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Abstract 

Academic libraries have formed their own peculiar cultures in dynamic environments over 

centuries. Nevertheless, the current goals, cultures and resources of the parent institution of an 

academic library invariably determines the library’s current purpose, functioning and 

performance. Several studies conducted among student patrons of university libraries in Ghana 

have reported that the students often mention poor library staff attitude to work and 

performance in meeting their needs. If the students’ assessment is correct, it is imperative to 

investigate the likely causes of such poor performance towards finding solutions. That 

background provided the context for this study, which investigated the possibility that the 

nature library organization structure, culture, reward systems and conflicts among staff might 

be negatively affecting staff morale and productivity in university libraries in Ghana. The study 

focused on the university libraries of University of Ghana (UG) and Kwame Nkrumah 

University of Science and Technology (KNUST) which are the first two oldest universities in 

the country. The study used survey research design methodology through which a questionnaire 

was used as the main data collection instrument to collect data from all the library staff, though 

only 117 of them actually participated for a response rate of 55.7%. The findings showed that 

library staff in the two libraries have freedom to perform their duties without unduly 

overbearing and restrictive supervision, and those supervisors encourage team work among 

subordinates. The staff also affirmed that unproductive staff are usually queried, while 

productive staff are commended for good performance, although a greater proportion of the 

UG library staff than those at KNUST reported regular performance reviews. The study 

recommended more regular performance reviews in the libraries, as well as better 

communication of work ethics and values to library staff to enable them know what must be 

done and how to behave at the workplace.  
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Introduction  

Organizations today operate in very challenging environments of globalization, rapid 

technological changes and limited finances. These developments are increasingly affecting the 

way organizations operate to provide better services to their patrons and clients and patrons. 

Nevertheless, organizations culture of particular organizations still play very crucial role in 

how they actually operate and perform, because such culture enables or constrains people in 

their work lives in organizations. Clarke (2011) explains that culture “refers to the language, 

beliefs, values and norms, customs, dress, diet, roles, knowledge and skills, and all the other 

things that people learn that make up the way of life of any society”. Culture is passed on from 

generation to generation through the process of socialization. Culture is a complex whole which 

includes knowledge, belief, art, morals, law, custom, and other capabilities and habit acquired 

by an individual (Aswathappa, 2003).  Culture defines the way people act and interact and 

influences how things must be done (Adeyoyin, 2006)  

     According to Agwu (2014), organizations do not just exist in a vacuum but in a particular 

culture or socio-cultural environment that affects the way employees think through issues, feel 

and behave in executing their duties. According to Nelson and Quick (2011) organization 

culture has four functions, which are: gives members a sense of identity; increases their 

commitment; reinforces organizational values; and serves as a control mechanism for shaping 

behaviour. Organizational culture is formed from four major areas, that is, how an organization 

uses its resources, the organization’s structure, characteristics of people within the 

organization, and the process of completing the work of an organization, as defined by the 

mission and goals of the organization. Balancing these areas create a good working 

environment. When any of these four falls out of balance, the culture, working environment, 

and even the organization itself can rapidly deteriorate (Sanchez, 2014). In the work 

environment, factors affecting culture can be divided into the internal factors and external 

factors that affect an organization’s services and growth. According to Wilson and Bates (2003) 

organizational culture emanates from the dynamics of interaction between internal and external 

factors. The internal factors comprise the institution’s values, leadership style and structure. 

These values are determined by the inner culture of the individual staff such as attitude towards 

work (example is punctuality to work), commitment to work and the use of working tools for 

the right and wrong purposes. Culture is also shaped and reinforced by leaders by what they 

pay attention to, how they behave, how they allocate rewards to members, and how they hire 

and fire individuals in the organization (Lunenburg, 2011). 

     The academic library has traditionally been seen as the heart of the university which serves 

the academic community of its parent institution (Virkus & Metsar, 2004), and occupy central 

position in their any academic environment.  The traditional role of the library is to select and 

acquire, classify, catalogue and make it available for users to get the information they need for 

their academic and research purpose. Consequently, each university library is a collection of 

learning and research resources, through which various information services are provided to 

faculty, researchers and students to support learning, teaching and research activities (Vishala 

and Bhandi, 2009). In connection with this, high level library user satisfaction is a fundamental 

goal.   

     Arif and Mahmood (2010) in their study, examined the satisfaction level of users with the 

central library collection and services at Allama Iqbal Open University (AIOU), Islamabad, 

Pakistan. The results from the study indicated that a majority (52%) of the respondents visited 

the library frequently and 47% of the respondents occasionally visited the library. However, 

the respondents expressed dissatisfaction with the present library collection, online databases, 

virtual reference services, interlibrary loan, photocopy facilities and journals related to 

subjects.  

     The main purpose of an academic library, as stated by Aina (2004), is to support the 

objectives of academic environment in the areas of learning, teaching, research, and service by 
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providing both print and electronic resources to meet all types and level of user populations. 

Academic libraries of higher education institutions are required to provide faculty and students 

with facilities necessary for equipping them in their subjects of study, techniques, skills and 

how to think through situations relating to their teaching or research or learning. The library 

can fulfil this function best by pursuing a policy of constant self-evaluation in order to be alert 

to the changing needs of its users.  

     However, in providing information to users, academic libraries in Africa face many 

problems such as unmet demand for professionally trained library staff, and decreasing 

financial resources to fund library collections and information technology equipment (Cullen, 

Adeyoyin, Olorunsola & Idada, 2004). The world today has also changed significantly with the 

advent of new technologies and is demand change from the traditional way of providing 

information to users in academic libraries environment. According to Patel and Bhavsar (2012) 

(as cited in Kreiser & Horton, 1992) library professionals have come  a long way from those 

days when they were seen as caretakers of books to this era when they must work diversely as 

information providers, consultants, curriculum activists, instructional designers and teachers of 

information literacy and lifelong learning courses. Technologies in libraries today have placed 

increased demand on library professionals’ time to learn new technologies, teach information 

technology literacy, to troubleshoot library systems, and to learn, search, download and 

catalogue various quality Internet resources to assist students and teachers and researchers  

(Patel & Bhavsar, 2012).  

     Despite these technological, human resources and funding challenges however, library staff 

must still continually see themselves as crucial mediators between library resources and users 

and continue to portray good values and attitudes toward ensuring high quality information 

services. Werner (2007) asserts that social, cultural, and other factors challenge organizations 

to continually redefine their strategies. In view of this, libraries must also continually 

investigate and understand the changing strengths and weaknesses of their internal culture. This 

can assist them to draw up plans that, by factoring and controlling these variables, help them 

address the internal and external challenges without losing the positive cultural values and 

identities.  

     Accordingly, this study is focused on the internal culture of academic libraries such as the 

institutional values, leadership style and structure of academic libraries that shape the attitudes 

and behaviour of library staff in the line of executing duties at the workplace.   

 

Research Problem  

Some studies conducted among student patrons of libraries of public universities and colleges 

of education and in Ghana have reported that users either mention poor library staff attitude to 

work and performance or poor available resources for meeting their needs. If the students’ 

assessment is correct that may contribute to why several studies have also reported poor 

patronage by the students of university libraries and their resources, including electronic 

resources. In connection with this, it is necessary to find out the likely causes of such perceived 

poor performance of library staff towards finding effective solutions. An effort this direction 

this was undertaken by Lamptey, Boateng and Antwi (2013), who investigated how and what 

the administrations of public universities in Ghana could and had been doing to motivate their 

staff to perform better. What the administrators of the libraries and their parent institutions 

could do are in the nature of extrinsic factors that could motivate higher staff performance. 

However, their study did not consider how features of the organizational culture in the libraries 

could also be important extrinsic motivational factors that could also facilitate or hinder staff 

performances in their work. This background provided the context and motivation for this 

study, which investigated the possibility that the features of organization structure, culture, 

reward systems and conflicts among the staff might be negatively affecting staff morale and 

productivity in university libraries in Ghana.  
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Research Objectives 

This study aimed to determine the importance and perceived effects of some key aspects of 

organization culture on staff performance and service delivery among the library staff in the 

university libraries of the University of Ghana (UG) and the Kwame Nkrumah University of 

Science and Technology (KNUST). The specific objectives were to: determine the level of staff 

autonomy in performing their work in the university libraries, organizational structure existing 

in the libraries, relationship between organizational performance and reward systems, how 

internal conflicts affect staff morale and productivity. The findings of the study would assist 

the library managers to address behavioural issues and challenges in the libraries likely to affect 

the provision of effective information services to their users. The study would also inform 

stakeholders on how organizational culture in libraries affects the knowledge acquisition of the 

society as a whole and therefore take proper measures that would enhance staff productivity in 

the provision of information services.  The study also fills various identified gaps in knowledge 

as basis for future investigations on the topic and variables in academic libraries in Ghana.  

 

Literature Review 

 

Organizational Culture 
Culture as a general term defines the way of life of a group of people in a society. Culture 

consists of the language, values, norms, beliefs, behaviours, dressing and the food a group of 

people eat. These components of culture are passed on from one generation to the next.  An 

organization consist of group of people with a common purpose working toward achieving the 

goal and objectives of the organization. An organization also has its own culture. 

Organizational culture describes a system of shared values, beliefs and assumptions which 

guide how members of the organization behave and interact with each other as well as how 

things must be done in the organization. Culture is a system of shared meaning accepted by 

employees in an organization that ultimately distinguishes the organization from other 

organizations present (Robbins, Odendaal & Roodt, 2007). Shein (2010) defines culture in an 

organization as a pattern of shared basic assumptions learned by a group as it solved its 

problems of external adaptation and internal integration, which has worked well enough to be 

considered valid and, therefore, to be taught to new members as the correct way to perceive, 

think, and feel in relation to those problems. Culture in an organization determines the success 

of the organization. A poor culture leads to behavioural problems of members of the 

organization, likewise a positive culture ensures that members of the organization are discipline 

and work towards achieving the goals of the organization.  When the organizational culture is 

made known to employees it guides them to be more supportive toward the mission of the 

organization.  

     In organizations with strong cultures where employees share in the same values, distinct 

performance is seen than those organizations with weak cultures (Schulz, 2001). According to 

Rashid, Sambasivan & Johari (2003) culture, as an important part of organizational behaviour 

could affect the success of an organization. The idea of culture has been illustrated by Schein 

(2004) interpretation of levels of culture. Schein analysed different levels of culture where he 

describes the term “level” as the degree to which cultural phenomenon is visible to the observer. 

The first level describes artefacts which include all the phenomena that can be seen, felt or 

heard when a member of a culture enters an unfamiliar culture. Secondly, espoused values are 

expressed through strategies, goals, and philosophies. At the third level, espoused values which 

are perceived as good are transformed into shared assumptions.  

     Organizational culture is influenced by factors that affect its development, growth and 

performance. These are internal and external factors that affect the operation of every 

organization. The internal factors consist of the trend and events that are found within the 

organization which affect management, employees and clients. These internal factors may 

include the organizational structure, leadership style and the institutional values. External 
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factors on the other hand are the trends and events found outside the organization that have the 

potential to affect its operation. These include policies, technology, budgetary and funding. In 

the academic library environment, Babalhavaeji and Farhadpoor (2012), assert that academic 

libraries operate within two environments, the internal and external. The internal factors consist 

of the library’s structure and functions as configured in pursuit of the library’s objectives. The 

external factors also include the policies, budgeting and funding and users of the library. For 

any organization to progress the internal culture which considers the structure, leadership style 

and values must be critically examined so that employees and management can deliver better 

services to users or clients.  

 

Libraries in their Environments 

According to Adeyoyin (2006), libraries have forged their culture of operations and service 

over  centuries. However, libraries also operate within internal and external environments that 

are increasingly dynamic and to which they must continually adapt in order to remain relevant. 

Fundamentally, the goals and operations of the parent institution within which for instance an 

academic library operates determines the library’s purpose and function. Adedoyin further 

explained that the library is an organization where professionals, para-professionals and 

employees work with a common focus to seek out and make information resources ready and 

available to all users. For an effective library, the onus lies on the professional librarians to see 

to it that the principles, rules and guidelines for delivering better services to users are adhered 

to.  

     Most academic libraries are non-profit organizations which means that they usually do not 

generate any net revenue from the services they provide to users. Such libraries offer services 

to users according to their identified needs and their success is generally measured by the 

satisfaction of users instead of amount of generated revenue. Academic libraries thus must rely 

on their parent institutions for funding to sustain their operations. This usually makes the 

academic library’s administrative and budgetary decision making to depend on the policies of 

the mother organization. Despite this, academic libraries also have their fundamental and 

peculiar goals and culture of operations and service. Furthermore, customer satisfaction is the 

fundamental goal of any organization, which for libraries means attracting, serving and 

satisfying library users as their customers. To achieve this, according to Stephens and  Russell 

(2004), academic libraries develop strategic plans just like any other organizations in which 

their employees must be involved and to bring the plans into reality. 

     Academic libraries operate in ways that are largely influenced by their evolved and 

prevailing organizational structures and cultures. Structure specifies reporting relationships, 

that is, who reports to whom and describes how separate actions of the individual employee 

relates to the other. Organizational structure is a system that defines a hierarchy within an 

organization. It describes the job design, the flow of information flow among members of an 

organization. According to Johnson (2000) organizational structures describe hierarchies and 

the way work flows in the organization and also reflect power structures. Academic libraries 

are no exceptional, they have their own internal organizational structure which is peculiar to 

and largely uniform among them, but also invariably interconnected to that of their parent 

institutions. Organization culture of an academic library refers to how the library actually 

operationalize its formal structure through the individual and collective goals, beliefs, values 

and norms that guide how managers and other employees are do or are expected to do things 

to achieve the organizational goals. The key to fully understanding theses values, norms and 

beliefs is effective organizational diagnosis (Stephens and Russell 2004).  

 

Organizational Culture and Staff Performance 

Organization culture is a powerful tool that influences employees’ workplace life. It is a 

powerful mechanism for guiding and controlling employees’ behaviour and influencing how 

things must be done in the organization. It also has a strong influence on employees’ 
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performance and work attitude. According to Martins and Martins (2003) organizational 

culture involves standards and norms that describe employees’ behaviour in a workplace. A 

strong organizational culture shows that employees are like-minded and uphold the same 

beliefs and ethical values while a weak organizational culture exhibits disagreements among 

employees with regard to organizational beliefs and ethical values (Agwu, 2014). Culture in an 

organization serves as social glues that bond employees together and fosters a sense of 

belonging which bring out the best in them in terms of efficiency and effectiveness in achieving 

the organizational goals (Shahzad, Luqman, Khan and Shabbir, 2012). Organizations can only 

achieve their goals by either aligning such goals to their evolved culture or changing or 

adapting their culture to enable the achieving their goals in their evolving environments. 

According to Adedoyin (2006), organizational culture can work for an organization by ensuring 

an environment conducive to performance improvement and the management of change, but 

that the culture can work against an organization by erecting barriers that prevent the attainment 

of goals and innovations.  

     Employee motivation plays a key role in employee performance. Such motivation may be 

created and sustained by either intrinsic factors that originates from within the employee, or by 

extrinsic factors that originate from the work environment of the employee (Lamptey, Boateng 

& Antwi, 2013). Organization culture is one key extrinsic factor, which determines employee 

motivation to sustain efforts to work to improve performance. Specifically, because 

organizational culture provides the everyday work environment for employees, it has pervasive 

and endemic influence on employee motivation and performance. A strong positive 

organizational culture can make an average employee perform and achieve excellently than a 

negative culture that usually demotivates an outstanding employee to underperform (Kandula, 

2006). Positive organizational culture enables employees align their goals and objectives with 

those of the organization making them feel responsible for the organization’s welfare. A 

positive organizational culture recognizes the effort of employees and reward them leading to 

job satisfaction and efficiency. In contrast, a weak culture will represent that which does not 

appreciate employees’ effort and decisions. A weak culture undermines employees leading to 

lack of commitment and trust issues with management which does not enhance performance. 

A study conducted by Agwu (2014) in the National Agency for Food and Drugs Administration 

and Control (NAFDAC), Nigeria revealed a significant relationship between organizational 

culture and employees performances. Another study by Owoyemi and Ekwoaba (2014) 

conducted in the Lagos Mainland Local Government Area of Lagos State, Nigeria revealed 

that 89% of the participants agreed that in any organization where employees and organization 

share the same norms, beliefs and values, the employees’ commitment and performance is 

always high, but 59.3% disagreed that the organizational culture in their workplace improves 

productivity or maximize their values. The study showed that positive and negative features of 

organizational culture enhance and constrain employees’ performance and commitment, 

respectively.  

 

Organizational Culture of Academic Libraries 

A strong and positive organizational culture ensures that employees are motivated, educated to 

upgrade their skills, included in the decision-making process in the organization, and given the 

opportunities to take up leadership roles which increase the productivity of the organization. 

Motivation at the workplace is one of the factors that stimulates employees’ interest and 

commitment to continually do what they do best to ensure that the organization succeeds. 

Management creates the will to work by motivating employees which is necessary for the 

achievement of organizational goals (Chhabra, 2010; Cole, 2004). The issue of employee 

dissatisfaction and related attitude toward work is sometimes as a result of the lack of 

appreciation in terms of motivation at the workplace. Motivation is concerned with why people 

choose a particular course of action in preference to others continually, often over a long period 

of time even in the face of difficulties and problems (Mullins, 2005). Thus, according to 
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Lamptey, Boateng and Antwi (2013) an organization needs to understand the kind of 

motivation that will prompt employees to act in an accepted manner so that employees behave 

in a certain way that will enable it to accomplish its goals and objectives. 

     Public universities in Ghana employ three categories of staff in their libraries and these are 

categorized from top to bottom as senior members, senior staff and junior staff. Senior 

members are also known as professional librarians who perform both operational and 

managerial functions in the libraries. This implies that professional librarians are supposed to 

manage and supervise the other staff. For this to happen efficiently they need to be motivated 

in order to inspire subordinate staff to also give their best in providing information to users 

(Lamptey, Boateng and Antwi, 2013). A positive culture will ensure that employees are 

motivated to enhance their performance at the workplace. A study conducted by Afful and 

Antwi (2001) on motivation of library assistants found out that, the University of Cape Coast 

library motivated its library assistants through good working relationship and participative 

management, and that lack of promotion is a key adversely affecting the career development 

and motivation of the library assistants. A similar study conducted by Senyah (2003) also 

revealed that library assistants in Kwame Nkrumah University of Science and Technology were 

adequately motivated through participative communication and good working relation with 

their supervisors. The study concluded that serious attention should be given to timely 

promotion, recognition of experience, and on the job training in order to improve the existing 

level of motivation of the library assistants.  

     In the academic libraries, culture is learned through socialization. Old members make 

newcomers aware about how things are done in the library. Academic libraries need to begin 

finding better ways of attracting and retaining library customers, and re-establish themselves 

as the primary information providers in their parent institutions by adopting good values, 

beliefs and norms that positively shape the behaviour of library staff. Encouraging teamwork, 

embracing the creative and innovative ideas of staff, and management involving staff in 

decision making processes all enhance effectiveness in the library and these make staff feel 

they are accepted in the organization. 

 

Theoretical Framework  

Robbins (1984) provided seven characteristics of organizational culture which have been 

identified by researchers, and which was being adopted as the framework for this study. These 

characteristics are often seen in every organization and these depict the strengths and 

weaknesses of culture that exist in an organization. 

     Individual autonomy. The degree of responsibility, independence, and opportunities for 

exercising initiative that individuals in the organization have. For staff to be more satisfied with 

their job, they need to have autonomy on the individual tasks in the working environment. 

There should be some freedom and discretion in exercising their duties. Employees who have 

high levels of job autonomy perform their work relatively free of direct supervision. Job 

autonomy is thought to be especially important to highly educated professional workers who 

desire greater flexibility and control over the content and terms of their work. 

     Structure. The number of rules and regulations and the amount of direct supervision that is 

used to oversee and control employee behaviour. The structure of an organization can also be 

explained as a system that consists of explicit and implicit institutional rules and policies 

designed to outline how the various work roles and responsibilities are delegated to the 

individual staff in the organization, controlled and coordinated. Organizational structure also 

determines how information flows from one level to the other within the organization. For 

example, in a centralized structure, decisions flow from the top down, while in a decentralized 

structure, the decisions are made at various different levels.  

     Support. The degree of assistance and warmth provided by managers to their subordinates. 

Employees give their best when they realize how the organization values their efforts as well 

as takes their well-being into serious consideration. Providing support for both new and old 
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employees in different circumstances makes the employees feel they are accepted in the 

organization. 

     Identification. The degree to which members identify with the organization as a whole rather 

than with their particular work group or field of professional expertise. Identification is the 

degree with which the organization and the people in the organization share the same values, 

goals, desires, and aims. As the people share the values of the organization, the organization 

begins to get closer and starts working more like one big team as opposed to different 

departments staffed by different individuals. 

     Performance-reward. This is the degree to which reward allocations, such as, salary 

increment, promotions and many others in the organization are based on performance criteria. 

When employees are motivated to work at higher levels of productivity, the organization as a 

whole run more efficiently and is more effective at reaching its goals or objectives. This is in 

contrast to an unmotivated workforce, who can negatively disrupt an organization and distract 

employees from their work. For this reason, it is imperative that managers understand the 

power of reward systems and how they are used to influence employee behaviour. 

     Conflict tolerance. This is the degree of conflict present in relationships between peers and 

work groups, as well as the willingness to be honest and open about differences. Conflict at the 

workplace is inevitable but it must not affect staff morale and productivity. Management must 

be able to take proper procedures in resolving conflicts as well as restoring peace at the 

workplace. 

     Risk tolerance. This is the degree to which employees are encouraged to be aggressive, 

innovative, and risk seeking at the workplace. 

     Accordingly, this study explored perceptions of the nature of these characteristics of 

organizational culture on library staff efficiency and performance in the two university libraries 

that were purposively selected for the study. 

 

Methodology 

This study adopted the quantitative survey design methodology. The study was focused on 

Balme Library, University of Ghana (UG), and Prempeh II Library, Kwame Nkrumah 

University of Science and Technology (KNUST). These are the libraries of two of the three 

oldest universities in Ghana. Both The target population for this study comprised of library 

staff from the two universities. The total population for the study was 219 comprising of 110 

library staff from UG, and 109 from KNUST.  The researcher chose all library staff from both 

institutions because the populations of staff was small and respondents can be easily reached 

and persuaded to participate in the survey within a short period of time and effort.  A 

questionnaire was the main instrument used in collecting data. Although copies of the 

questionnaire were administered to all the staff, only 117) were returned within the time 

available for the survey, resulting to a response rate of 55.7%. The questionnaire assured 

respondents that information provided would be kept confidential, and other research ethics 

requirements were also adhered to.  

 
Table 1: Demographic, Experience and Institutional Attributes of the Library Staff. 

    Institution   

Attribute Responses 

KNUST 

Freq. (%) 
UG 

Freq. (%) 
Total 

Freq. (%) 

Frequency / (%) (Frequency / (%) Frequency / (%) 

Gender 
Female 24 (40) 17 (30) 41 (35) 

Male 36 (60) 40 (70 76 (65) 

Total 60 (100) 57 (100) 117 100) 

Age 

20-30 years 10 (16.7% 18 (31.6% 28 (23.9) 

20-30 years 10 (16.7% 18 (31.6% 28 (23.9) 

30-40 years 30 (50.0% 25 (43.9) 55 (47.0) 
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40-50 years 12 (20.0) 7 (12.3) 19 (16.2) 

50 and above 8 (13.3) 7 (12.3) 15 (12.8) 

Total 60 (51.3%) 57 (48.7) 117 100) 

Department 

Cat. & Class. 16 (26.7) 6 (10.5) 22 (18.8) 

Circulation 6 (10.0) 6 (10.5) 12 (10.3) 

E-resources 12 (20.0) 17 (29.8) 29 (24.8) 

Other special 

collection 
10 (16.7) 20 (35.1) 30 (25.6) 

Reference 14 (23.3) 8 (14) 22 (19) 

Serials 2 (3.3) 0 (0) 2 (2) 

Total 60 (51.3) 57 (48.7) 117 (100) 

Qualification 

A level 1 (1.7) 0 (.0) 1 (.9) 

Cert. A 8 (13.3) 1 (1.8) 9 (7.7) 

Diploma holder 17 (28.3) 11 (19.3) 28 (23.9) 

Undergraduate 

degree 
18 (30.0) 22 (38.6) 40 (34.2) 

MSLC 0 (.0) 1 (1.8) 1 (.9) 

Master’s degree 11 (18.3) 20 (35.1) 31 (26.5) 

SC/GCE 'O' Level 2 (3.3) 2 (3.5) 4 (3.4) 

SSCE/WASSCE 3 (5.0) 0 (.0) 3 (2.6) 

 Total 60 (51.3) 57 (8.7) 117 (100.0) 

 

     The majority (54.7%) of the library staff who participated in the questionnaire survey were 

senior staff, while the junior staff constituted 31.6%, and the top-level senior members made 

up the rest 13.7%. Table 1 provides the frequency distributions of the other attributes of the 

library staff in KNUST and UG who participated in the survey. 

 

Results and Discussion 

 

1. Staff Autonomy in work duties 

Autonomy at the workplace is considered a major characteristic of a strong organizational 

culture. Work autonomy contributes to the job satisfaction of individual employees in an 

organization. According to Naqvi, Ishtiaq, Kanwal and Ali (2013) job autonomy improve 

performance in an organization because when employees are supported to exercise job 

autonomy, they are likely to consider such as trust in them to perform tasks to the best of their 

abilities and expertise. This boosts their intrinsic motivation resulting to greater effectiveness 

at work. For the purpose of this study, the researcher intended to find out the level of autonomy 

library staff in the two university libraries had in doing their work. Autonomy to work involves 

freedom to exercise duties without unduly strict supervision, and implies delegating 

responsibilities to subordinates, decision making by the subordinates, and subordinates’ 

freedom to innovate in routine tasks. 

 

1.1 Freedom to perform duties without restrictive supervision 

Employees’ freedom to perform duties within their expertise and abilities is very important 

aspect of organizational culture. When library staff are given the freedom to execute their duties 

without overbearing supervision, they are able to innovate to give their best in their work which 

often leads to higher personal and organizational performance. To determine whether the 

respondents have adequate autonomy to do their work, they were asked to agree or disagree to 

the statement that they have freedom to perform their duties without overbearing restrictive 

supervision. Table 2 presents the results.  

     Almost two-thirds of the library staff at UG (59.7%) agreed or strongly agreed that they had 

freedom to work without overbearing restrictive supervision. In contrast, less than half (46.6%) 

of the library staff at KNUST agreed or strongly agreed that they have adequate freedom to 

work without overbearing supervision. The results show that a higher proportion of library staff 

in UG than in KNUST agreed or strongly agreed they had freedom to perform their duties as 
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their expertise enabled them. Overall, for both universities, only 53% of the library staff agreed 

or strongly agreed they had freedom to perform their duties as they see fit. 
 

Table 2: Freedom to exercise duties without undue restriction. 

 Institution 

Total 

Freq. (%) 
Response 

KNUST 

Freq. (%) 
UG 

Freq. (%) 

Agreed 
23 27 50 

38.3% 47.4% 42.7% 

Strongly Agreed 
5 7 12 

8.3% 12.3% 10.3% 

Disagreed 
25 19 44 

41.7% 33.3% 37.6% 

Strongly Disagreed 
6 4 10 

10.0% 7.0% 8.5% 

Neutral 
1 0 1 

1.7% .0% 0.9% 

Total 
60 57 117 

51.3% 48.7% 100.0% 

Source: Field data, 2019 

 

1.2 Staff perceptions of effects of staff autonomy on work efficiency  

Adequate autonomy for staff to work using their acquired expertise as they consider fit would 

lead to higher effectiveness and efficiency in their work. But do library staff themselves believe 

in this? So, the respondents were asked to agree or disagree with whether they are able to 

perform their duties more efficiently when they have autonomy. Table 3 summarizes their 

responses. For both institutions taken together, slightly more than half of the library staff 

(55.6%) agreed that they are able to work more efficiently when there is no unduly restrictive 

supervision. However, whereas almost two-thirds (64.9%) of respondents in UG agreed, less 

than half (46.7%) of respondents in KNUST agreed. Chi-squared test performed to determine 

if the proportions of library staff in UG and KNUST who agreed differed significantly 

confirmed that significantly higher proportion of the library staff at UG than at KNUST agreed 

(Chi-square =13.178, DF=2, p=0.001).  
  

Table 3: Perceived positive effects of library staff individual 

autonomy on work efficiency. 

 Institution 

Total 

Freq. (%) 
Response  KNUST 

Freq. (%) 
UG 

Freq. (%) 

Yes 
28 37 65 

46.7% 64.9% 55.6% 

No 
20 20 40 

33.3% 35.1% 34.2% 

Neutral 
12 0 12 

20.0% .0% 10.3% 

Total 
60 57 117 

51.3% 48.7% 100.0% 

Source: Field data, 2019; Chi-squared=13.178, DF=2, p=0.001 
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    Autonomy to decide and act in job tasks is likely to motivate innovations and productivity 

improvements by employees as they are enabled to fully utilize their personal knowledge and 

expertise to perform their duties without overbearing supervisory interferences. Lamptey, 

Boateng and Antwi (2013) had explained that the professional librarians or senior members in 

public universities in Ghana supervise staff working under them, and that the senior members 

usually perform the direct supervisory roles. A study conducted by Krause (2004) had revealed 

that grant of freedom and autonomy by institutional leaders and supervisors to their staff was 

positively related to emergence and implementation of new ideas that might result in higher 

productivity. The results show that most staff in the two libraries perceive that they are allowed 

freedom to perform their duties, and most also believed that such freedom improves their 

productivity. Supervision is important in every organization as it helps in the personal support, 

professional development and administrative case management which leads to organizational 

efficiency. Hughes (2010) in her research on the role of supervision in social work concluded 

that supervision plays a key role in good social work. She also concluded that supervision is 

very important for personal development and growth as it contributes to effective professional 

relationship. Nevertheless, supervision should be balanced against adequate autonomy for staff 

to perform their duties as they consider appropriate within expertise for higher productivity, as 

that will enable staff to take initiatives to change how things are done in the workplace for 

improved work flow and efficiency. In conclusion, the findings of this study reveal that while 

adequate supervision is necessary, it should also not be too overbearing or restrictive.  

 

2. Information flow and sharing  

Organizational structure can be viewed as a framework that organizes all the formal 

relationship in an organization by establishing lines of accountability and authority and 

describing how jobs are arranged for each and every employee. Thus, how information is 

passed on between staff across different level and units is a fundamental aspect of organization 

culture. Information usually flows hierarchically within an organization as specified by each 

organization’s organogram. Such flows are usually mandatory and formal. In addition, 

information may or may not flow laterally or diagonally across units and levels of an 

organization, depending not on the specified formal structures, but the evolved culture of each 

organization. This study focused more on the organization culture elements of free or restrictive 

flow of information, ideas sharing within and across units and levels, decision making 

collaboration between supervisors and their subordinates, and interpersonal relationships 

between supervisors and subordinates, in the libraries. 

 

2.1 Information flow and exchange  

According to Oyadonghan (2010), free flow of information between supervisors and 

subordinates is vital for a library to achieve its goals and objectives. Adequately free flow of 

information gives the staff adequate opportunity to receive or obtain all the critical information 

needed to deliver their duties effectively. To determine how freely information flows among 

the library staff for performing library operational and management tasks, the respondents were 

asked to indicate whether they perceived free flow of information among staff in the libraries. 

From Table 4, almost three-quarters (73.5%) of the library staff in both universities affirmed 

that there is free flow of information in their libraries. However, whereas a huge majority of 

the library staff in KNUST (48, 80.0%) agreed that there is free flow information among all 

staff, only 38 (66.6%) of those in UG agreed, and the Chi-squared test of the difference between 

the proportions in the two libraries proved significant (Chi-square=9.858, DF=4, p=0.043). So, 

one can conclude that more library staff at KNUST than at UG perceived free flow of 

information among staff. 
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2.2 Ideas sharing and exchanges 

Sharing and exchange of ideas in libraries is another aspect of organizational culture that was 

investigated. Idea sharing involves the voluntary exchanges and discussions of ideas about 

library developmental issues, work processes, opportunities, challenges and strategies, which 

are considered more fundamental than the mere formal and mandatory communication of 

information necessary for interdependent library tasks that must be performed. Such exchange 

of ideas or knowledge demands trust and rapport. To assess the situation concerning ideas 

sharing in both libraries the library staff were asked to indicate whether there existed sharing 

and exchanging of ideas among supervisors and subordinates. As summarized in Table 5, 

73.6% and 73.3 % of the library staff in UG and KNUST, respectively, agreed that supervisors 

and subordinates share and exchange ideas. The findings show clearly that there is adequate 

trust and rapport among supervisors and subordinates which promotes sharing and exchange 

of ideas in both libraries. This is clearly a positive aspect of the culture in the two libraries that 

likely leads to work effectiveness towards achievement of organizational goals and plans. 
 

Table 4: Free flow of information among staff. 

 Institution  

Total 

Freq. (%) 
Response 

KNUST 

Freq. (%) 
UG 

Freq. (%) 

Agree 40 (66.7) 30 (52.6) 70 (59.8) 

Strongly agree 8 (13.3) 8 (14.0) 16 (13.7) 

Disagree 9 (15.0) 15 (26.3) 24 (20.5) 

Strongly disagree 0 (.0) 4 (7.0) 4 (3.4) 

Neutral 3 (5.0) 0 (.0) 3 (2.6) 

Total 60 (51.3) 57 (48.7) 117 (100.0) 

Source: Field data, 2019; Chi-Square=9.858, DF=4, p=0.043 

 

 

Table 5: Ideas sharing and exchange among supervisors and subordinates. 

 Institution  

Total 

Freq. (%) Response 
KNUST 

Freq. (%) 
UG 

Freq. (%) 

Agree 35 (58.3) 32 (56.1) 67 (57.3) 

Strongly agree 9 (15.0) 10 (17.5) 19 (16.2) 

Disagree 11 (18.3) 11 (19.3) 22 (18.8) 

Strongly disagree 2 (3.3) 4 (7.0) 6 (5.1) 

Neutral 3 (5.0) 0 (0) 3 (2.6) 

Total 60 (51.3) 57 (48.7) 117 (100.0) 

Source: Field data, 2019 

 

2.3 Supervisor-subordinate roles in decision making 

In participative management, subordinates play significant roles in decision making 

responsibility with their supervisors. Higher levels of participation by subordinate staff in 

processes that lead to decisions by supervisors is usually a positive and desirable feature of 

organizational culture. When asked about this, a larger percentage of respondents in UG 

(63.2%) than in KNUST (48.4%) agreed that decisions are often made solely by their 

supervisors. The different percentages tend to corroborate the finding above that more staff at 
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KNUST than UG perceived that there is free flow of information in their libraries. Thus, 

supervisors at UG are perceived as holding on more to exclusive responsibility for decision 

making more than occurs at KNUST, possibly due to or consequence of the differences in free 

flow of information across hierarchical levels in the two libraries.  

     These findings also agree with Senyah (2003) on motivation and productivity in academic 

libraries in Ghana, which reported that majority of library staff surveyed responded negatively 

to questions about their involvement in decision making processes. Although Senyah’s study 

is almost two decades old, it appears that organizational culture changes may be needed in 

academic libraries in Ghana towards facilitating freer flow of information and higher levels of 

participative management. Despite the above findings however, on the question of whether 

good relationship existed between supervisors and subordinates, this study found from other 

collected data that very high majorities of respondents in both university libraries agreed 

(85.0% at KNUST and 75.5% at UG). In addition, respondents were asked to describe the type 

of supervision that exist their libraries. On this, majority of respondents in UG (57.9%) 

indicated that the type of supervision is strict as compared to 45.0% in KNUST.  

 

3. Performance review, rewards and sanctions 

As part of a strong organizational culture, every organization needs to establish an effective 

performance reward system for employees covering compensation and other benefits, 

recognition, rewards and sanctions. A strong library culture must have a good reward system 

that boosts employee’s morale to work individually and collectively toward achieving the goals 

and objectives of the organization through various work processes and service. Effective 

performance reward systems seek to stipulate and implement standards and policies regarding, 

among other requirements, regular performance reviews, assuring effectiveness of the reviews, 

recognition of highly performing staff, rewards for good performance, and procedures for 

managing unproductive staff. Each of these variables was assessed in this study. 

 

3.1 Performance reviews  

Performance reviews in libraries are important because it’s a way of evaluating and 

documenting job performances by individual employees. Table 6 summarizes the responses of 

the library staff in the two libraries when asked how regularly they received performance 

reviews. A very high majority (71.9%) of UG library staff agreed that they receive such reviews 

regularly, while slightly lower (i.e. 66.6%) of those in KNUST agreed. Chi-squared test of the 

difference in proportions between UG and KNUST also proved significant (Chi-

Square=34.777, DF=2, p=0.000). 

 
Table 6: Conduct of regular staff performance reviews. 

 Institution 

Total 

Freq. (%) 
Response  KNUST 

Freq. (%) 
UG 

Freq. (%) 

Yes 
12 41 53 

20.0% 71.9% 45.3% 

No 
38 16 54 

63.3% 28.1% 46.2% 

Neutral 
10 0 10 

16.7% .0% 8.5% 

Total 
60 57 117 

51.3% 48.7% 100.0% 

Source: Field data, 2019. Chi-Square=34.777, DF=2, p=0.000 
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3.2 Perceived effectiveness of performance reviews  

To investigate whether the performance reviews that they experience in their libraries were 

effective in promoting improved performance by staff, the respondents were asked to agree or 

otherwise. Table 11 reveals the results. From Table 7, a very high majority of respondents 54 

(90.0%) in KNUST indicated that the performance appraisal system is effective in promoting 

quality work, while slightly lower majority 45 (78.9%) respondents in UG also answered with 

“Yes” responses. Thus, this study concluded that most respondents from both institutions 

admitted that performance reviews they had been having promoted quality work. Nevertheless, 

higher proportion of respondents who agreed were from KNUST, and the Chi-square test that 

was performed revealed that that the proportion were significantly different (Chi-

Square=11.892, DF=2, p=0.003). 

 
Table 7: Perceived effectiveness of staff performance reviews. 

 Institution 

Total 

Freq. (%) 
Response  KNUST 

Freq. (%) 
UG 

Freq. (%) 

Yes 
54 45 99 

90.0% 78.9% 84.6% 

No 
2 12 14 

3.3% 21.1% 12.0% 

Neutral 
4 0 4 

6.7% .0% 3.4% 

Total 
60 57 117 

51.3% 48.7% 100.0% 

Source: Field data, 2019.  Chi-Square=11.892, DF=2, P=0.003 

 

3.3 Rewards for good performance 

Rewards are powerful tools for encouraging and sustaining good job performance in libraries. 

Respondents were asked to indicate the forms of reward given to staff in both libraries. In Table 

8, only a negligible majority of the respondents in both libraries (50.4%) indicated that staff 

are “commended” for good performance. Commendation can be through a formal letter from 

management or given informally in gathering of all library staff. The next most commonly 

indicated kind of reward for good performance is promotion (25.6%), followed by 

compensation (11.1%), and “salary increments” (6.0%). But there were variations in the 

frequency of mentions of these reward strategies between the two libraries. For instance, a 

higher proportion of UG library staff (57.9%) than KNUST library staff (43.3%) answered that 

highly performing staff were commended. The variations are also confirmed as significant by 

the Chi-square test that was performed (Chi-Square=12.243, DF=4, p=0.016). 

      A properly administered system of rewards has the ability not only to improve incentives 

for quality work and staff performance but also strategically attract skilled employees to join 

the organization, whereas the reverse may lead to unproductive performance and even to a high 

incidence of staff turnover (Wilson, 2004). Regular performance reviews serve as a way of 

evaluating employees’ performance or productivity in an organization. Performance reviews 

help to eliminate behavioural and work efficiency problems that constrain organizational 

development. Perceptions by the library staff show that performance reviews were likely not 

similarly regular in the two libraries and that the methods used to reward good staff 

performance also varied to some extent. Commendations were the most common rewards in 

both libraries, followed by normal promotions, but less of instant pre-promotion salary 

increments or monetary compensations. 

     To get employees continually motivated for good performance, a healthy organizational 

culture ensures that employees are subjected to both regular performance reviews, and are also 
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recognized for their good performances, and timely too, so that other employees are geared to 

similar good performances in expectation of commendations or other rewards. Most library 

staff in both university libraries admitted to having regular performance reviews at the libraries. 

Moreover, most of the library staff also affirmed that supervisors often do recognize the efforts 

of their subordinates mainly through commendations, as well as through support for due 

promotions. 

 

Table 8: Reward strategies for highly performing staff. 

Response 

Institution 

Total 

Freq. (%) 
KNUST 

Freq. (%) 
UG 

Freq. (%) 

Commended 
26 33 59 

43.3% 57.9% 50.4% 

Compensated 
6 7 13 

10.0% 12.3% 11.1% 

Salary increment 
1 6 7 

1.7% 10.5% 6.0% 

Promoted 
20 10 30 

33.3% 17.5% 25.6% 

Neutral 
7 1 8 

11.7% 1.8% 6.8% 

Total 
60 57 117 

51.3% 48.7% 100.0% 

Source: Field data, 2019. Chi-Square=12.243, DF=4, p=0.016 

 

3.4 Established remedies for unproductive staff 

An effective rewards system should have both rewards and sanctions components for effective 

balancing, so that while highly performing employees are rewarded, those who consistently 

underperform can also be cautioned or sanctioned. For consistently underperforming or 

unproductive staff, most of the respondents, 73.3% in KNUST and 70.2% in UG, indicated that 

the remedy often is issue of a query to consistently underperforming or unproductive staff. 
 

Table 9: Remedies for underperforming or unproductive staff. 

Response 

Institution 

Total 

Freq. (%) 
KNUST 

Freq. (%) 
UG 

Freq. (%) 

Demoted 
1 1 2 

1.7% 1.8% 1.7% 

Dismissed 
2 2 4 

3.3% 3.5% 3.4% 

Nothing 
12 7 19 

20.0% 12.3% 16.2% 

Queried 
44 40 84 

73.3% 70.2% 71.8% 

Sanctioned 
1 7 8 

1.7% 12.3% 6.8% 

Total 
60 57 117 

51.3% 48.7% 100.0% 

Source: Field data, 2019 
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     A query may be issued to an employee after repeated oral reprimands, and in the form of a 

letter to the recalcitrant employee to provide defence or reasons for misconduct or poor 

performance. The query usually makes the staff to be more careful of their subsequent 

behaviours so as not merit formal disciplinary action by management and possibly dismissal. 

However, 20% of the respondents in KNUST and 12.3% in UG indicated that nothing is 

sometimes done to manage unproductive staff, which should be worrying because nothing 

being done to persistently underperforming or unproductive staff usually eventually 

demotivates their colleagues who are performing well. Table 9 also shows that very few of the 

respondents indicated sanctioned, demoted or dismissal as remedies that are used to manage 

unproductive staff, probably reflecting that such remedies are rare. 

 

4. Conflict Management 
Conflict can be healthy when well-managed, but will cause problems when mismanaged. 

Inability to effectively manage conflicts in a library will eventually adversely affect employees’ 

productivity. The following issues about conflicts in the organizational culture of the libraries 

were examined: frequency, effects, conflict tolerance which constitutes conflict resolution, 

internal organizational conflict, overlapping duties as cause of conflicts, and conflict 

resolution.  

 

4.1 Internal conflicts 

The respondents were asked how often conflicts occurred between supervisors and 

subordinates in the libraries, and the results are shown in Table 10.  

 
 

Table 10: Internal conflicts in libraries. 

Response 

Institution 

Total 

(No./%) 
KNUST 

(No./%) 
UG 

(No./%) 

Often 
10 8 18 

16.7% 14.0% 15.4% 

Very often 
0 5 5 

.0% 8.8% 4.3% 

Occasionally 
36 40 76 

60.0% 70.2% 65.0% 

Never 

 

3 4 7 

5.0% 7.0% 6.0% 

Neutral 

 

11 0 11 

18.3% .0% 9.4% 

Total 
60 57 117 

51.3% 48.7% 100.0% 

Source: Field data, 2019. Chi-Square=16.510, DF=4, p=0.002 

 

     Most of the respondents indicated that conflicts occur only occasionally between 

supervisors and subordinates - 70.2%) in UG and 60.0% in KNUST, as many as 16.7% and 

22.8% of the respondents in KNUST and UG, respectively, indicated that conflicts occur often 

or very often. The results in the table also show significant variations between KNUST and 

UG in responses about frequency of conflicts between supervisors and subordinate (Chi-

Square=16.510, DF=4, p=0.002). 
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4.2 Conflicts due to overlap of duties  

Internal conflicts may arise from various causes. One key source of conflicts is when staff 

duties are not clearly defined or scoped which eventually creates confusion and conflicts about 

who is expected to do what duties and to what extent, or certain staff usurping duties or 

expecting other staff to do duties that they are expected to do.  Lack of clear specifications 

about the extent and limits of duties of various staff usually leads to conflict and tension among 

staff. So, the respondents were asked to agree or disagree with a statement that conflicts often 

emanate from overlaps of duties of the staff, and the results are shown in Table 11. The majority 

of respondents agreed - 71.9% and 63.4% of the UG and KNUST respondents, respectively. 
 

Table 11: Overlap of duties in libraries.  

 Institution  

Total 

Freq. (%) Response 
KNUST 

Freq. (%) 
UG 

Freq. (%) 

Agree 34 (56.7) 31 (54.4) 65 (55.6) 

Strongly agree 4 (6.7) 10 (17.5) 14 (12.0) 

Disagree 18 (30.0) 14 (24.6) 32 (27.4) 

Strongly disagree 1 (1.7) 1 (1.8) 2 (1.7) 

Neutral 3 (5.0) 1 (1.8) 4 (3.4) 

Total 60 (51.3) 57 (48.7) 117 (100.0) 

Source: Field data, 2019 

 

 

4.3 Conflict Resolution  

Conflicts affect productivity in libraries if they not resolved quickly. In order to avoid tensions 

library managers need to important for management to institute measures to minimize conflict 

and help settle differences. This makes timely and effective conflict resolution strategies and 

measures very important. In order to investigate this, the respondents were asked to indicate 

whether conflicts are quickly resolved when they arise in the libraries. Table 12 shows that 

majority of respondents in both institutions answered ‘Yes’ - 75.4% in UG and 68.3% in 

KNUST.  
 

Table 12: Conflict resolution in libraries by institution. 

 Institution 

Total 

Freq. (%) 

Response KNUST 

Freq. (%) 
UG 

Freq. (%) 

Yes 41 43 84 

68.3% 75.4% 71.8% 

No 6 13 19 

10.0% 22.8% 16.2% 

Neutral 

 

13 1 14 

21.7% 1.8% 12.0% 

Total 60 57 117 

51.3% 48.7% 100.0% 

Source: Field data, 2019. Chi-Square=12.844, DF=2, P=0.00 

 

     These results show that library management usually resolve conflict among staff in both 

libraries quickly enough. However, a Chi-square test performed comparing the proportions the 

“Yes”, “No” and “Neutral” responses in the two libraries showed that the proportion of “Yes” 
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responses in UG was significantly higher than that in KNUST (Chi-Square=12.844, DF=2, 

p=0.002. 

     Conflict is inevitable in every organization since employees and managements have 

different opinions or ideas on how things must be done efficiently. Conflict can also be healthy 

or unhealthy. Healthy conflicts lead to competition that promotes inventiveness and innovation 

amongst employees, while unhealthy conflict if are not quickly resolved, results to tension 

build up among employees at the workplace, which often leads to poor productivity. The 

findings show that in both institutions, conflicts are quickly resolved among the library staff. 

This implies that the libraries likely have in place effective conflict management strategies and 

procedures.  

 

Conclusion 

Organization culture is a very powerful force that binds an organization together and influences 

the attitudes and performances of employees. It is embodied by the structures, routines, rules, 

norms and behaviours in an organization, but is also naturally constantly but slowly shaped by 

employees as they seek to achieve both organizational and personal goals. Such culture 

determines the way employees are expected to and actually think, feel and behave in the 

workplace. The fundamental role of any academic library is to acquire and make available 

various information resources and associated services to users in catchment academic and 

research community. Academic library culture influences the attitudes and behaviours of 

library staff among themselves, which in turn determines how well the library is able to interact 

with and provide information resources and services to its users. Thus, ultimately, the 

organization culture of each academic library determines whether users will be attracted to and 

continue to use the libraries or find solutions to their information needs elsewhere. When the 

various elements or variables of a culture are analysed it becomes clear how the culture is 

embedded, evolving, and provides structure and meaning to the organizational members in 

doing their work (Schein, 2004). This is what this study sought to do in respect of two foremost 

university libraries in Ghana - UG and KNUST academic libraries. Libraries are institutions 

that must interact with and provide information resources and services effectively to library 

users of diverse backgrounds and needs.  This objective can only be met when libraries are able 

to build and operate within organizational cultures that enable them to effectively and 

efficiently recognize and satisfy the needs of different types of library users on a continuing 

basis.  

 

Recommendations 

Based on the findings of the study, the researcher would like to make the following 

recommendations: 

o Library management must encourage staff to take initiatives to some extent in their 

work as needed. Some information service situations demand immediate actions by 

staff before superiors or management could be involved, though limits to such must 

also be clearly specified to limits the associated risks  

o Staff must be well motivated, as adequate staff motivation is essential for staff and 

organizational development and performance. Management creates the will to work by 

motivating employees which is necessary for the achievement of organizational goals 

(Chhabra, 2010; Cole, 2004). Motivation can be enhanced through implementing an 

effective performance review, reward and sanction system. Staff who perform well 

need to be recognized and appreciated in ways management can afford to, so that other 

staff may emulate and work towards improving their own performances. Also, proper 

measures must also be taken to manage and sanction staff who are unproductive in their 

roles and work, in order not to allow the bad eggs to contaminate the good ones. 

o Management must ensure effective regular staff performance reviews in the libraries. 

Of note, library staff in KNUST perceived they were not having enough regular 
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performance reviews. Performance reviews help staff to know what are expected of 

them, highlight how adequate staff efforts are appreciated or where more effort is 

needed. Unproductive staff are also alerted to work better once they realize that there 

will be regular performance reviews which might lead to rewards or sanctions. Regular 

performance reviews can also help to keep management abreast specific staff 

weaknesses and development needs to enable them meet up with the diverse and 

changing needs of library users as technology continuously advances.  

o Supervisors and other library leaders must lead by example. Supervisors’ values must 

be consistent with the organization’s values, and should also reflect in their behaviours 

and interactions with their subordinates. 

 

References 

Adeyoyin, S. (2006). Managing the library’s corporate culture for organizational efficiency 

productivity and enhanced service. Library Philosophy and Practice, 8(2), 5-7. 

Agwu, M.O. (2014). Organizational culture and employees’ performance in the National 

Agency for Food and Drugs Administration and Control (NAFDAC) Nigeria. Global 

Journal of Management and Business Research, 14(2), 2–11.  

Aina, L.O. (2004). Library and information science text for Africa. Ibadan: Third World 

Information Services.  

Afful, P.Y. and Antwi, I.K. (2001). Motivation and productivity in academic libraries: A case 

study of University of Cape Coast Library, Ghana. Ghana Library Journal, 13(2), 10. 

Arif, M. and Mahmood, K. (2010). Allama Iqbal open university library services to teachers: 

A survey. Pakistan Library & Information Science Journal, 41(4), 10-12. 

Asogwa, B.E. (2014). Libraries in the information age : A measure of performance 

competencies and constraints in academic libraries in Nigerian universities. The Electronic 

Library, 32(5), 603-621.  

Aswathappa, K. (2003). Organizational behaviour. Bangalore: Publishing House.  

Babalhavaeji, F. and Farhadpoor, M.R. (2012). Academic libraries ’ external environment and 

environmental scanning by managers of central libraries of Islamic Azad. Library 

Philosophy and Practice, 4(1), 1–12. 

Barrett, R. (2006). Building a values-driven organization: A whole-system approach to cultural 

transformation. Boston: Butterworth-Heinemann. 

Bhatti, R. (n.d.). The role of academic libraries in facilitating undergraduate and post- graduate 

studies : A case study of the University of Peshawar , Pakistan. International Electronic 

Journal, 38, 36–49. 

Bhatti, R. and Nadeem M (2014). Assessing training needs of LIS professionals: A prerequisite 

for developing training programs in university libraries of Pakistan. Chinese 

Librarianship: An International Electronic Journal, 37, 8-10. 

Boakye, E and Adama, M. (2018). User satisfaction with library resources in public colleges 

of education in Ghana. Library Philosophy and Practice, June. 

Chhabra, T.N. (2010). Fundamentals of Management. (4th ed.). New York, NY: K. V. Sharma. 

Clarke, S. (2011). Culture and identity. The SAGE Handbook of Cultural Analysis 4, 29–39.  

Cole GA (2004). Management theory and practice. (6th ed.). Hampshire, UK: Cengage    

Learning. 

Conner, E. (2009). An introduction to staff development in academic libraries. New York: 

Routlege. 

Cullen R., Adeyoyin S., Olorunsola, R. and Idada, D.A. (2004). Issues facing academic 

libraries in Nigeria. Journal of Academic Librarianship, 30(4): 330–332.   

Hughes, J.M. (2010). The role of supervision in social work: A critical analysis. Critical Social    

Thinking: Policy and Practice, 2, 60-77. 

Johnson, G. (2000). Strategy through a cultural lens: Learning from managers’ experience. 

Management Learning, 31(4): 403-426. 



Journal of Information Science, Systems 
and Technology, 2021, Vol.5, No.1/2 
[August], 62-82 [Research Article]  

Ankrah, E.; Amponsah, V. / 
Toward Improved Library Organisation Culture for Enhanced Service Delivery in 

Academic Libraries in Ghana / 81  

  

Kandula, S.R. (2006). Performance management. New Delhi: Prentice Hall of India Private 

Limited. 

Khan, A., Bhatti, R., Khan, G. and Ismail, M. (2014). The role of academic libraries in 

facilitating undergraduate and post- graduate studies : A case study of the university of 

Peshawar , Pakistan. Chinese Librarianship: An International Electronic Journal, 38, 36–

49. 

Krause, D.E. (2004). Influence-based leadership as a determinant of the inclination to 

innovative and innovation-related behaviors: An empirical investigation. Leadership 

Quarterly, 15(1), 79-102. 

Kreiser, L. and Horton, J. (1992). The history of the curriculum integrated library media 

program concept. International Journal of Instructional Media, 19(4), 313-319. 

Kumar, M.A. (2014). Use of e-journals by research scholars in university libraries in Andhra 

Pradesh. Library Philosophy and Practice (E-Journal), 1–32.  

Lamptey R, Boateng M. and Antwi, I. (2013). Motivation and performance of librarians in 

public universities in Ghana. Library Philosophy and Practice (E-Journal), 27, 1–26. 

Lunenburg, F.C. (2011). Organizational culture-performance relationships: Views of 26 

excellence and theory Z. National Forum of Educational Administration and Supervision 

Journal, 29(4): 1–10.  

Martins, E.C. and Martins, J. (2003). Cultures in organizations: Three perspectives. New York, 

NY: Oxford University Press.  

Martins, M.J. (2006). That’s the way we do things around here: An overview of organizational 

culture. Electronic Journal of Academic and Special Librarianship, 7(1), 1-4. 

Mullins, J.L. (2005). Management and organisational behaviour. (4th ed.). London: Pitman 

Publishing. 

Naqvi, S.M.M.R., Ishtiaq, M., Kanwal, N. and Ali, M. (2013). Impact of job autonomy on 

organizational commitment and job satisfaction: The moderating role of organizational 

culture in fast food sector of Pakistan. International Journal of Business and Management, 

8(17), 92-102. 

Nelson, D.L. and Quick, J.C. (2011). Understanding organizational behaviour. Belmont, CA: 

Cengage South Western.  

Olaniyan, D.A. and Ojo, L.B. (2008). Staff training and development: A vital tool for   

organizational effectiveness. European Journal of Scientific Research, 24, 326-331. 

Owoyemi, O.O. and Ekwoaba, J.O. (2014). Organisational culture : A tool for management to 

control ,  motivate and enhance employees ’performance. American Journal of Business 

and Management, 3(3), 168–177.  

Oyadonghan, J.C. (2010). Information flow patterns in organizations: The library in focus.     

Library Philosophy and Practice, 5(2), 79-82. 

Oyesiku, F.A. and Oduwole, A.A. (2004). Use of an academic library: A survey on the Olabisi 

Onabanjo University libraries. Lagos Journal of Library and Information Science, 2(2), 

96-101. 

Patel, U. and Bhavsar, V. (2012). The changing role of library professionals in academic 

libraries. International Journal of Scientific Research, 1(5), 73-74. 

Posigha, B.E. and Seimode, E.F. (n.d.). Professional development of library professionals in 

Nigeria. Warri, Delta State. 

Rashid, Z.A., Sambasivan, M. and Johari, J. (2003). The influence of corporate culture and     

organisational commitment on performance. Journal of Management Development, 22(8), 

708-728. 

Rasul, A. and Singh, D. (2010). The role of academic libraries in facilitating postgraduate      

students’ research. Malaysian Journal of Library & Information Science, 15(3), 75- 84. 

Robbins, S.P. (2003). Essentials of Organizational Behaviour. Prentice Hall. 

Robbins, S.P., Odendaal, A. and Roodt, G. (2007). Organisational behaviour: Global and 

South African perspectives. Cape Town: Pearson Education. 



Journal of Information Science, Systems 
and Technology, 2021, Vol.5, No.1/2 
[August], 62-82 [Research Article]  

Ankrah, E.; Amponsah, V. / 
Toward Improved Library Organisation Culture for Enhanced Service Delivery in 

Academic Libraries in Ghana / 82  

  

Schein, E.H. (2004). Organizational culture and leadership. Leadership, 7, 437. 

Schein, E.H. (2010). Organizational culture and leadership. (4th ed.). San Francisco:  Jossey-

Bass. 

Schulz, J.W. (2001). Tapping the best that is within: Why corporate culture matters. 

Management Quarterly, 42, 29-35. 

Senyah, Y. (2003). Motivation and productivity in academic libraries: A case study of the 

Kwame Nkrumah University of Science and Technology Library, Kumasi. Journal of 

Science and Technology, 23(2), 80-82. 

Shahzad, F., Luqman, A.R., Khan, A.R. and Shabbir, L. (2012). Impact of organisational 

culture on organisational performance: An over view. Interdisciplinary Journal of 

Contemporary Research in Business, 3(9): 975-985. 

Shepstone, C. and Currie, L. (2008). Transforming the academic library : Creating and 

organizational culture that fosters staff success. The Journal of Academic Librarianship, 

34(4): 358–368. 

Stephens, D. and Russell, K. (2004). Organizational development , leadership , change , and 

the future of libraries. Library Trends, 53(1): 238–257. 

Virkus, S. and Metsar, S. (2004). General introduction to the role of the library for university 

education. Liber Quarterly, 14(3/4), 290–305. 

Vishala BK and Bhandi MK (2009). Advantages and disadvantages of e-journals as perceived 

by the academicians of universities of Karnataka: A survey report. SRELS Journal of 

Information Management, 46(3), 229-238. 

Werner, A. (2007). Organisational behaviour: A contemporary South African perspective. 

Pretoria: Van Schaick.  

Wilson, P. and Bate, S. (2003). The Essential Guide to Managing Small Business Growth. 

Sussex: John Willey & Sons. 

Wilson TB (2004). Innovative Rewards System for Changing Work Place. (2nd ed.). New 

York: McGraw-Hill.  

 

Profile of the Authors 

 

Ebenezer Ankrah is currently Senior Lecturer and Head of Department of Information 

Studies, University of Ghana. He possesses doctorate degree in Information Studies and MBA 

(MIS) from the University of Ghana. He had had varied work experiences as Systems Director, 

Head of Information Technology Unit, Medx Health Systems, as Information Specialist, 

Information Technology Unit, World Bank Ghana Office, and as Systems Administrator, 

Information Technology Department, NTHC Limited. His research interests focus on 

information systems, including management information systems, library information systems, 

strategic information systems.   

 

Vivian Amponsah is the University Librarian at Christ Apostolic University College, Kumasi, 

Ghana. She holds a BA (Geography and Economics) from the University of Cape Coast, 

Ghana, and MA and MPHIL degrees in Information Studies from the University of Ghana, 

Legon. Her research interests focus on organizational culture in libraries, information literacy, 

reference and user services, and use of electronic resources in libraries. 

 

 

 


