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I. Introduction 
Motivation is the inner drive that moves human beings towards achieving a goal. Hence, motivated behaviours 

are voluntary choices controlled by individual employee. The supervisor (motivator) wants to influence the 

factors that motivate the employee (Motivatee) to higher productivity. Generally, workers are regarded as the 

most important assets which lead to achievement of organization’s goals and objectives. Motivation is the key to 

a powerful manner, which creates productivity and helps the organization to survive.  Para-professional library 

staff are agents who work together in library settings or information centres to foster an inclusive, progressive 

and satisfying work-place. They also serve as primary source of information for library management’s decision 

making in terms of employee motivator and liaise with the users to get feedback on service rendered towards 

higher productivity. Such category of staff needs more motivation as they are the backbone of the library. 

Armstrong (2012) defines motivation as “the force that energies, directs and sustains behaviour.’’ It is 

concerned with the strength and direction of behaviour, and the factors that affect people to act in certain ways.  

Allan et al., (2011) view motivation as something which impels a person to act, or it is a reason of behaviour. 

They further stated that motivation is not manipulation of people but understanding of needs, or wages which 

prompt people to do things. There is need for an understanding of the fundamental drives, urges, needs and 

desire of the people which can be manipulated and stimulated. In addition, there is the need for a sense of 

communication and methodology that would provide stimulation of these urges. Some of the methods used for 

this purpose may be the provision of financial incentive, cordial working environment, challenging work and 

responsibility, personnel accomplishment, recognition for such accomplishment and an opportunity for growth 

and advancement, salaries, job design, creating flexibility, reward, promotion, training, and performance 

management.. However, workers feel that they are not recognized or appreciated by their managers for their 

contribution. Thus, lack of motivation hinders them from performing to the best of their ability. Motivation 

comes from within each individual. Like in any organization, motivation in tertiary institution libraries in 

Abstract: The study assessed motivation and performance of para-professional staff in tertiary institution 

libraries in Kaduna State. The study adopted survey method while structured questionnaire and structured 

interview questions were used to collect data for the study. The population of the study comprised the library 

managers and para-professional library staff. The total population of the library managers and para-

professional library staff was four hundred and twenty three (423)i.e 5 library managers and 418 para-

professional library staff. Stratified random sampling technique was used to select a sample size of 167 from 

the five selected tertiary institution libraries in Kaduna State. The questionnaire was administered to the 

sample size of one hundred and sixty seven. Out of the questionnaires administered, only one hundred and 

forty three (143) were duly completed and returned. Descriptive statistical tools were used.  Pearson 

Product Moment Correlation (PPMC) was used for testing the hypothesis. The findings of the study showed 

that the main strategies used for motivating para-professional library staff were fixed regular payment, job 

design, job rotation, job enlargement, job enrichment, promotion, and education and training. It was also 

revealed that most of the motivational strategies in place (recognition, performance management, salaries, 

loans and welfare facilities) were not adequate. The use of motivational strategies led to early reporting to 

work, friendliness with supervisors and colleagues for doing task,  enhances best utilization of resources at 

work, encourage staying on the job, improve productivity and inner satisfaction on the job. The study also 

found out that there is a significant positive relationship between motivational strategies used by tertiary 

institution libraries and work performance of para-professional library staff. The study recommended 

among others that managers of tertiary institution libraries should maintain and continue to use various 

motivational strategies in order to enhance work performance since employees’ need differ from one 

employer to another.  
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Nigeria can be instrumental to employee because, it boosts effective performance and organizational 

productivity.  Staff performs at optimum level towards fulfilling the aims and objectives of the organization 

when they are well motivated. On the other hand, when motivation of employees declines they tend to show 

aggression, apathy, and hostility as well as perform below expectation thus undermining efficiency, productivity 

and sustainability. Motivation is dynamic, it is thus essential to motivate and to be motivated (Senyah, 2003).  

In tertiary institution libraries, para-professional library staff possess skills that are needed for library activities. 

Oberg (1992) defines ‘’para- professional library staff as designates library position with entrance level 

requirements that are distinctly different from those of librarian’’. They are library officers with minimum of 

National Diploma (ND) and Higher National Diploma (HND) in library and information science. He added that 

para-professional staff may also be called library aide, circulation assistant, library media aide or media assistant  

found in libraries or information centres. According to James (2011) para-professional library staff are the chief 

agents in customer services who act as interface with the customers. The performance of para-professional staff 

determines to large extent the quality of customer satisfaction. Senyah (2003) observes that para-professional 

staff in academic libraries in most developing countries experience a very high turnover due to lack of job 

security, as well as the generally poor conditions of service in these libraries. He added that it is important for 

managers of academic libraries to consider how to motivate this vulnerable group in accomplishing both the 

goal of the libraries and their basic needs. The perception that employee can only perform satisfactorily when 

their main needs have been met by management is undoubtedly true.  

Motivation is said to be intrinsic or extrinsic. Intrinsic motivation causes people to respond to job challenges and 

work harder in order to prove their self worth and integrity at the same time deliver their personal commitment 

and desire for personal accomplishment. Examples of intrinsic motivation include acceptance, curiosity, honour, 

independence power and order (Obajemu et al, 2012). Extrinsic motivation comes from outside the individual. 

Common examples are reward such as money, benefit packages, bonuses for showing desired behaviour, and 

the threat of punishment following misbehaviour. Ryan and Deci (2000) argued that extrinsic motivation moves 

workers to accomplish their tasks to activate their rewards. Olorunsola and Bamijoko (2005) opined that 

extrinsic motivators such as good pay, retirement benefits, overtime allowances, good working conditions could 

spur or prompt para-professional library staff to give in or deliver their best toward higher productivity. 

Akanbi (2011) explains that the trend in global economy enables most employers of labour to know whether 

their organizations compete favourably or not. Employee performance is essential in determining the success of 

the organization as well as workers growth. All hardworking staff contributing to the efficiency of the 

organization should be known by the organization, those who require additional training and those not dedicated 

to their job. Aslam (2011) identified ambiguity in the assessment process as one of the factors that resulted in 

poor motivation and acted as a key obstacle in the delivery of high performance by employee. Bruce and Walton 

(1992) asserted that high motivation of employees can bring about substantially better performance and 

substantial decrease in incidence of personnel related problems such as excessive absenteeism, strikes, 

redundancy and so on. They also believed that high level of work performance and low level of motivation bring 

about low level of work performance in any organization. However, poor performance of employees cannot 

generally be explained away from motivation.  

People are vital part of management process and productivity gain. Thus, no organization can perform without 

people (Tella et al, 2007). Organizational structure is considered integral part of any organization. The 

understanding of the organizational structure will assist the employees to perform and achieve desire results. 

However, inadequate motivation will severely mar employee performance.  Therefore, effective motivation will 

ensure that there is a spirit of cooperation and sense of commitment and satisfaction within the sphere of its 

influence, in order to make employees satisfied and committed to their jobs in academic libraries toward 

improved quality service. 

 

     II.  Statement of the Problem 

Motivation is vital to librarianship as to any other profession. In any organization or institution of higher 

learning, it is universally believed that when employees are sufficiently motivated it leads to higher productivity 

and efficiency. Thus, the Federal Government and the various union groups like ASUU (Academic Staff Union 

of Universities), SSANU (Senior Staff Association of Nigerian Universities), NASU (Non Academic Staff 

Union of Educational and Associated Institutions) and NAAT (National Association of Academic Technologist) 

enter into agreement and fund was made available to all the tertiary institution. According to Adewale (2011) it 

was also agreed that the minimum of 26% of the Federal Government annual budget should be allocated to 

education sector. 

However, the expected agitation of 2009 by the various unions in tertiary institutions for improve salary package 

for staff, provision for training of staff, improve learning facilities, adequate laboratory and equipped library 

have not really achieved its objective. In the case of tertiary institution libraries most of the para-professional 

who are suppose to be motivated through training to meet with present challenges in providing information to its 

community using modern Information and Communication Technology (ICT) are yet to catch up with present 
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trends (Aziagba, 2009). This becomes necessary to identify the low level of motivation among para-professional 

staff. Since the para-professional staff constitute over fifty percent of the entire workforce, their contribution to 

the realization of the goals of tertiary institution libraries in Kaduna State is of paramount importance. Perhaps, 

if this category of staff is well-motivated that they can positively contribute individually and collectively 

towards the attainment of the library’s goals.  

It is against this background that this study was conducted to assess motivation and performance of para-

professional staff in tertiary institution libraries in Kaduna State. 

 

     III.  Research Questions 

The study answered the following questions:- 

(1) What are the strategies used by tertiary institution libraries in Kaduna State to motivate para-

professional staff? 

(2) What is the influence of motivation on the performance of para-professional staff in tertiary institution 

libraries in Kaduna State? 

 

IV.  Research Hypothesis 

This research study tested this hypothesis:- 

Ho 1: There is no significant relationship between motivational strategies and work performance of para-

professional staff in tertiary institution libraries in Kaduna State. 

 

V.  Literature Review 

The word motivation originates from a Latin word ‘’movere’’ Which means to move or satisfy a need or want. 

Ayetola (2012) carried out a study on the influence of motivation on turnover of library personnel in some 

public universities in south west Nigeria. His study adopted Herzberg theory of motivation. He used ex-post 

research design with questionnaire for collecting data from 233 and Pearson’s Product Moment Correlation 

Coefficient was used in testing the hypotheses and found out that a relationship between turnover intention and 

job motivation exist and also that there is still need for improvement in their conditions of service. The study 

recommended that good working relationship must be established among personnel in order to minimize their 

turnover intentions. 

Motivation strategies are very useful for the empowerment of employee’s moral in any organization. There are 

various motivational strategies that can help get employees excited about making their aspirations reality. 

Aryeetey (2011) defines motivation strategies as the method of harnessing performance management of 

employee in order to fulfilling their aims and objectives in the organization. Motivational strategies refer to the 

method set by managers to empower workers performance for the attainment of their goal. Fielding (2006) 

identified job design, job enrichment (vertical job loading), job enlargement (horizontal job loading), job 

rotation, flexible working hour as motivation strategies adopted by organizations to improve the performance of 

employee’s. Grag and Rostogi (2006) submitted that high level of staff performance in organizations improve 

through job design as it is consider the most effective method of motivating employees. Akanbi (2011) observed 

that the application of job enrichment enable employee to derive inner satisfaction for doing task since more 

autonomy and authority is granted. Chukwudi et al., (2012) revealed that there are several factors that motivate a 

person to work and can be broadly divided into two groups: monetary factors and non- monetary factors. The 

monetary factors include salaries or wages, bonuses. Incentives, special individual incentives, and the non-

monetary factors comprises of job title, status, appreciation and recognition, delegation of authority, working 

conditions, job security, job enrichment, worker participation, cordial relations, proper job placement, proper 

promotion and transfer, proper performance feedback, providing training to employees and proper welfare 

facilities.  

Employee performances are largely influenced by three major factors including employee or individual ability 

or competence to perform any given task, the amount of effort exerted to perform such tasks, and the level of 

organizational support that individual employee receive. Ramzan et al., (2013) investigated the impact of 

motivation on employee turnover in telecom sector of Pakistan. They collected the data using questionnaire 

technique from 106 telecom staff. They used regression and correlation analyses to explore the impact of 

motivation on employee’s intention to quit. They found out that motivation was significant predictors of 

decreasing employee’s intention to quit and recommended that motivation factors contribute to decrease in 

employee’s intention to quit organization. Dau (2010) investigated that the effect of motivation on the 

performance of employees of First Bank of Nigeria PLC. He used both quantitative and qualitative instruments 

questionnaire and interview respectively for collection of data from some principal staff of the bank. He 

analyzed his data using simple descriptive statistics. He found out that those incentives that motivate the staff of 

First Bank include salary benefit/allowance, loan and advances, promotion, staff training and development; and 

also revealed that majority of the staff are not contended with salary structure. He suggested that the 

management should consider reviewing the staff salary at least every two years to control staff leaving their 
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main job for better offers. Navdeep and Pankaj (2011) examined the influence of motivational factors (salary, 

facilities and promotion) on employees’ job satisfaction in some selected organizations of Punjab. He did not 

mention the total population out of which a sample size of 197 was used. The data collected was subjected to 

descriptive statistic analysis followed by inferential statistics on the variables. The findings showed a statistical 

significant relationship between the three independent variables (salary, facilities and promotion) with 

dependent variable i.e job satisfaction. The results also depict that among independent variables (salary package 

is the most important and most influential variable. Performance is an important tool used to determine the 

accomplishment of a particular task in an organization. It can be negative outcome or positive outcome. Work 

performance refers to how well a task assigned to a person is been done or perform. Fletcher (2014) viewed 

work performance as the overall task execution carried out by employees. He stressed that proper assessment of 

work performance must include grouping, assigning, analyzing human resource expertise as well as managerial 

personnel to carry out responsibility due to their knowledge of total production and workflow.  

 

VI.  Methodology 

In order to achieve the objectives of the study, survey research design was used and a sample size of 40% (167) 

was drawn from a population of 418 paraprofessional library staff.  Also, five library managers were 

interviewed. Stratified random sampling procedure was adopted. A structured questionnaire was designed and 

structured into three sections. The first part solicited for the socio-demographic characteristics of the staff while 

the remaining three sections were made up of the selected motivational strategies, and influence of motivational 

strategies on jobs performed by the staff in their respective libraries. The instrument was then administered to 

selected para-professional staff of some tertiary institution libraries in Kaduna State, through a stratified random 

sampling procedure.  The data collected from the study were analyzed using descriptive statistics as well as 

Pearson Product Moment Correlation (PPMC) was used to determine the relationship between motivation and 

performance of para-professional staff in tertiary institution libraries in Kaduna State. 

 

VII. Findings and Discussions 

Table 1:  Response of the Para-professional Staff on Motivational Strategies Used on their Job 

Performance 

Motivational Strategies Used Used Not Used 

 Freq. (%) Freq. (%) 

Pay/ salary 111 (77.7) 32 (22.3) 

Job design 113 (79.0) 30 (21) 

Job rotation 120 (83.9) 23 (16.1) 

Job enlargement                96 (67.1) 47(32.9) 

Job enrichment                   
87(60.9) 

56 (39.1) 

Recognition                     

72(50.3) 

71 (49.7) 

Performance management                     

74(51.7) 

69(48.3) 

Promotion 87(60.9) 56(39.1) 

Medical allowance 85(59.4) 58(40.6) 

Education & training 141(96.8) 2(3.2) 

 

Table 1 showed that all the para-professional library staff indicated using all available strategies, although there 

were respondents who disagreed with strategies like recognition, 71 respondents representing 49.7% and 

performance management, 69 respondents representing 48.3%. This reveals that tertiary institution libraries in 

Kaduna State used various strategies to motivate workers. These include salary, job design, job rotation, job 

enlargement, job enrichment promotion, medical allowance, and education and training. On the whole, it was 

found that more than 95% of the respondents accepted that the tertiary institution libraries used the stated 

strategies in motivating paraprofessional workers. This finding is in agreement with Chukwudi et al., (2012) 

who highlighted some major motivational strategies adopted by organizations to improve the performance of 

employees. Fielding (2006) stated that job design is one of the strategies for motivating workers just as it was 

found out in this study. Grag and Rostogi (2005) submitted that high level of staff performance in organizations 

improves through job design as it is considered the most effective method of motivating employees. It helps to 

reduce work- related challenge and staff feels they are on the right job and become accountable when they are 

not even doing their jobs.  

From the interview conducted with library managers in tertiary institution libraries under study, it was revealed 

that most of the motivational strategies in place (salaries, loan and welfare facilities) are not adequate. 

Therefore, they suggested that there is need to have more strategies like job design, structural provision, 
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bonuses, job enrichment, reward, job enlargement, flexible working hour, regular promotion, good working 

conditions, prompt payment of salaries, monitoring and evaluation strategy, human capacity development, 

retraining and workshop strategy, status, proper job title placement, an open–door policy, job security, 

interesting work and employee involvement. It can be deduced that salaries paid to workers of tertiary institution 

libraries are perceived not to be adequate to sustain the paraprofessional staff living standard. The implication is 

that with inadequate salaries, the paraprofessional staff would not be able to meet up with their basic needs 

which in turn would affect their performance. 

Table 2: Response on the Frequency of Use of Motivational Strategies in Tertiary Institution Libraries in 

Kaduna State 

Responses  Never 

Used 

Rarely 

Used 

Occasiona

lly Used 

Frequentl

y Used 

Very 

frequently 

Used 

Mean  

       

Description  F(%) F(%) F(%) F(%) F(%)   

       

Pay/ salary  4(2.8) 5(3.5) 22(15.4) 76(53.1) 36(25.2) 3.94 

Job design  1(.7) 25(17.5) 83(58) 21(14.7) 13(9.1) 3.14 

Job rotation 6(4.2) 2(1.4) 7(4.9) 56(39.2) 72(50.3) 4.30 

Job enlargement 6(4.2) 6(4.2) 24(16.8) 74(51.7) 33(23.1) 3.83 

Job enrichment  5(3.5) 35(24.5) 64(44.8) 31(21.7) 8(5.6) 3.01 

Recognition  1(.7) 27(18.9) 99(69.2) 10(7) 6(4.2) 2.95 

Performance management 6(4.2) 23(16.1) 53(37.1) 43(30.1) 18(12.6) 3.31 

Promotion  2(1.4) 12(8.4) 41(28.7) 66(46.2) 22(15.4) 3.66 

Medical allowance 3(2.1) 38(26.6) 75(52.4) 16(11.2) 11(7.7) 2.96 

Education and training 5(3.5) 3(2.1) 11(7.7) 66(46.2) 58(40.6) 4.18 

Summary response 4(2.8) 18(12.6) 48(33.6) 45(31.5) 28(19.5) 3.53 

       

Respondents were requested to rate their frequency of use of each of the motivation strategies in Table 2 on a 5- 

point scale: Very Frequently Used=5, Frequently Used=4, Occasionally Used=3, Rarely Used=2, Never 

Used=1. The result shows that job rotation, job enlargement, pay/ salary were frequently used in their libraries 

than other motivational strategies while recognition and medical allowance were the least used. Also, job 

enrichment was not rated high. These findings are in line with Navdeep & Pankaj (2011) which shows that 

among independent variables i.e (salary, promotion and facilities) salary package is the most important and most 

influential variable.   

Table: 3: Opinions of Paraprofessional Library Staff on the Influence of Motivational Strategies on Work 

Performance. 

S/n Items  

N
o

t 
a

t 
a
ll
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e
ly

 

V
e
r
y
 e

x
te
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v
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y
 

M
e
a

n
 

 Description  F (%) F (%) F (%) F (%) F (%)  

1 Early reporting to work                                                    5(3.5) 3(2.1) 3(2.1) 51(35.7) 81(56.6) 4.40 

2 Friendliness with supervisors and colleague for doing 
task               

4(2.8) 10(7) 3(2.1) 69(48.3) 57(39.9) 4.15 

3 Time effectiveness on the task              1(.7) 11(7.7) 8(5.6) 80(55.9) 43(30.1) 4.07 

4 Reduces  the quality of challenges on those task 
/better image        

6(4.2) 16(11.2) 6(4.2) 65(45.5) 50(35) 3.96 

5 Best utilization of resources at work              4(2.8) 6(4.2) 6(4.2) 72(50.2) 55(38.5) 4.17 

6 Staying on the job             4(2.8) 12(8.4) 2(1.4) 63(44.1) 62(43.4) 4.17 

7 Reduction in labour dispute          9(6.3) 13(9.1) 8(5.6) 63(44.1) 50(35) 3.92 

8 Improve productivity                 4(2.8) 8(5.6) 5(3.5) 82(57.3) 44(30.8) 4.08 

9 Inner satisfaction on the job               8(5.6) 1(.7) 2(1.4) 74(51.7) 58(40.6) 4.21 

10 Prompt  job execution 7(4.9) 5(3.5) 1(.7) 68(47.6) 62(43.4) 4.21 

 Summary response  6(4) 8(6) 4(3) 69(48) 56(39) 4.13 

 

As can be seen in Table 3, 5 respondents representing 3.5% and also 3 respondents representing 2.1% were of 

the opinion that motivational strategies do not influence their early reporting to work. Conversely there were 

35.7% and also 56.6% of the total respondents were of the opinion that motivational strategies extensively 

influence early reporting to work based on the mean score of the item (mean=4.40) which is greater or higher 

than 3.0. It implies that motivational strategies extensively influence early reporting to work. Also the second 
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item in Table 4.9, show that the mean response for the influence of motivational strategies for friendliness with 

supervisors and colleagues for doing task was 4.15 which is higher than 3.0. This means that the respondents 

were of the opinion that motivational strategies extensively influence friendliness with supervisors and 

colleague. Similar result was also found on time effectiveness on the task (mean=4.07, reduces the quality of 

challenges on those task /better image mean=3.96, best utilization of resources at work and staying on the job 

mean= 4.17 respectively, reduction in labour dispute mean= 3.92, improve productivity mean=4.08, inner 

satisfaction on the job and prompt job execution mean=4.21 respectively).  

On the whole and based on the summary mean response of 4.13.  However, the mean score for all the items in 

the table is higher than the decision mean of 3.0 indicating that respondents generally accepted that the use of 

motivational strategies extensively influence work performance of para-professional staff of tertiary institution 

libraries in Kaduna State.  The findings also agrees with Bruce and Walton (1992) assertion that high motivation 

of employees can bring about substantially better performance and substantial decrease in incidence of 

personnel related problems such as excessive absenteeism, strikes, redundancy and so on. They also believe that 

high level of work performance and low level of motivation brings about low level of work performance in any 

organization. Other study that corroborates this finding is the work of Akanbi (2011) submitted that the 

application of job enrichment enable employee to derive inner satisfaction for doing task since more autonomy 

and authority is granted.  

Inferential Analysis 

In this study, one null hypothesis was stated and the following is a test of the hypothesis. 

H01: There is no significant relationship between motivational strategies and work performance of para-

professional staff in tertiary institution libraries in Kaduna State. 

This hypothesis was tested using the rating on the frequency of use of motivational strategies and performance 

of the paraprofessional staff examined in Tables 2 and 3 respectively. The hypothesis was tested with a Pearson 

Product Moment Correlation Procedure. The result of the test is summarized in Table 4 

 

Table: 4: Pearson Bivariate Correlation between Motivational Strategies and Work Performance among 

Para-professional Library Staff. 
Variable                  Description  Motivational strategies Work performance 

Motivational  

Strategies 

Pearson Correlation 1 .624** 

Sig. (2-tailed)  .000 

Work  

Performance 

Pearson Correlation .624** 1 

Sig. (2-tailed) .000  

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

The Pearson bivariate correlation was done to assess the relationship between motivational strategies and work 

performance among para-professional library staff. The study found a significant positive relationship between 

motivational strategies and work performance, r = .624, p < .05. This implies that at the 95% confidence 

interval, it is safe to state that when motivation increases, performance increases as well. In other words, the 

higher the motivation of paraprofessional library staff, the higher their work performance. This finding 

corroborated the work of Ayetola (2012) who noted the influence of motivation on turnover of library personnel 

in some public universities in South West Nigeria. Ayetola (2012) found out that a relationship between 

turnover intention and job motivation exists. However, he recommends that more needs to be done to improve 

the conditions of service of workers. Akanbi (2011) equally stated that there existed relationship between 

extrinsic motivation and the performance of employees. Also, Ramzan et al (2013) and Dau (2010) found out 

that motivation was significant predictors of work performance and decreases employee’s intention to quit 

organization. 

VIII.  Summary of Findings 

From the test of the hypothesis and analysis of the data, the major findings of the study are as follows: 

i. The study identified the various strategies used by tertiary institution libraries in Kaduna State for 

motivating para-professional staff. The strategies are; fixed regular payment, job design, job rotation, 

job enlargement, job enrichment, promotion, and education and training. It was also revealed that most 

of the motivational strategies in place (salaries, loan recognition, performance management and welfare 

facilities) were not adequate. 

ii. When motivational strategies are used, they lead to early reporting to work, friendliness with 

supervisors and colleagues for doing task, time effectiveness on the task, reduce the quality of 

challenges on those task, enhance best utilization of resources at work, encourage staying on the job, 

reduction in labour dispute, improve productivity, inner satisfaction on the job and prompt job 

execution. 
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iii. The study also found out a significant positive relationship between motivational strategies used by 

tertiary institution libraries and work performance of para-professional library staff.  

 

     IX.  Conclusion 

The study was designed to assess motivation and performance of para-professional staff in tertiary institutions in 

Kaduna State. The results of the study revealed that tertiary institution libraries used various strategies to 

motivate and improve the work performance of para-professional library staff. Also, the degree of usage of 

motivational strategies correlates positively with work performance. This means that the higher the motivation 

the higher the performance of workers.  

     X.  Recommendations 

Based on the findings of this study, the following recommendations are made; 

i. Managers of tertiary institution libraries in Kaduna State should maintain and continue to use various 

motivational strategies in order to enhance work performance since employees needs  differ as what 

motivate one employee’ may not motivate the other. 

ii. Since work performance and productivity among para-professional staff is influenced by the usage of 

motivational strategies, managers of tertiary institution libraries need to extensively apply different 

strategies in order to ensure that paraprofessional staff gives their best to the growth and development 

of the tertiary institution libraries in Kaduna State. 

iii. To improve work performance, managers should ensure that the application of different motivation 

strategies should be done in such a way that staff do not get too use to it and value it less. In other 

words, it should be done intermittently with significant time interval. In most cases, non monetary 

factors should be use by managers rather than use of material things. 
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