What can be 

done without information? Can the university 

system exist or thrive without information? 

Who are the organizers, managers and 

custodians of information or organized 

knowledge that the university programmes 

needed to survive? Maheshkumar and 

Jayaraman (2013) pointed out in their study 

that “libraries are the indispensable 

cornerstones of the society” (p. 252). Yes, 

professional librarians are the architects, 

builders and custodians of these indispensable 

cornerstones (information) that everyone in the 

human needs most to survive in the university 

community and the entire human society. They 

should be accorded with the same treatment 

meted out to other faculty members of the 

university so that they can effectively 

discharge their duties in the university library. 

But if the apartheid system of administration 

continues unchecked in the Nigerian citadel of 

higher learning, this will negatively affect the 

overall job performance of librarians. 

Therefore, every faculty member in the public 

institutions of higher learning should be fairly  
treated. The public university authorities 

should endeavour to encourage the job 
satisfaction of librarians, who have important 
tasks to perform in the university system, as 
this will positively affect the quality of the  
service they render 
(Maheshkumar&Jayaraman, 2013). 

 
 

 

Methods  
The researcher adopted survey research design 

for the study. Out of a total population of 1,254 

librarians working in 82 public universities 

(federal andstate) in Nigeria, a sample size of 

923 respondents were selected using simple 
random sampling technique from 54 public 

universities that spread across four geopolitical 

zones in Nigeria (Table 1). Only 620 copies 

were retrieved. This gives 67.2% return rate of 

the administered research instrument for the 

study. Self-developed questionnaire was used 

for the study comprising three sections: A, B 

and C. Items in the instrument were gathered 

from the literature reviewed for the study. The 

instrument which had a four Likert type scale 

had items reflecting the various variables 

treated in the study. Data collected for this 

study was analysed using Statistical Package 

for Social Science (SPSS), 22.0 latest versions. 

Also, they were analysed using descriptive 

statistics, especially for research questions 1-2. 

 

Results  
The sample of the study is depicted in Table 1. 

Table 2 reveals that (56.9%) of the respondents 

were male. This implied that there were slightly 

more men in the librarianship profession than 

women in Nigeria. It was also revealed that 

majority of the respondents were married 

(73.4%). This implies that they would display 

maturity while discharging their duties to the 

library users in their various universities. It was 

revealed that there were more librarians in the 

age bracket of 41-50 years than any other age 

group closely followed by those in the age 

bracket 31-40. This simply meant a larger 

percentage of the respondents were relatively 

young and active. among other details 
displayed in Table 2. 
 

 
Table 1: Sample size, Distribution and collection of research instrument from various universities 

 
Regions States S/N Universities Administered Retrieved Percent- 

 

    Questionnaire Questionnaire 
age  

      
 

       
 

North Benue 1 Fed. Univ. of 30 20 66.7 
 

Central   Agriculture,    
 

   Makurdi.    
 

  2 Benue State  Univ. 15 8 53.3 
 

   Makurdi    
 

 FCT 3 Univ.of Abuja, 17 13 76.5 
 

   Gwagwalada    
 

 Kogi 4 Federal Univ., 15 9 60 
 

   Lokoja    
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  5 Kogi State Univ, 18 14 77.8 
   Anyigba     

 Kwara 6 Univ of Ilorin, 25 16 64 
   Ilorin      

  7 Kwara State  14 9 64.3 
   University,     

   Malete.      

 Nasaraw 8 Federal   6 4 66.7 
 a  University, Lafia.    

  9 Nasarawa  18 10 55.6 
   State Univ., Keffi    

 Niger 10 Fed. Univ of 29 21 72.4 
   Technology,     

   Minna      

  11 Ibrahim Badamasi 25 20 80 
   Babangida Univ.    

   Lapal      

 Plateau 12 University of Jos, 21 11 52.4 
   Jos      

  13 Plateau State  11 8 72.7 
   University,     
   Bokkos      

North Jigawa 14 Federal  Univ, 9 7 77.8 
West   Dutse      

  15 Jigawa State  11 5 45.5 
   University     

 Kaduna 16 Ahmadu Bello 70 39 55.7 
   University, Zaria    

  17 Nigerian Defence 12 10 83.3 
   Academy     

  18 Kaduna State  15 12 80 
   University     

 Kano 19 Bayero University, 44 31 70.5 
   Kano      

  20 The Police  8 6 75 
   Academy Wudil    

  21 Kano State  14 8 57.1 
   Univ. of Sc. & Tec    

   h. Wudil     

  22 Northwest  11 7 63.6 
   University     

 Kebbi 23 Federal   10 4 40 
   Univ., BirninKebb    

   i.      

  24 Kebbi State  9 6 66.7 
   University     

 Katsina 25 Federal Univ., 8 7 87.5 
   Dutsin-Ma     

  26 Umaru Musa Yar' 10 8 80 
   Adua      

 Sokoto 27 Usmanu Danfodiy 23 17 73.9 
   o University     

  28 Sokoto  State 9 7 77.8 
   University, Sokoto    

 Zamfara 29 Federal university 9 4 44.4 
   Gusau      

South Abia 30 Michael Okpara 7 4 57.1 
East   Univ.  of     

Agriculture, 
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   Umudike     

  31 Abia State Univ. 7 4 57.1 
   Uturu     

 Anambr 32 Nnamdi Azikiwe 22 10 45.5 
 a  University, Awka    

  33 ChukwuemekaOdi 12 10 83.3 
   megwuOjukwuUli    

   .  (Anambra State    

   Univ)     

 Ebonyi 34 Federal Univ., 4 3 75 
   Ndufu-Alike     

  35 Ebonyi State 14 8 57.1 
   University,     

   Abakaliki     

 Enugu 36 University of Nige 45 37 82.2 
   ria, Nsukka     

  37 Enugu State  12 9 75 
   Univ of Science &    

   Technology     

 Imo 38 Federal Univ.    of 29 24 82.8 
   Tech, Owerri    

  39 Evan Enwerem 15 7 46.7 
   University     

   (Imo State Univers    
   ity), Owerri     

South Ekiti 40 Federal  5 4 80 
West   University,     
   OyeEkiti.     

  41 Ekiti State  12 8 66.7 
   Univ, Ado Ekiti    

 Lagos 42 University of 32 27 84.4 
   Lagos     

  43 National Open 14 11 78.6 
   University of    

   Nigeria, Lagos.    

  44 Lagos State  17 10 64.7 
   Univ. Ojo, Lagos.    

 Ogun 45 Federal Univ. of A 25 12 48 
   griculture     
   Abeokuta.     

  46 OlabisiOnabanjo 15 8 53.3 
   Univ Ago-Iwoye    

  47 Tai Solarin  9 9 100 
   Univ. of     

   Education, Ijebu-    
   Ode     

 Ondo 48 Federal Univ. of 14 10 71.4 
   Technology,     
   Akure     

  49 AdekunleAjasin U 9 7 77.8 
   niv., Akungba.    

  50 Ondo StateUniv of 7 5 71.4 
   Sc & Tech.     

 Osun 51 Obafemi Awolow 22 17 77.3 
   oUniv, Ile-Ife    

  52 Osun State Univ., 11 9 81.8 
   Oshogbo     

 Oyo 53 University of 32 23 71.9 
   Ibadan     
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54 LadokeAkintola U16 12 75 

 niv.of Technology,   

 Ogbomoso   

Total 923 620 67.2   
Source: University Libraries Surveyed 

 
 
 

 
Table 2: Demographic characteristics of respondents 

S/ Demography Freq. % 
N    

1. Gender   

 Male 353 56.9 
 Female 267 43.1 
 Total 620 100.0  

2. Marital status 

Single 114 18.4 
Married 455 73.4 
Divorced 33 5.3 
Widowed 18 2.9 
Total 620 100.0  

3. Age of respondents 

Below 30 105 16.9 
31-40 186 30.0 
41-50 206 33.2 
51-60 116 18.7 
Above 60 7 1.1 

Total 620 100.0 
4. Educational qualification 
 BSc/BA 92 14.9 
 BLIS 128 20.6 
 MSc/MA 49 7.9 
 MLIS 312 50.3 
 PhD 39 6.3 
 Total 620 100.0 

5. Designation   
 Assistant Librarian 170 27.4 
 Librarian II 133 21.5 
 Librarian I 133 21.5 
 Senior Librarian 81 13.1 
 Principal Librarian 64 10.3 
 Deputy Librarian 27 4.4 
 University Librarian 12 1.9 
 Total 620 100.0 

 
6. Length of service 

Below 6 years 213 34.4 
6-10 years 156 25.2 
11-15 years 108 17.4 
16-20years 52 8.4 
21-25 years 23 3.7 
26-30 years 54 8.7 
Above 30 years 14 2.3 
Total 620 100 

   

 
 
 
 
 
 
 
 
 
 
 
 
 

Table 3: Degree of job satisfaction of the respondents 
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S/NStatement VHD HD LD NA M SD AM 
 (%) (%) (%) (%)     

a. Employee recognition 

i. My opinion on work issues is respected 385 171 60 4 3.51 0.695 
  (62.1) (27.6) (9.7) (0.6)   

ii. I am allowed to use my initiative on the job 355 206 53 6 3.47 0.692 
  (57.3) (33.2) (8.5) (1)  3.48 
iii. I am well respected 343 220 50 7 3.45 0.691 
  (55.3) (35.5) (8.1) (1.1)   

b. Good leadership styles       
i. My immediate boss is caring and considerate 296 246 66 12 3.33 .0.743 
  (47.7) (39.7) (10.6) (1.9)   

ii. My immediate boss is interested in my career progress 282 279 41 18 3.33 0.727 
  (45.5) (45) (6.6) (2.9)  3.33 
iii. Leadership style is generally democratic in my library 294 240 78 8 3.32 0.741 
  (47.4) (38.7) (12.6) (1.3)    
c. Employee promotion opportunities 

i. My promotion boosts the level of my job performance 308 224 60 28 3.31 0.824 
    (49.7) (36.1) (9.7) (4.5)   

ii. My promotion corresponds with the level of my input in 279 230 85 26 3.23 0.839 
 the library (45) (37.1) (13.7) (4.2)  3.25 
iii. My boss recommends me for promotion regularly 262 271 53 34 3.23 0.823 
    (42.3) (43.7) (8.5) (5.5)   

iv. My promotion is regular 258 249 99 14 3.21 0.789 
    (41.6) (40.2) (16) (2.3)    
d. Remuneration 
i. My present designation in the library corresponds with 315 212 67 26 3.32 0.828 
 my current salary. (50.8) (34.2) (10.8) (4.2)`   

ii. I get salary increment as at when due. 319 199 60 42 3.28 0.897 
  (51.5) (32.1) (9.7) (6.8)   
iii. My salary is regular and it is been paid as at when due 277 258 63 22 3.27 0.785 
  (47.7) (41.6) (10.2) (3.5)   

iv. My salary corresponds with the level of my input in the 295 217 68 40 3.24 0.888 
 library (47.6) (35) (11) (6.5)  3.21 
v. The  allowances  paid  to  me  are  the  same  with  other 309 191 74 46 3.23 0.929 
 faculty staff of the university (49.8) (30.8) (11.9) (7.4)   
vi. My salary is enough to meet all my basic needs. 241 255 75 49 3.11 0.903 
  (38.9) (41.1) (12.1) (7.9)   

vii. Some allowances are paid to other academic members 263 199 82 76 3.05 1.023 
 without paying such to librarians in my university. (42.4) (32.1) (13.2) (12.3)    
e. Conducive work environment 

i. I have the resources I used to work effectively 271 251 89 9 3.26 0.755 
  (43.7) (40.5) 14.4) (1.5)   

ii. I am happy to go to work everyday 272 233 88 27 3.21 0.844 
  (43.9) (37) (14.4) (4.4)  3.20 
iii. My office is air-conditioned 291 186 101 42 3.17 0.936 
  (46.9) (30) (16.3) (6.8)   

iv. My work mates are friendly 275 216 69 60 3.14 0.961 
  (44.4) (34.8) (11.1) (9.7)   

f. Career advancement opportunities       

i. I    amsponsoredby    thelibrary    tolocal 291 199 110 20 3.23 0.852 
 conferences/workshops (46.9) (32.1) (17.7) (3.2)   

ii. I am allowed to attend conferences/workshops 280 227 80 33 3.22 0.865 
  (45.2) (36.6) (12.9) (5.3)   
iii. My boss encourages and seats with me to plan my career 256 172 161 31 3.05 0.933 
 development (41.3) (27.7) (26) (5)  3.13 
iv. I am sponsored by the library to international conferences 248 196 101 75 3.00 1.024 
  (40) (31.6) (16.3) (12.1)    
Key: VHD = Very High Degree, HD = High Degree, LD = Low Degree, NA = Not At All, M = Mean, SD = Standard Deviation; AM = 

Average Mean 

 

Research question 1: What is the degree of job 
satisfaction of librarians in public university 
libraries in Nigeria? 

 

The data in Table 3 are used to answer this 
question. 

 

It can be deduced from Table 3that librarians 
in Nigerian universities considered their 

 
 

degree of job satisfaction to be high judging by 
the average mean score of 3.13 on the scale of  
4. They considered their being recognised by 
the authorities as well as the good leadership 

styles that were practised as the most 
important reasons for their job satisfaction in 

the university system. Each had average mean 
scores of 3.48 and 3.33 respectively. 

Specifically, librarians were satisfied with 
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their job as their opinions on work related 

issues were respected (mean = 3.51), followed 

by the revelation that most librarians working 

in the university libraries were allowed to use 

their initiatives on some complex jobs (mean = 
3.47).Also, it was revealed that their 

immediate boss showed keen interest in their 

career development efforts (mean = 3.33) so as 

to improve their productivity. Other degrees of 

satisfaction enjoyed by librarians in the 

university libraries were their promotion 

opportunities (average mean = 3.25), 

remuneration (average mean = 3.21), 

conducive work environment (average mean = 

3.20) as well as career advancement 

opportunities (average mean = 3.13). 

 
 

 

Specifically, promotions privileges that 
librarians enjoyed in their various university 

libraries boosted their level of their job 
performance (mean = 3.31), it was revealed 

that their immediate bosses regularly 
recommended them for promotion to the next 

position they were to occupy in their libraries 
(mean = 3.23), among other details. 

 

Research question 2: What challenges face 
librarians‟ job satisfaction and productivity 
in public university libraries in Nigeria? 

 

The data in Table 4 are used to answer this 
question. 

 

 
Table 4: Challenging issues affecting job satisfaction of librarians 
S/N Challenges   VGE(%) GE(%) ME(%) NE(%) M SD AM 
i. Non-payment of similar 264(42.6) 209(33.7) 85(13.7) 62(10) 3.09 0.978  

 allowances payable   to other        

 academic staff in the university        

ii. Lack of employee recognition 273(44) 192(31) 88(14.2) 67(10.8) 3.08 1.005  

iii. Marginalization of  librarians  by 266(42.9) 190(30.6) 85(13.7) 79(12.7) 3.04 1.037  

 the university authority.         

iv. Irregular  payment  of  salary  and 269(43.4) 172(27.7) 107(17.3) 72(11.6) 3.03 1.035  

 wages           

v. Lack of conducive work 256(41.3) 194(31.3) 101(16.3) 69(11.1) 3.03 1.011  

 environment in my university       3.02 
vi. Irregular promotion opportunities 237(38.2) 221(35.6) 93(15) 69(11.1) 3.01 0.989  

vii. Lack of effective job design that 250(40.3) 200(32.3) 96(15.5) 74(11.9) 3.01 1.018  

 would  enable  library services  to        

 be effectively carried out         

viii. Inadequate provision for my basic 218(35.2) 236(38.1) 111(17.9) 55(8.9) 3.00 0.942  

 needs by the organization         

ix. Inadequate  security  of  lives  and 221(35.6) 248(40) 65(10.5) 86(13.9) 2.97 1.009  

 library resources         

x. Undemocratic leadership styles in 236(38.4) 196(31.6) 114(18.4) 74(11.9) 2.96 1.021  

 my library           
Key: VGE = Very Great Extent; GE = Great Extent; ME = Moderate Extent; NE = Not Extent; M = Mean; SD = Standard Deviation; AM = 

Average Mean 

 

Table 3 reveals that librarians in Nigerian 

Universities considered those issues affecting 

librarians‟ job satisfaction and productivity to 

be high judging by the average mean score of 

3.02 on the scale of 4. Major challenging 

issues facing Nigerian university librarians 

were non-payment of similar allowances 

payable to other academic staff (mean = 3.09), 

lack of employee recognition (mean = 3.08) 

and marginalization of librarians by the 

university authorities (mean = 3.04), irregular 

payment of salary and wages (mean = 3.03), 

lack of conducive work environment (mean = 

3.03).  
Others were irregular promotion 

opportunities (mean = 3.01), lack of effective 
job design (mean = 3.01), inadequate provision 
of basic needs to librarians (mean = 3.00), 

 
inadequate security of lives and properties 
(mean = 2.97) as well as undemocratic 
leadership styles (mean = 2.96). 

 

Discussion  
This section discusses the major findings of 
this study in relation to past studies. The 
discussion is done according to the research 
questions.  

The data used to answer Research 

question one showed that librarians considered 

their being recognised by the authorities as 

well as good leadership styles that were 

practised as the greatest measures of their job 

satisfaction in the university system. The 

results were supported by the submissions 

ofSingh and Jain (2013);Chuks-Ibe and 

Ozioko, 2014; Noor et al, 2015 who submitted 

thatjob satisfaction of an employee in the 
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organization was the collection of positive 
and/or negative feelings that an individual 

holds toward his or her job. They reported that 
achievement depends on employee satisfaction 

and in turn contribute to organizational success 
and growth. They concluded in their studies 

that job satisfaction boosts productivity of 
employees in the organization.The findings 

were also supported by Russell (2008) as well  
as Massachusetts Institute of 
Technology(2014) who submitted in their 

findings that employee recognitionwas a 

motivational element that could be applied in 

the managerial level to motivate the employees 

for better job performance and being more 

innovative. They further stressed that 

recognition was a positive feedback that 

enabled employees to know that they were 

valued and appreciated by their employers and 

co-workers.  
Results on research question two 

showed that librarians were facing some 

challenges that affected their level of job 
satisfaction and productivity in the university 

libraries.Specifically, it was showed that non-

payment of similar allowances payable to 

other academic staff followed by inadequate 

employee recognition and marginalization of 

librarians by the university authority greatly 

affected job satisfaction of librarians in the 

university. It could be reiterated here that job 

satisfaction of employees plays a crucial role 

in determining the general output of workers 

in any organization. “Job is an occupational 

act that is carried out by an individual in return 

for a reward” while satisfaction is “the way 

one feels about events, rewards, people, 

relation and amount of mental gladness on the 

job” (Somvir&Kaushik, 2012, p.1). In other 

words, job satisfaction of workers in any 

organization especially the university library, 

is the pivotal of its growth and development. 

Therefore, job satisfaction is important to 

librarianship as it is to other professions 

(Murray, 1999). Librarians like other faculty 

members in the university, should be made to 

enjoy job satisfaction factors that would enable 

them to be more productive in the university 

library.  
The study revealed unequal payment 

of allowances payable to other academic staff 
in the university as the highest problem 

affecting job satisfaction of librarians in most 
enhances productivity of workers in any 

organization especially in the public university 

 
 

 

university libraries. This finding confirmed the 

submission of Nwosu et al (2013) that 

majority of librarians in Nigeria were being 

poorly paid and motivated. Unfortunately, 

some public university authorities maintained 
segregation administrative system; they were 

not treating their faculty members equally; 

there were some allowances paid to lecturers 

which were regarded by the university 

management as “core academic staff” but 

which were not paid to the librarians. It could 

be noted that with such composition, the 

morale of librarians in such university would 

be low and this would as well affected the 

level of their job satisfaction and productivity. 

It showed that librarians were not recognized 

as full academic staff of the university 

management and they were being treated as 

second class academic staff in the same 

university. Hence, this apartheid management 

style must stop; if not there would be high rate 

of staff turnover in the public university 

library.  
Thus, job satisfaction enhances 

productivity of workers as well as growth and 

development of any organization especially in 

the public university libraries as a satisfied 

worker is a happy and productiveworker. In 

contrary, Ademodi and Akintomide (2015) 

posited that a dissatisfied worker will either 

resign his or her appointment from the 

organization or constitute nuisance to the 

organization and this will encourage 

inefficiency and low productivity or 

commitment. It is therefore expedient for every 

“manager to take initiative in finding out those 

factors that improve job satisfaction of the 
subordinates” (Vijayabanu&Swaminathan, 

2016, p. 1638) in order to boost productivity 

and enhances retention of the experienced 

workforce in the organization. 

 

Conclusion  
The study had succeeded in disabusing the 
earlier submission of low level job satisfaction 

and productivity of library personnel judging 

from its findings. It was directed towards 

librarians‟ welfare and personal issues job 

satisfaction. The study established that job 

satisfaction will positively affect the general 

productivity of librarians in the Nigerian public 

university libraries.Besides, the study 

confirmed the assertion that job satisfaction 
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libraries as a job satisfied librarian is a happy 
and productivelibrarian. Therefore, in the 

public university institutions, the welfare of 
librarians should be taken seriously. They 

should be adequately and fairly motivated so 
as to enable them discharge their duties 

effectively. It is expedient for the university 
authorities to seek and put in place those 

motivating factors that would enhance job 
satisfaction of workers in the university  
community.Hence, the findings and 
recommendations that emanated from this 
study would be relevant to our local needs in 
Nigeria.  

Based on the findings and of this 
study, the followingrecommendations are 
hereby set forth:  

1. Lower level of career advancement 

opportunities when compared with 

employee recognition job satisfaction 

factor, suggests that librarians may 

lack adequate sponsorship to attend 

international conferences. It is 

recommended that the university 

authorities should allocate reasonable 

fund in her annual budget mainly for 

sponsoring librarians to attend both 

local and international conferences, 

seminars, and workshops in order to  
2. equip them to effectively discharge 

their professional duties. 

 

3. The study revealed that job 

satisfaction of librarians in most 

Nigerian public university libraries 

were being challenged by non-

payment of similar allowances payable 

to other academic staff as well as 

inadequate employee recognition and 

marginalization of librarians by the 

university authorities. The university 

authorities should mete out equal 

treatment to every academic staff and 

none should be marginalized nor given 

higher priority over the others. In other 
words, no academic staff should be 

treated as a core staff or regarded as a 

very important personality (VIP) over 

the others. Hence, they should be paid 

equal salaries and allowances in line 

with the government approved salary 

structures. Also, librarians should be 

given adequate recognition as 

custodians and managers of 

information resources needed in 

 
 

 

supporting the curricula of each 
academic programme in the university 
system. 
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