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Abstract

Purpose — This paper analvees the opinions of the Botswana Mational Library Serviee's (BNLS)
Headguarters (HOQ)) staff and staff of the Botewana public libraries on strategic human resource
neanagement issnes, which were fested by six hypothesss,

Design/methodology/approach - The analvsis was carried out by statisfical means. The f-fest
was the method used for comparing the two groups’ mean scores. Analvses were repeated using the
Chi-sguared test,

Findings - The studv identified a number of izsues where staff had differences of opinion: changing
emplovess’ expectations about work, transformational leadership, job satisfaction, perfornmance
feedback and delegation of responsibility. The paper briefly discusses the issues where the status of
the library influenced staff opinions.

Research limitations/implications - It is to be noted that the data collected from HQ) has o he
=ed with caution because the numbser of respondents there was smaller than the respondents from
public libraries.

Practical implications — The author throws Light on human resource management technigues in the
everyday library environment. This paper may help policy makers to identify ways in which they can
maofivate their emplovees; it may help policy planners to identify their staff's different requir ements,
Originalitv/valune - This paper provides a useful and insightful application of a general human
resource management ool to the specific arganizational context of public libraries.
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Introduction
The concept of strategic human resource management (SHREM) became popular in the

19805 with the development of the Harvard Business School’s two maodels integrating
strategy and human resource management, namely the matching model and the
Harvard framework model. The Matching model was conceptualised by Formbrun
et al (1984, p. 453), who were known as the first formulators of SHRM, and who
identified three core elements as necessary for firms to function effectively:

«  mission and strategy;
+ organisation strategy; and
* human resource management.



These authars emphasised the importance aligning human resource management to
arganiational strategy. This view is suppaorted by Beer ef al (1984), who have stated
that a rapidly changing environment creates an mmperative need for a more
comprehensive and strafegic perspective regarding human resources,

Increasingly, SHRM is becoming ever more popular. Today, human resources are
zeen as “the awvailable falents and energies of people who are available fo an
organization as pofential confributors to the creation and realization of the
organization's mission, vision, strategy and goals” (Jackson and Schuler, 2000, p. 37).
Hence, SHRM is not a completely new and revolutionary field — rather its roots can be
traced back to the mid-1950s.

Schuler and Jackson (1999, p. 52) defined SHRM as “the pattern of planned human
resource developments and activities intended to enable an organization to achieve its
goals”. This definition integrates the two main points:

(1) linkage of human resource activities with the organisational strategy; and
(2) harmonizsation of various human resource activities,

Armstrong and Baron (2002, p. 41) have recently regarded the concept of strategic
human resources as “a general approach fo the strategic management of human
resources in accordance with the intentions of the organization on the future direction it
wants to take. It is concerned with longer term people issues as part of the strategic
management processes of the business”, Points highlighted are similar to those made
in 1994 by Armstrong and Long (1994, p. 38) that SHRM refers to an organisation’s
decision-making about its human resources, it is an organisation's overall plan to
pursue to achieve its goals through people; where human resource management and
strafegic management are correlated with people being an integral component of any
organisation's corporate strategy.

SHRM, therefore, can be considered as an overall process to deal with long-term
human resources issues as part of the strategic management of the arganization. This
includes comprehensive concerns about structures, wvalues, culture, quality,
commitment and performance and the development of the human resources through
whom the goals of an arganization are accomplished,

SHRM has the following two main perspectives.

(1) Human resource management as an integral part of an organisational strategy,
“which is chiefly about ensuring that the organisation has the skilled,
committed and wellmotrvated workforce it needs fo achieve its business
objectives. It can be achieved by linking HR strategies to basic compefitive
strategies” (Armstrong, 2000, p. 45).

(2) Human resource management as a strategy in itself, which means developing
staff i order to face the challenges of a rapidly changing warld.

The aim of SHRM is to provide a future direction, ie. to manage people in an
arganiation i terms of the long-term planning of human resource management by
aligning it with an organisation’s overall strategic plan (in this case a library’s overall
plan). With this understanding of SHRM, this study tested various hypotheses within a
specific organisational context fo collect respondents’ perceptions on some of the
SHRM issues — for instance, whether or not the type of library they are serving
influences their opinions.



Research hvpotheses
Hypotheses were formulated to test the following: whether a public library's emplovees
have different perceptions of their work from headquarters' (HQ)) employees on issues

related to SHEM. To test the hypotheses, the participants in this study were categorised
as follows: staff working in public libraries (49 participants) and staff work ing at the HQ)
(17 participants). It is to be noted that the data collected from HE) has to be used with
caution because the number ofrespondents there was smaller than the respondents from
public libraries. The following research hypotheses were investigated:

HI. That staff opinion on the qualities required to provide an efficient library
service 15 independent of the status of the library tn which they work.

H2  That the view of the competencies required by staff during the next five years
15 independent of the status of the library in which these staff work,

H3. That staff perception of the impact of external factors 1s independent of the
status of the library in which they work

H4  That staff opmion on strategic management issues 5 independent of the
statuis of the library in which they work.

H5. That staff perception of motivational factors is independent of the statis of’
the library in which they work.

He. That the general view of staff regarding human resource strategy is
independent of the status of the library in which they worke

Aims of the paper
Although the paper is based on a Botswana library study, some of the problems can be
universally applicable to any part of the library worldwide. Hence,

this paper may help policy makers to identify ways in which they can motivate
their employees; and
it may help policy planners to identify their staff's different requirements.

Methodology for testing hyvpotheses

The t-test is the most elementary method for comparing two groups' mean scores, It
assumes that the variables in the populations from which the sample 5 drawn are
normally distributed, and also that the populations hawe homogeneity and that they
deviate equally from the mean.

The procedure for applying the ftest consists of computing the standard error for
the groups to be compared. The whole idea of this formula and all calculations
mvolved 15 to obtam the #value which 1s then used in determining the statistical
significance of the variance between the two groups

The SP55 uses Levene's test for equality of variance, and was first used to
compare variability i responses, because the fest statistic for comparing two
sample means depends on whether variation in the two groups is the same or not.

Analyses were repeated using the chi-square test. This was doneasa measure of test
of no association between categories of libraries and levels of knowledge/agreement



with each concept being recorded as either critical or not critical. The SPSS results
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included computing relevant test statistics suchas the f-statistic (or f-statistic), degree of analysis
freedom (df) and the p-value (significance). The fratio is the ratio of variance (used in S
ANOV A to test significant differences between two or mare group means).

It = to be noted that the oritical p-walue was 5 per cent in all the tests.

HI. That staff opinion on the qualities required to provide an efficient library 169

service 15 independent of the status of the library in which they work

Following the two-sample ftest, this hypothesis was accepted given that the
significance level of p = (.178 (Table I) was higher than the set level of significance of
p = 005, mdicating the non-existence of any relationship between per ceptions about
efficient services and the status of the library. Consequently, opinion about the
qualities required to provide efficient services was not dependent on whether the staff
worked at HQ) or in a public library itself,

When the different qualities were compared across library status in cross-tabulation
the results further added to the assertion that qualities required to provide efficient
library services are not dependent on the status of the library. For instance, a
comparizon of one quality, “commitment” against the library status (Table 11) shows a
similar rating pattern amongst headquarter and public library staff.

These statistice all appear to suggest that the type of library m which the
respondents worked had no influence upon the way a staff member perceives the
qualities required to provide efficient library services, All the respondents hold similar
views on the requirements of commitment, capability, innovative thinking,
understanding of library aims and objectives, compliance with rules and procedures,

[fatatistic pvalue tstatistic of pvalue
Qualities 0.000 0988 1,362 # 0.178
Comp etencies 0309 0580 1.161 L) 0250
Impact of external factors 0528 0470 J.28 L) 0002 Table L
Strategic management (088 0767 24490 64 0015 test for equality of
Motivational factors 0421 0519 2408 64 0015 means for public
HR stratepy 2205 0143 (0.805 63 0374 librar ies/HC)
Status of library

Commitment Fublic HQ Total
Crifical
Count i) 16 60
Status of library (per cent) HA 941 0.9
Not critical
Count 5 1 6
Status of library (per cent) 102 549 9.1 Table IL
Total Cress-tabulation:
Coumt 49 17 66 “Commitment” against

Status of library (per cent) m&m 1060 1000

status of the library



4,3

170

Table II

positive atfitude, enthusiasm, stamina, strategic approach and thinking about
providing efficient library services,

In Table 11I, Pearson's chi-square with two-degrees of freedom further confirmed
acceptance of the hypothesis at the significant level of p = (.359, which is greater than
the set value of p = 0.05. Hence, this research hypothesis was accepted. It can be
concluded that the perception by staff about the qualities required to provide efficient
library services is independent of the status of the library.

HZ2  That the view of the competencies required by staff during the next five vears
1s independent of the stafus of the library in which those staff work.

The two-sample ftest accepted the hypothesis at the significant level of p = 0250
(Table 1) greater than set value (p = 0.05), and shows that there is no significant
relationship between the status of the library and the participants’ views. All the
participants viewed the various competencies required by staff during the next
five vears to enhance library services as of equal importance, whether they worked in
public libraries or the HG).

Different competencies were compared against library status in cross-tabulation,
and the results further revealed that competencies required to provide efficient library
services are not dependent on the status of the library. For example, one of the
competencies, “leadership”, compared against library status (Table 1V) shows a similar
rating pattern amongst HQ) and public library staff.

This suggests that the type of library in which the respondents worked did not
affect the way the participants perceived the competencies required to enhance library
services,

In Pearson's chi-square test the significant level of p =0.573 (Table V) further
validated the acceptance of this hypothesis. All the other competencies: Tacilitating and
implementing change, team building, coaching, cross-oultural communication,

Value df pvalue

(]

Pearson chi-square 2050 (13549

Mote: Chi-sguare test: “Commitment” apainst status of the library

Table IV.
Cross-tabulation:
“Leadership” against
status of the library

Status of library
Leadership Public HQ) Total

Critical

Count 44 16 A8
Status of library (per cent) 5 941 a2
Nat evitical

Count 6 1 7
Status of library (per cent) 125 549 108
Total

Count 47 17 65
Status of library (per cent) 1000 100.0 100.0




technical expertise, and mentoring were regarded as equally important to enhance
library =services and had a smmilar rafing pattern. Hence, the opinion amongst staff
about the competencies required by staff during the next five vears is independent of
the status of the library.

H3. That staff perception of the impact of exterral factors is independent of the
status of the library in which they work.

A two-sample #test was performed and subsequently this hypothesis was rejected at
the significant level of p = 0.002 (Table I), which was less than the set significance of
p =005, demonstrating the existence of some relationship between the impact of
external factors and the status of the library. This suggests that the opinion about
qualities required to provide efficient services was dependent on the status of the
participants’ library. To identify the existence of this relationship, all of the
cross-tabulations on the impact of external factors agamst the status of the library
were investigated. The difference between the employees' views was traced to
“changing employees' expectations at work”. This is evidenced from the following
cross-tabulation (Table V1) and the chi-square test.

Table V1 shows that changing employees' expectations about worlk were perceived
as mare critical by the respondents who worked in public libraries (81.2 per cent) than
by those who worked at the HE) (41.2 per cent). This suggests that changing employvees'
expectations was more important for those who worked m public libraries,

The chi-square test (Table V1I) for changing employees’ expectations about work
gives the significant value of p = 0.002, which is less than p = 0.05. This further
confirmed the rejection of this hypothesis. This would appear to suggest that the type
of library in which the respondents worked influenced their way of thinking on this
imsue. The other external issues: information technobgy, changing needs of library
customers, shrinking budget, global competition and external environment were all

Value df pvalue

(]

Pearson chi-square 1.114 0573

Mote: Chi-sguare test: *Leadership” against status of the librare
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Tahle V.

Status of library
Changing emplovees expectations Fublic HQ Total

Critical

Count X 9 46
Status of library (per cent) 82 41.2 708
Nat evitical

Count 9 10 19
Status of library (per cent) 188 SRR 292
Total

Count 47 17 65
Status of library (per cent) 10040 1060 1000

Table VL.
Cross-tabulation:
“Changing Emplovees’
Expectations About
Warl” apainst status of
the library
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Table VIL

perceived critical without any significant difference of views, whether staff worked in
HC) or in public libraries. However, because of the difference of perceptions on one of
the external issues it can be concluded that the belief by staff about the impact of
external factors is dependent of the status of the library.

H4  That staff opinion on strafegic management isues 5 independent of the
status of the library in which they wark,

The two-sample f-test established that the hypothesis was rejected because the
significant level p = (L.015 (Table 1) was less than p = 0.05. This signifies the existence
of some relationship between the respondents’ views on the strategic issues and their
status of the library. Their views were influenced by the tvpe of the libraries they worked
for. To trace this relationship, all of the cross-tabulations on the strategic management
isues against the status of the library were examined. The difference between the views
was fraced to “transformational leadership®. This is shown in Table VIIL

The table shows that the transformational leadership was mare critical for the staff
who worked in public libraries than the HQ) staff. The status of the library influenced
participants’ views,

In addition to this cross-tabulation, Pearson chi-square test's significant level of
p = 0.024 (Table IX) also authenticates the existence of some relationship between the
views of the respondents working in two different types of libraries.

Value df pvalue

Pear=aon chi-square 12161 2 0002
Maote: Chi-sguare fest: *Changing Emplovess’ Expectations About Worl" against status of the library

Tahle VIIL
Crees-tabulation:
*Transformational
Leadership” against
status of the library

Status of library
Transformational leadership Public HQ Total

Critical

Count 41 4 Al
Status of library (per cent) B854 a62 781
Mot eritical

Count 7 7 14
Status of library (per cent) 146 438 2149
Total

Count 48 16 64
Status of library (per cent) 100.0 100.0 100.0

Table IX.

Value df pvalue

Pearson chi-sguare A5G 2 0024
Mote: Chi-square test: “Transformational Leadership” against status of the library



It can be concluded that the type of library in which the respondents worked had
significant influence over their perception of strategic management. All the other
Bsues: customer arientation, productivity improvement, performance measurement
system, employee reward system, employee recognifion system, cost control,
knowledge management, and organisational culture building scored similar rating
patterns from all of the participants. It can be concluded that because of the difference
in perceptions on one of the strategic management issues, opinion on strategic
management issues 15 dependent on the status of the library.

H5 That staff perception of motivational factors is independent of the status of
the library in which they work.

This hypothesis was rejected by the two-sample ftest at the significant level of
p=10.015 (Table I}, which was less than p = 0.05 mdicating the existence of some
relationship between the beliefs on motivational factors and the status of the library.

To identify the difference in perceptions, all the different motivational factors were
compared against library status in cross-tabulations and the differences of views were
found in the Table X.

In Table X the job satisfaction was maore crifical for the public library staff (89.4 per
cent) than for those who waorked at the HCQ) (706 per cent). This means the concept of
motrvational factors is dependent on the status of the library.

The significant level of p = 0.048 (Table XI) confirms the existence of a relationship
between the participants’ views and which of the two types of libraries they worked in.

Table X11 displays performance feedback was viewed as mare critical by the public
library staff (93.6 per cent) than by HC) staff (82.4 per cent). So the status of the library
had a significant influence on participants’ opinion,

The significant level of p = 0025 (Table XIII) further verifies the existence of
relationship between the participants’ views and which of the two types of libraries
they worked m.

Status of library
Job satisfaction Public HQ) Total

Crilieal

Count 42 12 54
Status of library (per cent) B4 706 844
Nat critical

Count 5 5 10
Status of library (per cent) 106 2494 156
Total

Conmt 47 17 G4
Status of library (per cent) 10040 1060 1000
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Table X.
Cross-tabulation: “lob
Satisfaction” apainst
status of the library

Value df pvalue

Pearson chi-square G072 2 (048
Mote: Chi-sguare test: “Job Satisfaction” against status of the library

Table XI.




LE Table XIV demonstrates the difference of opinion among staff Delegation of
543 responsibility was more critical for the public library staff (83.7 per cent) than by those
! who waorked at the HE) (52.9 per cent). Hence, the concept of motivational factors is not
ndependent of the status of the library.
The significant level of p = 0.030 (Table XV) further confirmed the existence of
relationship between the participants’ views and type of library.

174 This all points to the fact thatthe type of library inwhich the participant worked had
significant influence upon his/her views on some of the motivational factors atwork. Job
satisfaction, performance feedback and delegation of responsibility were found more
critical for public library staff than the BNLS staff. Other motivational factors:
appropriate organizational goals, participation in geal sefiing, conducive working
environment, high morale, positive job environment, and effective communication were
percerved as being of similar importance. However, this hypothesis is rejected, since due
to discrepancies of opinions on the two above-mentiored SHRM issues, the concept of
motivational factors = dependent of the status of the library.

Status of libeary
Performance feedbacl Fublic HQ Total
Critical
Count H 14 58
Status of lwary Bh 224 906
Not critical

Tahle XIL. Count 3 3 6

Cree=-tabulation: Status of lirary .4 178 9.4

“Performance Feedback™  Tagal

against status of the Count 47 17 64

library Status of lwary 10040 1000 1000

Value df pvalue
Pearson ch-square TR 2 0025

Table XIII. Mote: Chi-sguare test: *Performance Feedback” against status of the library
Status of library

Delepation of responsibility Fublic HQ Total
Critical
Count 41 9 50
Status of lirary (per cent) 837 5249 TaR
Not critical

Tahle XIV. Count ] 8 16

Cress-tabulation: Status of lisrary (per cent) 163 4.1 24.2

Melegation of Tatal

Responsibilitr” against Coumnt 449 17 66

status of the library

Status of lirary (per cent) lf}'..’}.f} 100.0 1000




He. That the general view of staff regarding human resource strategy is

A comparative

independent of the status of the library in which they waork. analvsis
The two-sample {-test accepted this hypothesis concerning participants’ opinions on
human resource strategy at the rate of a significant level p=0.374 (Table I).
Consequently, opinions on human resource strategy were not dependent on whether
staff worked in the HCQ) or public libraries. For further proof, the different human 175
strafegic i=sues were compared against library status and the cross-tabulation results *
provided further evidence of this fact. For instance, a comparison of “the alignment of
human resource strategy” against library status (Table XV1) shows a similar rating
pattern amongst the HC) and public ibrary staff.
Table XVI1 shows no relationship between the status of the library and staff
opinions on alignment of HR strategy, all the participants viewed the ssue similarly.
In Pearson chi-square test, the significant level of p =0.297 (Table XVII) further
confirmed the absence of any relationship between the opinions of the respondents and
the two types of libraries.
It is to be noted that each hypothesis tested a number of variables, but due to word
limitations, the paper presents only one example from each hypothesis. Exceptions are
made in the case of rejected hypotheses, where all the variables with difference of
opinions are displayed and discussed.
Value df pvalue
Pearson chi-square 7014 2 0030
Mote: Chi-sguare test: *Delepation of Responsibilite™ against status of the library Tahle XV,
Status of library
Alignment of HR stratepy Fublic HG) Total
Critical
Count 41 14 55
per cent within status of library 91.1 B7AS 0.2
Not critical Table XVI.
Count 4 2 6 Crosstabulation:
per cent within status of librarv A9 125 94 “Alipnment of Human
Total Resource (HR) Stratepy™
Count 45 16 il apainst status of
per cent within status of library 100.0 1000 1000 the library
Value df pvalue
Pearson chi-square 242 2 024a7
Mote: Chi-sguare test: “Alignment of Human Resource Stratepv” against status of the library Table XVII.
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Discussion

According to the data analysis of the six research hypotheses, three were accepted and
three were rejected. The hypotheses which were accepted were those which addressed
isues related to staff qualities (H), competencies (HZ), and human resource strategy
— all the staff, whether working in public libraries or the HCQ), held similar opinions on
the above =sues,

The three rejected hypotheses dealt with the mpact of external factors (H3),
strafegic management issues (H4), and motrvational factors (H5). With the impact of
external factors, we traced the difference of opinion to changing emplovees'
expectations about work (Table V1) with strategic management issues we identified
the difference of views in fransformational leadership (Table VIII); and under
motivational factors the difference of opinions were found in job satisfaction (Table X},
performance feedback (Table XI1I); and delegation of responsibility (Table XIV).

All of the above issues were seen to be more critical by the staff of public libraries
than by the HQ)' staff. Therefore, the hypotheses on these issues were rejected and the
conclusion drawn that staff opinions were indeed dependent on the status of the
participants' library.

Changing employees' expectations about work was perceived as more critical by the
public library participants than the HQ) staff. On the one hand, we may conjecture that
changing employees’ expectations involves many factors, which management may not
think important. On the other, sometimes management may indeed be genuinely
concerned about public library employees' expectations, but they do not reflect that
CONCErn.

Since most changes will tend to be top-down initiatives originated by HO), there may
be a time delay before the same changes are effected in public libraries. That =
possibly why public library staff seemed fo perceive matters relating to “changing
employees” expectations about work differently from HQ) staff. Delayed effectiveness
of decision-making on some issues might make public library staff feel as if H() staff
are not aware of and concerned about their urgent needs.

For mstance with regard to library computerization, all public libraries should
benefit equally from this change. But there may well be public library staff who feel
that they are lagging behind in this so-called new “information age”, without adequate
up to date technological facilities and training. This situation could be even more
pronounced in rural areas where amenities are not the same as in towns. For example,
mest rural villages do not have electricity, and consequently, the libraries there do not
have any access to compufers. In the author's interpretation of the data analysis, it &
suggested that it is impaortant for policy makers to consult with public library staff on
various issues because it 5 such staff who are providing services, m contrast to those
who do not have practical experience of the problems encountered at that level With
public library staff input, policy makers should effect changes m such a manner that
public library staff feel part of them and enjoy the changes equally and in as timely a
fashion as their colleagues and counterparts at HQ).

Transformational leadership was perceived as more important by the public library
staff. Transformational leaders enhance individuals' self-confidence and self-efficacy,
and help them to see their environment as a source of opportunity, encouragimg them to
engage in “feed-forward” learning processes (Vera and Crossan, 2004). It seems as if
HC) staff are well aware of what resources are available and therefore, understand the



limitations on the extent to which transformational change is possible. They try their
best with available facilities to fulfill staff needs for the provision of better library
services. But public library staff may not be able to appreciate the fact that the HQ) staff
are not fully empowered or resourced from a decision-making point of view, and they
themselves at HQ) level may in turn require further input from their ministry. Hence,
public library staff mav feel that their leaders are not transformational enough.

Truly, top performance will always require transformational leadership based ona
vision of what 15 needed. Leaders should communicate that vision to staff so they
embrace it (Hall, 2004), And of course, sometimes 1t i not quite possible, But even so,
based on interpretation of the data above, it is the author's view that policy makers and
senior management need to be more transparent, need to meet their public library staff
regularly, and should update them on all the problems and restrictions on facilities
which limit the capacity for transformational change, seeking their valuable opinions
in order to make optimum use of resources so that the best services are provided o
customers. In this way senior management will produce self confidence, self-worth and
vision among their staff, enabling them to produce more with less.

Performance feedback was more critical for public library staff according to the
data analysis. The author views this as showing that employees at HQ) tend to get
mmediate feedback on performance, but that it takes time for similar feedback toreach
staff in the public libraries themselves, perhaps because management decisions pass
through such a variety of channels. This is probably why performance feedback =
maore important for the public library staff than HQ) staff. However, concrete and timely
performance feedback is vital for all staff. According to Byars and Rue (2000, p. 216)
“feedback facilitates emplovees' learning process”. They argue that “keeping
employees informed of their progress as measured against some standard helps in
setting goals for what remains to be learned”. Knowing about “well done” is as
important as about “poorly done”. Feedback on good performance boosts an
emplnyeeq marale and feedback on poor performance pf‘n‘l.TIdE'-'-!. an oppartunity to
improve upon one's performance and develop oneself. Therefore, “ideally, performance
feedback should be an ongoing part of a manager’s job” (Bohlander ef al, 2001, p. 348).
There is a resonance here between the public library employees' opinions and the
above authors' opinions. Hence, it is vital fo provide all library staff with a mechanism
for concrete and timely feedback for the sake of enhanced emplaoyees' development
which should improve library productivity in consequence.

Delegation of responsibility provided a difference in opinion between the two
library groups. Possibly the staff at HQ) are able to handle impaortant aspects of their
work directly, but in public libraries there might be few such positions of
responsibility, where staff feel equally satisfied in performing primary responsibilities
diligently, In other words, staff at HQ might be fully enabled to wfilize their education
as opposed to public ibraries with fewer such responsible positions. Hence, delegation
of responsibility might be seen as more critical by public library staff than by HQ) staff.
“Being given additional responsihilities = perceived as trust in and respect for the
individual's abilities. Increased status is further evidence of impaortance and worth to
the organization. In the absence of this form of recognition managers are faced with the
challenge of helping people to create a new type of vision. People still need to feel
valued, trusted, and respected” (Mendes, 1996, p. 32). Clearly, the participants’ views
are supported by the above author. Indeed, delegation mofivates and creates
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self-confidence, high morale, initiative and self-esteem amongst subordinates. There is
a need for a proper delegation of responsibility so that all staff hawve a feeling of
empowerment and a sense of belonging to their libraries, and thus are encouraged to
perform to the best of their potential.

Job satisfaction was viewed as more important by the public library staff. Job
satisfaction is one of the most important motivational factors. Without job satisfaction,
staff cannot perform their best. Job satisfaction derives from various sourcessuchas, a
conducive working environment, effective communication, participation in goal
setting, performance feedback, and delegation of responsibility among others. Perhaps
public library staff do not feel sufficiently involved in the various types of library
activities — rather they seem to be following passively what comes from HQ). Possibly
for this reason the issue of job satisfaction was more significant for them,

As Bohlander ef all (2001, p. 101) point out, “the motivated, satisfied and productive
employee is one who: experiences 'meaningfulness’ of the work performed; experiences
‘responsibility’ for work outcomes, and has ‘knowledge’ of the results of the work
performed. Achieving these three psychological states serves as reinforcement to the
employee and as a source of internal motivation to continue doing the job well”,
The data analysis would suppaort the view expressed by Bohlander ef af (2001). Hence,
in the author's opinion, there is a need for a more conducive working environment in
the public libraries of Botswana, if libraries want to provide excellent services to their
customers. If a workdforce does not have this feeling of job satisfaction, it cannot
perform optimally and be managed strategically.

Conclusion

We can conclude therefare that, as a broad generalization, library policy makers may
automatically treat all of ther staff similarly while ther staff in fact seem to have
differences of opinions on a number of issues. Consequently, this paper recommends
that such policy makers should consider a whole variety of factors surrounding
employee differentiation when formulating any or all policies affected by such SHRM
isues. This should enable them to manage staff in such a way that the whole library
community can waork at optimum towards achieving the library's goals and objectives,
thus providing best services to their customers.
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