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Abstract

The purpose of this study was to reconnoiter the effects of library personnel work attitude and motivation as 
correlates of job performance in a survey of public libraries in Kwara state, Nigeria. This study employed 
a descriptive survey method of correlational type. This study applied an enumeration survey technique or 
total census to all library personnel in a nominated public library in Kwara State of Nigeria. This study 
employs three objectives to guide the study. Findings showed that library personnel had a good attitude about 
their jobs, and library personnel work motivation showed that employees in the library are provided with 
good working materials, and their workplace’s management provides library personnel with opportunities 
for training and development. Also, the study on the job performance of library personnel found that library 
personnel set reasonable priorities for task completion, and personnel is always on time for deadlines and 
completion of tasks. Conclusively, years of experience at a job correlate significantly with job performance, 
whereas work attitudes and motivation do not correlate significantly. Based on the results, this study suggests 
a good relationship between library management and personnel to ensure a positive working attitude. Also, the 
library personnel should be able to establish a good working relationship to reduce the possibility of turnover.

Keywords: Job performance, Library personnel, Motivation, Public Libraries, Work attitude, Work motivation.
How to cite: Bankole, Q. A, Akanbi, M. L., Sulaiman, K. G. 2023.“The Correlation of Library Personnel 
Motivation Work Attitude and Work Motivation to Job Performance in Nigeria.” Insaniyat: Journal of Islam 
and Humanities 7(2), 141-156. https://doi.org/10.15408/insaniyat.v7i2.28344

Introduction
Public libraries are important because they are government agencies that collect, organize, 
and disseminate information resources. This, in turn, depends on the library personnel 
responsible for providing constructive and coherent library services. Any library’s heads 
want their personnel to be productive and effective. The reason for this is that the best 
achievement of a library is to serve the needs of all categories of users, which is referred to 
as the library’s goal and objective. Public libraries have made significant contributions to the 
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development of their community in all aspects, including teaching, learning, and the state’s 
social, political, and economic development. There are two types of staff at the library: non-
professional and professional. The researchers further stated that librarians (i.e., university 
degree holders) make up the professional staff of a library. In contrast, non-professional staff 
members include library officers, library assistants, and support staff, including porters, IT-
specialist, word processors, maintenance personnel security guards, and message-bearers. 
Professionals and non-professionals collaborate to ensure the library provides the services 
the parent institution requires (Ndulaka, 2018).
 The term “attitude” is still used to describe a person’s propensity toward a thing, 
person, or group that affects how they react to it—whether that reaction is enthusiastic or 
ill-disposed, optimistic or pessimistic. In other words, an attitude is a persistent attitude 
toward somebody or objects typically expressed in behaviour (Chithra, 2018). The degree to 
which an employee empathizes with and is invested in their job is referred to as their “work 
attitude,” as well as their affective and evaluative reactions. People’s attitudes can affect 
how they behave in intimate and public settings, which can be beneficial or adverse (Val 
and Kemp, 2012). This problem is because when someone exhibits a certain attitude toward 
something, they might not respond to reality but rather to their image of it. According to 
Nwanzu and Bojeghre (2016), work attitudes often comprise work happiness, involvement, 
and organizational commitment. Susanty, Miradipta, and Jie (2013), in their survey, made 
a note of the respondents’ favorable work attitudes. People’s attitudes show their feelings 
regarding a specific object or subject, so we should know this. Therefore, the term “work 
attitude” was used to describe a person’s attitude toward their work in terms of how they feel, 
what they believe, what is best suited, and how they behave.
 Shkoler and Tziner (2020) asserted in general and categorically that the superior must 
utilize a management style using the proper technique that best matches the departmental 
situation when working together in any work environment. For example, the head of libraries 
must use a good leadership style best suited to library operations, which will improve the 
library personnel’s good work attitude. Consequently, in the workplace, attitude is crucial. 
It benefits both the organization and the individual employees. Organizations that promote 
positive workplace attitudes among their employees improve communication efficiency, 
teamwork, and collaboration. As a result, their employees have increased morale, reduced 
stress, and are more productive. Employees’ fatigue and anxiety levels are reduced due 
to their upbeat attitude, as they are motivated and innovative in carrying out their duties. 
Reduced stress leads to decreased absenteeism (Fallah, 2017).
 Tania (2017) argues that motivation is the circumstance that motivates personnel to 
accomplish organizational objectives. The process of directing the inherent dynamism of the 
learner toward several aims or targets is known as motivation (Bamigbose & Ladipo, 2017). 
Additionally, they claimed that in the workplace, in this case, a public library, motivation is 
a mental sensation that activates action, offers its purpose, and guides enthusiastic actions. 
Internal and external motivations are the two main categories used to describe motivation. 
Internal motivation is defined as motivation that results from completing an activity (Ledford, 
Gerhart & Fang, 2013). That is why Hassan and Romle (2015) postulated that personnel 
could be encouraged to complete an assignment since it makes them feel successful, 
competent, and fulfilled. Instead, external motivation originates from elements unrelated to 
the individual. It develops because of hoping to be rewarded externally for successful work 
through compensation, gains, enticement, advancement, and acknowledgement. According 
to Komolafe and Gbotosho (2019), motivation factors include pay and benefits, recognition 
for services rendered, financial incentives, appreciation, and favourable working conditions. 
The researcher further stated that in addition to financial incentives, the library might use 
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additional motivational strategies to boost personnel confidence, enable them to perform more 
effectively and help the facility and its patrons. The working environment may positively or 
negatively impact how well library personnel accomplish their duties. Library personnel 
would function more effectively if given the right conditions, such as a cosy workplace with 
enough space, computers, and the internet (Agada & Tofi, 2020).
 Work motivation is one of the essential determinants of individual achievement in an 
organization. The impact of work motivation is the creation of employee work passion so that 
employee work productivity will increase. It is a set of behaviors that make someone want 
to work and provide a basis for someone to act specifically according to the goals directed 
(Dharma, 2018). Good work motivation can positively impact the formation of knowledge-
sharing behavior and is proven to improve employee performance. The measurement of 
work motivation, which is reflected through task orientation, time utilization, leader 
trust, discipline, and appreciation, has a vital influence in enhancing library personnel’s 
performance. Results of this research note that work motivation is reflected more by awards, 
with a value of 81.5% given to employee performance. However, the empirical facts on 
respondents’ responses are that work motivation is reflected mainly by colleagues who are 
the biggest motivation (Iman et al., 2021). Olagoke and Adeyeye (2020) claimed that when 
it comes to “financial rewards,” the level of work motivation is exceptionally high, implying 
that the personnel of the library value money benefits because they outweigh all other forms 
of encouragement. Work motivation is an incentive that encourages library personnel to 
carry out a task with diligence (Ali & Ahmed, 2016). Therefore, the library must be aware of 
the kinds of motivational variables that will aid the library personnel in doing well if it wants 
them to be successful information professionals and assist the institution in reaching its 
goals. The library is an effective place for motivation when employees are content, engaged 
at work, and liberated from their obligations.
 Fattah (2017) defines job performance as completing primary tasks based on 
employees’ expertise toward accomplishing organizational goals. More so, Lyida (2015) 
found that financial incentives further increased the job performance of library personnel 
but did not increase job satisfaction. The Nigerian Librarians’ Registration Council (2014) 
states that the qualifications and attributes that library personnel should possess and exhibit 
while carrying out their tasks can be used to gauge the library’s personnel performance. 
Competencies include intellectual ability, technical knowledge, skills needed, and observable 
behaviors. Academic ability, technical knowledge, skills required, and observable behaviors 
are examples of competencies. Anyim (2021b) uses librarian job performance as a gauge for 
the efficiency of library service delivery in the library system.
 Consequently, at the Medan City Library and Archives Office, employee performance 
is significantly impacted by work motivation, according to Ginting and Sihombing (2021). 
This research demonstrates that employees at the Medan City Library and Archives office may 
perform better if they are motivated at work, and the workplace supervisor is approachable 
and able to give guidance, resulting in this personnel being more enthusiastic about their 
work and achieving more with library personnel to timely completion of the personnel job. 
Rahsel (2016) asserts that work motivation positively and significantly impacts performance. 
As a result, the more motivated you are at work, the better your performance will be. Also, 
performance levels are inversely correlated with work motivation levels. Performance and 
work motivation are related because they demonstrate how motivated employees are to 
achieve maximum results, illustrating how the effects work.
 Nevertheless, one crucial issue needs more inspection: what significant effects do work 
motivation and attitude have on the job performance of personnel in selected Kwara State 
public libraries in Nigeria? Employee work attitude and motivation are crucial in libraries, 
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just as in any other organization. Existing literature contends that employee motivation is 
critical to effective performance. Unfortunately, research on using motivation to get the most 
out of library personnel is lacking, especially in public libraries. Similarly, pertinent analyses 
regarding work attitudes, motivation, and performance have been undertaken in professional 
environments, although this research is rare in information institutions like libraries, archives, 
museums, and resource centers.
 The broad objective of the study is to examine the library personnel’s work attitude 
and work motivation as correlates of job performance in selected public libraries in Kwara 
State, Nigeria. This study aims to assess the work attitude of librarians in public libraries in 
Kwara State, Nigeria;  then to determine the level of work motivation of librarians in public 
libraries in Kwara State, Nigeria; and finally to assess the level of performance of librarians 
in public libraries in Kwara. States, Nigeria.
 At a significance level of 0.05, the research hypotheses were evaluated as follows: first, 
there is no significant relationship between years of work experience and job performance 
of library personnel in the public libraries in Kwara State; second, there is no significant 
correlation between work attitude and job performance of library personnel in the public 
libraries in Kwara State; third, there is no significant relationship between work motivation 
and job performance of library personnel in the public libraries in Kwara State; and fourth 
there are no significant effects of work attitude and work motivation on the job performance 
of library personnel in selected public libraries in Kwara State.

Method
This study uses a descriptive survey design of a correlational type; because it provides 
for using a questionnaire as a data collection tool, the descriptive survey design was 
deemed appropriate for this study. This design was used because, among other things, it is 
appropriate for studying and analyzing relationships among a large number of respondents 
or a geographically dispersed targeted population. It enabled the accurate and impartial 
measurement of the structures’ dimensions of library personnel’s work attitude, work 
motivation, and job performance of library personnel. The population represents the entire 
population from five selected public libraries in Kwara State to serve as the study’s target 
population, which consists of librarians and library officers in Kwara State Library Board, 
Ilorin; National Library of Nigeria, Kwara State Branch, Ilorin; Offa Township Library, Offa; 
Tunde Idiagbon Library, Ilorin; and Awiye Memorial Town Library and Museum, Ijomo-Oro. 
(See table 2). The total enumeration technique or census survey was employed to choose 
35 librarians and 66 library officers in Kwara State’s five (5) participating public libraries. 
Since the study’s target population isn’t too big for the researcher to cover, this research uses 
the total enumeration approach or census survey. A questionnaire titled Library Personnel 
Work Attitude, Work Motivation, and Job Performance (LPWAWMJP) Questionnaire was 
used to collect data for this study. The questionnaire items were explicitly designed to 
achieve the study’s objectives, total items comprising 32. Library and information research 
experts ensure the validity of the questionnaire instrument, and modifications to the research 
instrument are carried out based on expert observations, suggestions, and comments. This 
determined that the instrument had facial and content validity, confirming its suitability for 
this study. The questionnaire was administered to 20 librarians from the Lagos State Library 
Agency in Ikeja in this study to ensure the reliability of the questionnaire used to collect data.
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Table 1. 
The output of the test-and-retest analysis of the research instrument

Parts Numbers of Items Cronbach Alpha
Part1 12 0.731
Part2 15 0.832
Part3 5 0.841

Overall reliability 30 0.801

 The two-week interval retest method was used. The collected responses were 
then subjected to Cronbach alpha. The overall reliability coefficient of the entire 32-item 
instrument was 0.801 Cronbach’s α. This output test is considered high enough, confirming 
the questionnaire’s reliability for use in the study. Table 1 contains the reliability coefficient 
for each sub-scale. The researcher and two research assistants administered the questionnaire 
on work attitude, motivation, and performance to the respondents in their respective libraries 
to make administration more accessible and to ensure a high response rate. 

Table 2.
The distribution of questionnaires in each participating library

S/N Name of libraries Librarians Library Officers Total
1 A 25 33 58
2 B 5 3 8
3 C 2 8 10
4 D 1 16 17
5 E 2 6 8

Grand Total 35 66 101

 The questionnaires were distributed during library hours because that was the most 
convenient time to contact library personnel. The respondents were given 101 questionnaires. 
They were distributed, and responses were collected as soon as they were finished. The 
respondent’s cooperation and the research assistants’ efforts ensured that the exercise went 
off without a hitch. Ninety-six copies of the questionnaire were returned and correctly 
filled, for a response rate of 97%, which was used in the analysis. Table 2 summarizes the 
administration of the questionnaire in each participating public library. 

Results and Discussion
The following section presents the results of the study along with their explanation and 
discussion. Descriptive statistics such as frequency counts, percentages, mean, and standard 
deviation were used to analyze the respondents’ bio-data and answer research questions 1-3. 
Furthermore, Pearson Product Moment Correlation and Multiple Regression Analysis are 
inferential statistics used to analyze research hypotheses 1–4 at a significance level of 0.05.

Table 3. 
The gender distribution of respondents

S/N Gender Frequency Percentage (%)
1 Male 60 62.5
2 Female 36 37.5

Total 96 100.0
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 The gender distribution of the respondents, as revealed in Table, has 60 (62.5%) 
males and 36 (37.5%) females. This result implies that the vast majority of those polled were 
men.

Table 4. 
The age distribution of respondents

S/N Age Frequency Percentage (%)
1 less than 30 11 11.5
2 31-40 65 67.7
3 41-50 15 15.6
4 51-60 5 5.2
5 60 and more 0 0

Total 96 100.0

 The respondents’ age distribution is displayed in Table 4. 65(67.7%) of the population 
is between the ages of 31 and 40, while 15(15.6%) is between the ages of 41 and 50. However, 
the older respondents—those over the age of 51—and the younger respondents—those under 
the age of 30—amount to roughly 5 (5.2%) and 11 (11.5%), respectively.

Table 5.
 The distribution of educational qualifications of respondent

S/N Educational Qualification Frequency Percentage (%)
1 ND 29 30.2
2 HND 37 38.5
3 BSc 24 25.0
4 MSc 6 6.3
5 PhD 0 0

Total 96 100.0

 The distribution of respondents in Table 5 exhibits the academic qualifications. They 
are ND and HND holders in the majority. 37 (38.5%) respondents have an HND, while 29 
(30.2%) are ND holders. However, 24 (25.0%) respondents hold a BSC, 6 (6.3%) hold an 
MSc, and none possess a PhD.

Table 6. 
The years of work experience distribution of respondents

Years of experience at work Frequency Percentage (%)
1 1-5 29 30.2
2 6-10 41 42.7
3 11-15 11 11.5
4 16-20 9 9.4
5 21-25 4 4.2
6 26-30 2 2.1

Total 96 100.0

 For your convenience, the respondents’ years of work experience are in Table 6. 
According to the results, 11(11.5%) have 11-15 years of job experience, 9(9.4%) have 16-20 
years of work experience, 4(4.2%) have 21-25 years of work experience, and 2(2.1%) have 
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26-30 years of work experience. The remaining 29(30.2) have 1-5 years of work experience. 
This result suggests that most responders had six to ten years of job experience.

Table 7. 
Allocation based on the professional status of the respondent

S/N Professional Status Frequency Percentage (%)
1 Librarian 29 30.2
2 Library Officer 67 69.8

Total 96 100.0

 The distribution of responders by professional status is shown in Table 7. The results 
showed that 29 (30.2%) responders are librarians or professionals, while 67 (69.8) are library 
officers or paraprofessionals. The result means that library officers comprised most of the 
sampled respondents.

Library Personnel’s Work Attitude
In a working environment, attitude is crucial. Constructive attitudes can boost efficiency 
and improve library personnel relationships. Individuals must maintain a positive attitude if 
they want to work in an environment where employees are motivated and empowered (Chi-
thra, 2018). The assumption that librarians have a positive work attitude is when they enjoy 
their work, are happy to help one another and take their work seriously (Judge & Kammey-
er-Mueller, 2012). 
 Onwubiko (2019) affirmed that the most crucial element for efficient library services 
in a learning environment is the work attitude. If the library is to meet its stated goals, per-
sonnel attitudes toward their jobs must be constructive. Imperatively, the library’s primary 
tool for promoting its services to the public continues to be the staff members’ good attitudes 
toward their jobs, as failing to do so puts the library’s efficient operation and management at 
risk. Chukwusa (2019) concluded that the library personnel had a favourable opinion of the 
democratic leadership style used by the university librarians and had a good attitude toward 
their work.
 Vijayabanu and Swaminathan (2016) asserted that it is the responsibility of the man-
agement to take the lead in identifying the elements that will increase employee motivation 
and job satisfaction to increase efficiency and strengthen the company’s ability to retain 
skilled employees. One may contend that attitudes about employment are societal attitudes 
as well. Work attitudes are multi-step concepts with traits (constant individual variations) 
and states (variance within individuals) features. Judge and Kammeyermueller (2012) stated 
that people’s active hours are mostly spent at work, it’s an important part of who they are, 
and how they treat their jobs has a big impact.

Table 8. 
Library personnel work attitude average and standard deviation values in Kwara 

State public libraries
S/N Work Attitude Items SA A U D SD Mean SD

a I despise my job as a library personnel. 0(0) 15(15.6) 0(0) 19(19.8) 62(64.6) 4.33 1.08

b It’s a pleasure to work in my library. 28(29.2) 57(59.4) 11(11.5) 0(0) 0(0) 1.82 0.61

c The library is where I spend most of my time. 29(30.2) 47(49.0) 5(5.2) 15(15.6) 0(0) 2.06 0.99

d I gladly accept and discharge any responsibility that is 
mine to complete.

31(32.3) 65(67.7) 0(0) 0(0) 0(0) 1.68 0.47

e I put in more effort than is expected of me at work. 16(16.7) 56(58.3) 7(7.3) 17(17.7) 0(0) 2.26 0.94

f Most of my time is spent chatting with my friends 
during work hours.

4(4.2) 28(29.2) 0(0) 37(38.5) 27(28.1) 3.57 1.28

g I hate working under pressure. 12(12.5) 45(46.9) 0(0) 7(7.3) 32(33.3) 3.02 1.54
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h My job is closely supervised. 9(9.4) 27(28.1) 14(14.6) 31(32.3) 15(15.6) 3.17 1.26

i I always get constructive feedback about my work 19(19.8) 3(3.1) 0(0) 27(28.1) 47(49.0) 3.83 1.54

j I always know when changes that affect my work are 
conducted

25(26.0) 43(44.8) 0(0) 24(25.0) 4(4.2) 2.36 1.23

k I think my work is appreciated 26(27.1) 40(41.7) 0(0) 30(31.3) 0(0) 2.35 1.18

l I think the organization cares about me as an employee 0(0) 26(27.1) 0(0) 50(52.1) 20(20.8) 3.67 1.09

Grand Total

Table 8 revealed that the work attitudes of library personnel in public libraries in 
Kwara State, Nigeria were - I despise my job as library personnel (𝑥̄=4.33, SD =1.08); I 
always get constructive feedback about my work (𝑥̄=3.83, SD = 1.54); I think organization 
cares about me as an employee (𝑥̄=3.06, SD =1.09); during work hours, almost all of my 
time is spent chatting with my friends. (𝑥̄=3.57, SD = 1.28); my job is closely supervised. 
(𝑥̄=3.17, SD =1.26) I hate working under pressure (𝑥̄=3.02, SD =1.54).

The outcome of the findings on work attitude of library personnel, it was found 
that that the library personnel had positive work attitude. This showed that they like their 
work as library personnel; they always get constructive feedback about my work; they think 
the organization cares about me as an employee; and the library personnel job is closely 
supervised. This study is in agreement with Susanty, et al. (2013), and Chukwusa (2019) 
in their survey, they made note of the respondents’ favorable work attitudes. A person’s 
attitude shows their feelings regarding a specific object or subject, so we should be aware 
of this. Therefore, the term “work attitude” was used to describe a person’s attitude toward 
their work in terms of how they feel, what they believe, and how they behave. This was also 
in line with Chithra (2018) that most employees have a positive attitude toward their job. 
However, some employees believe that better pay, incentives, and other benefits will lead 
to better work performance and a more positive attitude. Above all, self-confidence and an 
optimistic outlook can improve employees’ attitudes toward their jobs.

Work Motivation and Library personnel
Motivation is everything a manager is aware of that influences the direction and rate at 
which an employee exhibits a complete dedication to the success of the company (Al-Madi, 
et al., 2017). Kuranchie-Mensah and Amponsah-Tawiah (2016) asserted that intrinsic and 
extrinsic are the two main categories of motivation. This demonstrates that various incentives 
have varying effects on library personnel motivation, which over time may translate into 
organizational commitment. It may be possible for the administrator of the library to establish 
a workplace that will enhance the efficiency and motivation of library personnel by taking 
advantage of Lilin (2018) discovery that there is a relationship between job happiness and 
work motivation.
 Any firm must have employees who are motivated at work since it influences their 
output, loyalty, and efficiency (Salleh et al., 2016). According to Al-Madi et al. (2017), 
companies must pay specific attention to motivating their human resources if they want 
to maintain their competitiveness, withstand challenging days, and get the full dedication, 
ability, and advantages from their staff. A disgruntled and demoralized employee might 
also leave the company or cause trouble, which also promotes inefficiencies, reduced 
performance, or dedication in accomplishing the institution’s aims and objectives (Ademodi 
& Akintomide, 2015).
 In any workplace, having a highly engaged team is a strategic advantage and a vital 
strategic resource (Munyua, 2017). As a result, robust and consistent motivation at all ranks 
is crucial for libraries. This would make library personnel’s delighted and motivate them to 
strive hard for both their professions and the firm. According to Dwivedula, Bredillet and 
Meuller (2013), workplace motivation is a multifaceted idea. Internal motivation depends on 
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a person’s decision to anticipate their actions, which could involve dedication, while external 
motivation is focused on a person’s understanding of the workplace setting, for instance, the 
appropriateness of incentives against the efforts made forth. 

Table 9. 
Work motivation of library personnel average and standard deviation values in in 

Kwara State public libraries
S/N Work Motivation Items SA A U D SD Mean SD
a My personal/family life and 

work life are well-aligned.
32(33.3) 45(46.9) 10(10.4) 0(0) 9(9.4) 2.05 1.13

b I am frequently 
acknowledged for a job well 
done.

17(17.7) 49(51.0) 0(0) 30(31.3) 0(0) 2.45 1.11

c Family members offer 
me encouragement and 
recognition.

23(24.0) 56(58.3) 9(9.4) 8(8.3) 0(0) 2.02 0.82

d My job and my personal 
health are a good match.

23(24.0) 51(53.1) 7(7.3) 15(15.6) 0(0) 2.15 0.96

e I can do my job without 
becoming exhausted.

20(20.8) 57(59.4) 0(0) 19(19.8) 0(0) 2.19 0.98

f I’m able to continue living in 
my current home because to 
this job.

25(26.0) 43(44.8) 15(15.6) 13(13.5) 0(0) 2.17 0.97

g I have enough emotional 
energy for the job.

21(21.9) 49(51.0) 15(15.6) 0(0) 11(11.5) 2.28 1.15

h Because of my job, I can 
adjust my hours.

15(15.6) 55(57.3) 0(0) 26(27.1) 0(0) 2.39 1.05

i Our workplace’s library 
management provides 
library personnel with 
opportunities for training and 
development.

11(11.5) 33(34.4) 24(25.0) 16(16.7) 12(12.5) 2.84 1.20

j Employees in my 
organization are entitled to 
annual leave and bonuses.

15(15.6) 27(28.1) 30(31.3) 10(10.4) 14(14.6) 2.80 1.25

k Our organization’s 
management fosters 
a positive working 
environment for its 
employees.

21(21.9) 60(62.5) 9(9.4) 2(2.1) 4(4.2) 2.04 0.88

l All employees in my 
organization are provided 
with adequate working 
materials

0(0) 14(14.6) 20(20.8) 35(36.5) 27(28.1) 3.78 1.01

m My organization offers 
flexible working hours.

12(12.5) 49(51.0) 17(17.7) 18(18.8) 0(0) 2.43 0.93

n In my workplace, all 
employees are given enough 
information to do their jobs.

17(17.7) 54(56.3) 0(0) 25(26.0) 0(0) 2.34 1.05

o In my workplace, employees 
are treated with equity, 
fairness, and justice.

18(18.8) 21(21.9) 30(31.3) 17(17.7) 10(10.4) 2.79 1.23

Weighted Mean 2.59
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 The results in Table 9 revealed that the work motivation of library personnel in the 
public libraries in Kwara State, Nigeria was - all employees in my organization are provided 
with adequate working materials (𝑥̄=3.78, SD =1.01); our workplace›s management provides 
library personnel with opportunities for training and development (𝑥̄=2.84, SD =1.20); 
employees in my organization are entitled to annual leave and bonuses (𝑥̄=2.80, SD =1.25); 
in my workplace, employees are treated with equity, fairness, and justice (𝑥̄=2.79, SD =1.23); 
I am frequently acknowledged for a job well done (𝑥̄=2.45, SD =1.11) my organization 
offers flexible working hours (𝑥̄=2.43, SD =0.93); because of my job, I can adjust my hours. 
(𝑥̄=2.39, SD =1.05); in my workplace, all employees are given enough information to do 
their jobs. (𝑥̄=2.34, SD =1.05).
 The outcome of this study also indicated that the work motivation of the library 
personnel is based on fact that all employees in my organization are provided with adequate 
working materials, their workplace’s library management provides library personnel with 
opportunities for training and development, employees in my organization are entitled to 
annual leave and bonuses, in my workplace, employees are treated with equity, fairness, and 
justice, employees are frequently acknowledged for a job well done, and my organization 
offers flexible working hours. This result is in consonant with the results Popoola and Fagbola 
(2021); the researchers suggested that when library personnel members receive training, 
especially training that is designed to give them the chance to grow; they may feel that they 
are valued by the firm as people. This accentuates their sense of worth and, as a result, aids 
in the development of a stronger work engagement.

Library Personnel Job Performance
Clearly described, job performance refers to the degree of output attained when completing a 
certain work or project. It could be described as a procedure or method of carrying out a duty 
or task, or as the accomplishment of a specific task concerning the correctness, thorough-
ness, and cost of already established standards (Billikopf, 2014). Correspondingly, Anyim 
(2020) believes that performance reflects how effectively the workforce is achieving the or-
ganization’s mission and objectives. The definition of job performance is the application of 
one’s abilities to produce products and services that satisfy a specified need. A crucial aspect 
of a person’s physical existence has been and continues to be his job. Job performance is a 
complicated and multidimensional factor (Zafar et al., 2014). Al-Omari and Okasheh (2017) 
showed in their study that the main workplace circumstances that can adversely affect job 
performance and need to be addressed are situational restrictions, which include noise, office 
furniture, ventilation, and light. However, improving their working environment is crucial 
because it will make it possible to attain the desired job results and goals.

Table 10. 
Job performance of library personnel average and standard deviation values in 

Kwara State public libraries
S/N Job Performance Items SA A U D SD Mean SD

a I am always on time for 
deadlines and completion of 
tasks.

36(37.5) 60(62.5) 0(0) 0(0) 0(0) 1.62 0.48

b I make it a point to arrive at 
work on time.

58(60.4) 38(39.6) 0(0) 0(0) 0(0) 1.40 0.49

c I am always punctual for work 
and appointments.

58(60.4) 32(33.3) 6(6.3) 0(0) 0(0) 1.46 0.61

d I act in the required manner in 
response to issues.

55(57.3) 41(42.7) 0(0) 0(0) 0(0) 1.43 0.49
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e In my library, I set reasonable 
priorities for task completion.

53(55.2) 37(38.5) 0(0) 0(0) 6(6.3) 1.64 0.99

Weighted Mean 1.67

 In Kwara State, Nigeria, Table 10 demonstrated that the library personnel job 
performance was - in my library, I set reasonable priorities for task completion (𝑥̄=1.64, SD 
=0.99); I am always on time for deadlines and completion of tasks (𝑥̄=1.62, SD =0.48); I am 
always punctual for work and appointments. (𝑥̄=1.46, SD =0.61). 
 The survey outcome of the third research question, which concerns library personnel 
job performance found that in their library, library personnel set reasonable priorities for 
task completion, always on time for deadlines and completion of tasks, and always punctual 
for work and appointments. This result is in line with the position Thoha (2017) said that 
individual performance is largely determined by individual characteristics such as abilities, 
needs, beliefs, determination, willingness, experience, knowledge and expectations.

Testing of the Hypotheses
This section presents the study’s hypotheses’ statistical findings, explanation, and discussion 
of how they were interpreted. The significance level for testing the four specified null 
hypotheses was α = 0.05.

Table 11. 
Synopsis of PPMC test of the relationship between years of work experience and job 

performance of library personnel in Kwara State public libraries
Variable Mean SD N Correlation® Sig.P Remarks

Years of Work 
Experience

2.17 1.11

96 0.221 0.030 Significant
Job 

Performance
1.50 0.50

Correlation is significant at p< 0.05 level

 The mean and standard deviation scores of years of work experience were (𝑥̄=2.17, 
SD = 1.11), while those of job performance were (𝑥̄=1.50, SD = 0.50), according to the 
results in Table 11. The findings also revealed a significant positive correlation between 
years of work experience and job performance of library personnel in Kwara State, Nigeria (r 
= 0.221, df = 94 p<0.05). As a result, years of work experience influence the job performance 
of library personnel in Kwara State, Nigeria. Thus, the null hypothesis was rejected.

Table 12. 
Synopsis of PPMC test of the relationship between work attitude and job 

performance of library personnel in Kwara State public libraries
Variable Mean SD N Correlation® Sig.P Remarks

Work Attitude 2.84 0.49

96 0.051 0.622 Not SignificantJob 
Performance

1.50 0.50

Sig p >0.05

 The mean and standard deviation scores of work attitude were (𝑥̄=2.84, SD = 0.49), 
while those of job performance were (𝑥̄=1.50, SD = 0.50), according to the results in Table 
12. The findings also revealed no significant correlation between library personnel›s work 
attitude and job performance in public libraries in Kwara State, Nigeria (r = 0.051, df = 94 
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p>0.05). It was concluded that work attitude did not affect the job performance of library 
personnel in Kwara State, Nigeria. As a result, null hypothesis two was accepted.

Table 13. 
Synopsis of PPMC test of the relationship between work motivation and job 

performance of library personnel in in Kwara State public libraries
Variable Mean SD N Correlation® Sig.P Remarks
Work Motivation 2.44 0.60

96 0.065 0.529 Not SignificantJob Performance 1.50 0.50

Sig p >0.05

 The mean and standard deviation scores of work motivation were (𝑥̄=2.44, SD = 
0.60), while those of job performance were (𝑥̄=1.50, SD = 0.50), according to the results in 
Table 13. Additionally, the results demonstrate no correlation between library personnel job 
performance and work motivation in Kwara State public libraries in Nigeria (r = 0.065, df 
= 94 p>0.05). Work motivation did not appear to influence the job performance of library 
personnel in public libraries in Kwara State, Nigeria. As a result, null hypothesis three was 
accepted.

Table 14. 
Analysis of respondents’ job performance using hierarchical regression.

S/No. Variables Beta Adj.R Adj.R2 Change in Adj.R2 F df p value
Step1 Work attitude .051 -.051 .008 .003 .245 1; 94 .622
Step2 Work 

motivation
-.054 .065 -.006 .004 .400 1; 94 .529

 The results of a hierarchical regression analysis performed on field data about the 
respondents’ work attitudes, work motivation, and job performance are shown in Table 
14. Job performance is the dependent variable, whereas work motivation and attitude are 
independent factors. Work attitude was incorporated into the regression model in the initial 
stage of the analysis, and it was discovered that there was no significant impact on respondents’ 
job performance (Beta .051; Adj. R2 = .008 F (1, 94) = .245, p = .622). The adjusted R2 
=.008 indicates that the respondents’ work attitude explained a significant variable of 0.8% 
in their job performance. Work motivation was shown to have no significant impact on 
respondents’ organizational commitment when it was included in the regression model at the 
second stage of the study (Beta = -.065, (Adj. R2 = -.006, change in Adj.R2 = .004, F (1, 94) 
= .400, p =.529). Work motivation also had a statistically significant variation of -0.6% with 
a change in Adj. R2 of 0.4% in respondents’ job performance. Overall, one may therefore 
conclude that work motivation and attitude do not significantly affect the library personnel’s 
job performance in public libraries in Kwara state, Nigeria.

Conclusion
The research scrutinized the relationship between work attitude, work motivation, and 
library personnel job performance. Based on its data, this study’s conclusions suggest no 
significant correlation exists between job performance, work motivation, and work attitudes. 
Additionally, it was found that library personnel have a positive work attitude and are highly 
motivated thanks to suitable work environments, fairness and justice at work, flexible 
scheduling, the availability of training and development programs, and acknowledgement 
for a job well done, among other things. This finding explains why increased motivation 
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tends to influence their job performance positively.
Based on the study’s findings, the following suggestions are made, first, to ensure 

a positive work attitude; second, there should be a cordial relationship between library 
management and the library personnel; third, excellent workplace relationships must be 
established among library personnel to reduce the likelihood of turnover; fourth, when library 
personnel receives training, especially training that focuses on giving them possibilities 
for growth, they may feel more valued by their employer, which strengthens their self-
worth perception and, thus, aids in the development of better job performance; the library 
administration is also accountable for identifying each library personnel ability and putting 
the right incentive plan in place.
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