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Abstract

[bookmark: _GoBack]This study examined the influence of role clarity on job satisfaction among the library personnel in South-West, Nigeria. Survey research design was adopted with a total population of 669 library personnel. Purposive sampling technique was used to select 23 universities based on their years of establishment. Total enumeration was used to include 440 library personnel in the 23 universities in South-West, Nigeria. A validated structured questionnaire was used for data collection with reliability index of 0.74 and 0.79 for role clarity and job satisfaction respectively. Out of 440 questionnaires distributed, only 356 were retrieved which accounted for 81% rate of return. Data collected was analyzed using both the descriptive and inferential (simple and multiple regression) statistics were used to analyze the data. The result of the findings indicated that there were high level of Job Satisfaction and that of role clarity among the library personnel in South- West, Nigeria. In addition, findings also revealed that role clarity has a significant influence on job satisfaction. Based on the above, it is thus recommended among others, that the university librarians should define roles and responsibilities for their employees. Also, management should try to reduce role conflicts to the minimum by setting clear objectives for each of the roles and also define periodic performance feedback process for their employees.
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Introduction

University libraries are the most essential part of academic institution in Nigeria, highly responsible for the provision of information materials either in print or non-print formats and delivering quantity and quality of information service delivery to the university communities. On the other hand, library personnel are the people employed to acquired, preserved, stored and disseminated upon request by the library users in order to provide the best possible service that will meet the needs of the library clientele or the university community. Library personnel in the university library are made up of individuals of various cadres. These individuals can be support staff or professional librarians. They are distinguished by their academic qualifications (Ononogbo 2021) 
	 Job satisfaction is regarded as employees’ emotional state regarding the job, considering what they expected and what they actually got out of it. According to James and Hannah (2013) job satisfaction is an important element in a work situation and has been associated with improved performance as well as increased commitment to the organization or library services. The issue of job satisfaction has always been a subject of discussion among library personnel as different factors have been found to affect their satisfaction As Akundi (2012) observed the quality of the physical environment in which employee find themselves and the degree of fulfillment in their work are among the facets of employees’ job satisfaction. Also, Tela, Ayeni and Popoola (2007) stated that inadequate wages, poor condition of service, and lack of facilities to improve their talents are some of the reasons why library personnel were not satisfied with their job. Likewise, Haque, Karim, Muqtadir and Anam (2012) attributed causes of job dissatisfaction among library personnel/librarians, constraints of facilities and space as well as skewed communication. Okoko, (2022) and Njiru (2023) studied the effect of gender on job satisfaction and their results have shown that females were more satisfied with their jobs than their male counterpart.
	Luthan (1998) views job satisfaction from three important dimensions among which are:
(a) That job satisfaction is an emotional response to a job situation which means that it cannot be seen physically but can be inferred. 
(b) That job satisfaction determined how well the outcome meet or exceed expectation. This explains that if an employee receives less than expected despite his or her hard work, he or she will develop negative emotions and behaviours towards the job, the boss, and other co-workers that can lead to poor performance. On the other hand, employees that are well treated and remunerated very well will definitely develop positive emotion towards the job which will help not only in developing mental gladness but also in achieving organizational goals. 
(c) That job satisfaction is determined by different facets of job such as pay, the job itself, promotion opportunities, supervision and co-workers.
From the definitions, it can be concluded that job satisfaction is a result of employees’ perception of how well their jobs provide those things that are viewed as important to them as they are governed, to a large extent, by perceptions and expectations of the working people. Any discrepancy between aspirations and perceptions, therefore, account for dissatisfaction. Job satisfaction cannot be overlooked as Iurun (2020) notes that an employee who is highly satisfied may not only be willing to take on more responsibilities but never think of leaving the organization.
	Role clarity on the other hand, is a detailed summary of the statement of duties, roles and responsibilities which are properly communicated and understood as Sawyer (1992) opined that role clarity is the extent to which an employees’ work goals and responsibilities are communicated clearly, and whereby the employee understands the process required to achieve the specific goals. Role clarity is the degree to which an employee understands and accepts the responsibilities attached to a job and how those responsibilities are to be met (Onuoha,Ogunjimi and Owodunni, 2016) This explains that for library personnel to function accordingly there must be a defined roles and responsibilities of the job which enable library personnel not only to perform effectively but also to be satisfied with their job. According to Sullivan and Decker (2011) a role is a set of expectations about behaviour similar to a particular position in a society. Role clarity, therefore, refers to how clearly a set of activities or functions expected from an employee are expressed. It is also referred to as schedule of duties which needed to be appraised at the end of time. It can be monthly,
Role ambiguity is the opposite situation of role clarity. Singh (1998) believes that role ambiguity occurs when an employee remains confused about his or her role or tasks, caused by lack of required information, lack of communication of available information or receipt of contradictory messages regarding the role. Lack of availability of the information generates role ambiguity for the workers. Similarly, role conflict or role ambiguity leads to the mental health issues for individual. As proposed by Taghavi (2020) employees need to know what expectations are held by the members of their role set.  For most employees in organizations, job description is the document against which they were recruited. Role clarity in organization focuses on what must be done to implement change, reduce duplication of work, prepare an organization for a performance culture and improve quality of work. When a job is clearly defined, each party knows what to expect from the other and understand how each role supports the other in an organization. Leonard (2014) sees role clarity as a process which requires discussion on an ongoing basis between the leader and the subordinate. The task of ensuring role clarity is basically a responsibility of the leader or manager who has important tasks of organizing employees so that they can effectively perform their expected roles and responsibilities. This of course, does not excuse the subordinates’ role in knowing and understanding the duties and responsibilities attached to their jobs.

Statement of the problem
Tremendous focus has been on clientele of the library and how library should aim to satisfy their information needs. However, poorly defined work roles and responsibilities could not only affect library personnel’s job satisfaction but also negatively affect the way they serve library users. More so, thorough literature search indicated that there is paucity of findings linking role clarity with job satisfaction among library personnel. It is on the basis of this that this research, therefore, investigating the influence of role clarity on job satisfaction among library personnel in universities libraries in South-West, Nigeria.  Specifically, this study seeks to: 		Comment by user: remove

i. Investigate the level of job satisfaction of library personnel in university libraries in South-	West, Nigeria;	Comment by user: Why 4 Research objective and 2 research questions which is which?
ii. Ascertain how library personnel perceive their role clarification in university libraries in South-West, Nigeria
iii. Examine theinfluence of role clarity on job satisfaction of library personnel in the university libraries in South-West, Nigeria;
iv. Examine the influence of role clarity indicators to the predictions of intrinsic and extrinsic job satisfaction of university library personnel in South-West, Nigeria.
Research Questions 
1	What is the level of job satisfaction of university library personnel in South-West, 	Nigeria?	Comment by user: ? specify 
2	How do library personnel perceive their role clarification in university libraries in South-	West, Nigeria? 
Research Hypotheses 
Ho1	There is no significant influence of role clarity on job satisfaction of university library  	personnel in South-West, Nigeria.
Ho2	There is no significant influence of role clarity indicators to the predictions of 	intrinsic and extrinsic job satisfaction of university library personnel in South-West, 	Nigeria.
Review of Literature  

The issue of job satisfaction has always been a subject of discussion among library personnel as different factors have been found to affect their satisfaction as Akundi (2012) emphasize the quality of the physical environment in which employee find themselves and the degree of fulfillment in their work are among the facets of employees’ job satisfaction. Also, Tela, Ayeni and Popoola (2007) stated that inadequate wages, poor condition of service, and lack of facilities to improve their talents are some of the reasons why library personnel were not satisfied with their job. Likewise, Haque, Karim, Muqtadir and Anam (2012) attributed causes of job dissatisfaction among library personnel to poor public perception of librarians, constraints of facilities and space as well as skewed communication.
	Most adults whether males or females, are engaged in one form of job or another. While some are self-employed, others are employed by organizations. Irrespective of the means of employment, people have expectations from their jobs which are strongly related to their basic needs as individuals like feeding, clothing and shelter. These expectations often lead to self–appraisal of the job experience where the individual examines different aspects of the job which could lead to job satisfaction or job dissatisfaction. 	In a study of academic librarians in the United States, Ingersol, Olsan, Drew–Gate, DeVinney, Davies and Bonnie (2002), established that librarians are satisfied with the relationship with patrons, co-workers, assigned duties, and variety of work. They were, however, found to be dissatisfied with opportunities for promotion, recognition, and salary. Likewise, Khan and Shamshad (2013) in a study of LIS Professionals in Pakistan, established that they were not satisfied with the nature of work, supervision and cognitive reward offered to them by their institutes. 
	In this connection, Popoola and Oluwole (2007); okoko, (2022) and Njiru (2023) studied the effect of gender on job satisfaction and their results have shown that females were more satisfied with their jobs than their male counterpart. In this connection, Fitzmaurice (2012) on job satisfaction and the predictor variables against gender among secondary schools’ teachers in Sabah, Malaysia found that female teachers enjoy job satisfaction with mean score of 147. 2985 (SD 26.81531) and male recorded 142. 1667 (SD22.28379).  
	Similarly, Mocheche., Bosire and Raburu (2017) on the influence of gender on job satisfaction of secondary school teachers in Kenya confirmed that the female teachers had slightly higher mean score of 51.52, with a standard deviation of 3.0 and standard error of .240 in job satisfaction compared to the male teachers who had a mean score of 50.29, with a standard deviation of 5.58 and standard error of .544 in the level of job satisfaction. On the effect of cadre on job satisfaction Okpara (2006) reported that educational cadres have significant effect on job satisfaction. In his discussion, he posited that money is a motivator on job satisfaction increases with education level because employees with high education feel more satisfied when they are assigned with challenging job and their performance is commensurately rewarded with salary increase and bonuses. 
A role is regarded as expected behaviour of an individual in a society. According to Sullivan and Decker (2011) a role is a set of expectations about behaviour similar to a particular position in a society. Role clarity, therefore, refers to how clearly a set of activities or functions expected from an employee are expressed. It is also referred to as schedule of duties which needed to be appraised at the end of time which can be monthly, quarterly or annually.For service organization, Sayyed, Alireza, Molisen and Ali (2013) argue that role clarity is of utmost importance especially for front line employees as it can determine the quality of service provided to customers. Ravinder and Roshan (2012) studied on the impact of role efficacy on community nursing on organizational effectiveness. The data of 520 respondents were used from Apolio hospitals which covered Delhi, Hyderabad, Pune and  Kolkata. Their findings affirmed that the components of role efficacy are the predictors of organizational effectiveness. This implies that the necessity of role clarity does not only enable organization to move to a greater height but also enhances their satisfaction on the job. Different studies conducted on role clarity and job satisfaction show that there is a relationship between role clarity and job satisfaction. For example,
Noor (2020) foundthat role clarity leads to higher commitment and job satisfaction of employees while, role conflict and ambiguity on the other hand leads to lower job satisfaction, lower job commitment, more tension, and anxiety. Vanishree (2023) also carried out empirical study on the impact of role ambiguity; role conflict and role overload on job stress in small and medium scale industries and found that the three constructs affect employee’s concentration, mental health and decision-making skills. In a related study, Yongkang, Weixi, Yipeng and Liu (2014) studied the relationship among role conflict, role ambiguity, role overload and job stress of middle – level cadres in Chinese local government and they affirmed that role ambiguity, role conflict and role overload create anxiety, lack of confidence, mistrust and job dissatisfaction.  		Comment by user: you repeated this two times below	Comment by user: out
Mukherjee and Malhotra (2006) investigated the study on the effects of role clarity, its antecedents and the consequences on employee–perceived service quality. Respondents were tested on a sample of 342 call centre representatives of a major commercial bank in the United Kingdom. Their findings support the need for role clarity as it revealed that role clarity plays a critical role in explaining employee perception of service quality and also increases both organizational growth and job satisfaction. In a similar study, Yadav and Komar (2017) investigated empirical association between role clarity and organizational citizenship behaviour and how this relation is moderated by gender. The data of 272 respondents were used from management development programs conducted in various public and private Indian organizations. The results indicate that role clarity is positively related to all dimensions of organizational citizenship behaviour.
On the other hand, role ambiguity is the opposite situation of role clarity as Allemeh, Harooni, Chaleshtari and Asadi (2013) believes that role ambiguity occurs when an employee remains confused about his or her role or tasks, caused by lack of required information, lack of communication of available information or receipt of contradictory messages regarding the role. It is noted that lack of availability of the information generates role ambiguity for the workers. Similarly, role conflict or role ambiguity leads to the mental health issues for individual as supported by Taghavi (2015) who believe that employees need to know what expectations are held by the members of their role set.  For most employees in organizations, job description is the document against which they were recruited. 
Role clarity in organization and library in particular focuses on what must be done to implement change, reduce duplication of work, prepare an organization for a performance culture and improve quality of work. When a job is clearly defined, each party knows what to expect from the other and understand how each role supports the other in an organization. In view of Leonard (2014) role clarity as a process which requires discussion on an ongoing basis between the leader and the subordinate. The task of ensuring role clarity is basically a responsibility of the leader or manager who has important tasks of organizing employees so that they can effectively perform their expected roles and responsibilities. This of course, does not excuse the subordinates’ role in knowing and understanding the duties and responsibilities attached to their jobs.
       University libraries are operating in a rapidly changing information environment (Emojorho, 2010). As a result of this, libraries have since been redefined as facilitators to a world of information far beyond physical collections, providing access to global information through online resources and systems thereby creating their own digital content. Role clarity signifies the understanding and agreement of roles and mandates of persons involved in the collaboration at the interpersonal level. Role clarity is supported when roles are identified clearly, documented early in the collaboration, and communicated effectively. This should be done on an ongoing basis to address any changes in the workforce such as staff turnover or if there is a need for orientation of new staff.  
In this connection, role clarity, therefore, refers to how clearly a set of activities or functions expected from an employee are expressed. According to Sullivan and Decker (2011) role clarity is the schedule of duties which needed to be appraised at the end of time. It can be monthly, quarterly or annually. Also, Breaugh and Colihan (1994) explain that role clarity is the degree to which required information about roles and responsibilities are provided for the employees on how to perform their job. In the light of this, employees are expected to understand what is expected from them and which aspect of the job are important. They also believe that role clarity is the meaning by which priorities can be mapped and training needs are understood to ensuring that all employees contribute fully in terms of their capabilities. From the above, one can deduce that role clarity is absolutely the platform that defines expectations, enable job performance and hold the employee members accountable to their jobs.  
	Role ambiguity is the opposite situation of role clarity as Allemeh, Harooni, Chaleshtari and Asadi (2023) believes that role ambiguity occurs when an employee remains confused about his or her role or tasks, caused by lack of required information, lack of communication of available information or receipt of contradictory messages regarding the role. Lack of availability of the information generates role ambiguity for the workers. Similarly, role conflict or role ambiguity leads to the mental health issues for individual. Similarly, Taghavi (2015) assert that employees need to know what expectations are held by the members of their role set.  For most employees in organizations, job description is the document against which they were recruited. Role clarity in organization focuses on what must be done to implement change, reduce duplication of work, prepare an organization for a performance culture and improve quality of work. University libraries are operating in a rapidly changing information environment (Emojorho, 2010). As a result of this, libraries have since been redefined as facilitators to a world of information far beyond physical collections, providing access to global information through online resources and systems thereby creating their own digital content. 
	Role clarity signifies the understanding and agreement of roles and mandates of persons involved in the collaboration at the interpersonal level.  Bowen (1995) assert that role clarity is the key driver to library effectiveness because those who perceive their role clearly and know what is expected of them are more likely to provide effective library services. This is buttressed by Bray and Brawley (2022) who argue that if library personnel are to obtain stability in their roles and responsibilities, the library administrator should provide purposeful objectives for the library and its personnel. Few researchers have investigated role clarity among library personnel. 
	Noor (2020) found that role clarity leads to higher commitment and job satisfaction of employees while, role conflict and ambiguity on the other hand leads to lower job satisfaction, lower job commitment, more tension, and anxiety. Vanishree (2014) also carried out empirical study on the impact of role ambiguity; role conflict and role overload on job stress in small and medium scale industries and found that the three constructs affect employee’s concentration, mental health and decision-making skills. In a related study, Yongkang, Weixi, Yipeng and Liu (2014) studied the relationship among role conflict, role ambiguity, role overload and job stress of middle – level cadres in Chinese local government and they affirmed that role ambiguity, role conflict and role overload create anxiety, lack of confidence, mistrust and job dissatisfaction.	Comment by user: you repeat the same author the same statement  as above 
	 It is the library managers that clarify roles and responsibilities to its work force.  When library personnel experience role clarity on their job, it simply signifies that they know what they need to do and what is expected of them. Sometimes, they are confused with their job if their roles are not clearly specified by the leader and this role confusion/ambiguity may result into non-commitment and dissatisfaction (Hassan, 2013). This problem of not doing the right things in the right way may arise if employees do not have adequate knowledge of job priorities which is the cornerstone of job performance and satisfaction. In view of Sawyer (1992) role clarity is the extent to which an employee’s work goals and responsibilities are communicated clearly, andwhereby the employee understands the process required to achieve the specific goals. 	Comment by user: for 	Comment by user: remove 	Comment by user: remove
	Allameh, Harooni, Chaleshtari and Asadi (2023) carried out an empirical study on the relationship between variables and role clarity effects on the perceived service quality of front-line employees (studies on the Clarks of the Kashavarzi Bank in the province of Chaharmahal–E-Bakhtiary. Sample sizes of 132 out of 580 were used for the study. Their findings confirmed that the standardized effect co-efficient (path co-efficient) between feedback and role clarity equals to 0.29 which confirmed that there is a relationship between feedback and role clarity; job autonomy is 0.51 which confirmed that there is a relationship between job and autonomy and role clarity; participation in decision making and role clarity equals to 0.38; management factors and role clarity equals to 0.45 which confirmed that there is a relationship between management considerations and role clarity; employees ‘role clarity and job satisfaction is 0.54; role clarity and organizational commitment is 0.19 which confirmed that there is a relationship between role clarity and organizational commitment; employees’ job satisfaction and organizational commitment equals to 0.17; employees’ role clarity and quality of services equals to 0.30; employees’ organizational commitment and service quality equals to 0.28 while employees’ job satisfaction and services quality equals to 0.11. The result confirmed the significant relationship between role clarity and job satisfaction. Caillier (2014) in his empirical study on the importance of role clarification in workgroups and its effects on job satisfaction confirmed that clarifying work objectives and performance expectations improved overall role clarity perceived in the offices, which in turn, enhanced job satisfaction and reduced turnover rates in the offices.	Comment by user: ?


Methodology
	

Survey research design was employed for this studywhere a structured and validation questionnaire was the only instruments used for data collection. The total population was 669 comprising library from six (6) federal universities, ten (10) state universities and thirty (30) private universities making 46 universities across South-West, Nigeria. Purposive sampling technique was used to select 23 universities in South-West, Nigeria, comprising of (3) federal university based on their year of establishment ranges from 1948-1962; (5) state universities range from 1982- 1999 while (15) private universities range from 1999-2007 were used for the study. In all, twenty-three (23) universities covering all the states in South-West, Nigeria were selected and total population of library personnel from (23) universities is (440). Therefore, the researcher decided to use the total population of respondents which is four hundred and forty (440). Hence, 440 which is 100% based on total enumeration techniques which is not too much for the researcher. 	Comment by user: . full stop	Comment by user: A structured 
     A validated structured questionnaire was used for data collection. Reliability index was conducted using Cronbach’s Alpha method which gave a reliability co- efficient of 0.74 and 0.79 for Role Clarity and Job satisfaction respectively. The coefficient test is acceptable because it surpassed the minimum acceptable reliability level of 0.50 (Kpolovie, 2020). Data analysis was carried out using simple percentages, mean and standard deviation as well as regression analysis at 0.05 level of significant. 

Research Questions 
1.	What is the level of Job Satisfaction of university library personnel in South-West, 	Nigeria?
Table 1.1:  Descriptive Statistics Showing the level of Job Satisfaction of university library personnel in South-West, Nigeria. 
	S/N
	STATEMENTS
	VD
	D
	S
	VS
	Mean
	STD
	Remarks

	
	INTRINSIC JOB SATISFACTION
	
	
	
	
	
	
	

	1
	Working with peers often contributed to overall development of the library.  
	0
(0.0%)
	4
(1.1%)
	200
(56.2%)
	152
(42.7%)
	3.42
	0.52
	Satisfied

	2             
	I have the chance to be ‘somebody’ in the community. 
	4
(1.1%)
	5
(1.4%)
	216
(60.7%)
	131
(36.8%)
	3.33
	0.56
	Satisfied

	3
	My job is usually interesting enough to keep me from getting bored.
	3
(0.8%)
	21
(5.9%)
	190
(53.4%)
	142
(39.9%)
	3.32
	0.62
	Satisfied

	4
	My efforts are recognized by my supervisor and co-workers
	0
(0.0%)
	17
(4.8%)
	209
(58.7%)
	130
(36.5%)
	3.32
	0.56
	Satisfied

	5
	I am satisfied with the level of cooperation I receive from my co-workers and other employees in the library
	3
(0.8%)
	17
(4.8%)
	202
(56.7%)
	134
(37.6%)
	3.31
	0.60
	Satisfied

	6.
	My performance of any duty or library routine, even when it is not in my section is encouraging.
	2
(0.6%)
	8
(2.2%)
	222
(62.4%)
	124
(34.8%)
	3.31
	0.54
	Satisfied

	7
	My opinion on work issues is recognized
	4
(1.1%)
	11
(3.1%)
	218
(61.2%)
	123
(34.6%)
	3.29
	0.58
	Satisfied

	8
	I am satisfied with the achievement I am making in the library
	2
(0.6%)
	23
(6.5%)
	202
(56.7%)
	129
(36.2%)
	3.29
	0.61
	Satisfied

	9
	My opinion on work issues contribute to the library development.
	4
(1.1%)
	18
(5.1%)
	203
(57.0%)
	131
(36.8%)
	3.29
	0.61
	Satisfied

	10
	I am allowed to use initiative on my job.
	3
(0.8%)
	17
(4.8%)
	215
(60.4%)
	121
(34.0%)
	3.28
	0.59
	Satisfied

	11
	I have the chance to tell people what to do.
	3
(0.8%)
	17
(4.8%)
	229
(64.3%)
	107
(30.1%)
	3.24
	0.57
	Satisfied

	12
	I am satisfied with the opportunities given to work independently.
	5
(1.4%)
	22
(6.2%)
	212
(59.6%)
	117
(32.9%)
	3.24
	0.63
	Satisfied

	13
	The library work gives me opportunity to challenge lives.
	5
(1.4%)
	19
(5.3%)
	217
(61.0%)
	115
(32.3%)
	3.24
	0.61
	Satisfied

	14
	I have the chance to do something that makes use of my abilities.
	4
(1.1%)
	15
(4.2%)
	237
(66.6%)
	100
(28.1%)
	3.22
	0.57
	Satisfied

	15
	I am well respected.
	1
(0.3%)
	17
(4.8%)
	241
(67.7%)
	97
(27.2%)
	3.22
	0.53
	Satisfied

	16
	I like the way my co-workers get along with each other.
	4
(1.1%)
	27
(7.6%)
	210
(59.0%)
	115
(32.3%)
	3.22
	0.63
	Satisfied

	17
	Negative attitude exhibited by most library supervisors affect productivity.
	15
(4.2%)
	47
(13.2%)
	145
(40.7%)
	149
(41.9%)
	3.20
	0.82
	Satisfied

	18
	My contribution in the library management meeting often lead to accreditation success of the library.
	6
(1.7%)
	38
(10.7%)
	194
(54.5%)
	118
(33.1%)
	3.19
	0.69
	Satisfied

	19
	My supervisor gives me opportunity to control and monitoring of staff under my supervision without seeking assistance.
	10
(2.8%)
	30
(8.4%)
	208
(58.4%)
	108
(30.3%)
	3.16
	0.69
	Satisfied

	20
	Praises and recommendations on my job by my supervisor is satisfying
	9
(2.5%)
	33
(9.3%)
	212
(59.6%)
	102
(28.7%)
	3.14
	0.68
	Satisfied

	21
	I participate in the decision-making process in my department.
	7
(2.0%)
	45
(12.6%)
	197
(55.3%)
	107
(30.1%)
	3.13
	0.70
	Satisfied

	22
	I have the freedom to use my own judgment.                              
	10
(2.8%)
	51
(14.3%)
	204
(57.3%)
	91
(25.6%)
	3.06
	0.71
	Satisfied

	23
	My supervisor encourages and seats with me to plan my career development.
	11
(3.1%)
	55
(15.4%)
	201
(56.5%)
	89
(25.0%)
	3.03
	0.73
	Satisfied

	24
	Each day of work seems like it will never end.
	7
(2.0%)
	70
19(7.%)
	199
(55.9%)
	80
(22.5%)
	2.98
	0.71
	Satisfied

	
	Average Mean
	
	
	
	
	
	3.23
	

	
	 EXTRINSIC JOB SATISFACTION
	
	
	
	
	
	
	

	25
	I have the ability to communicate with my boss.
	3
(0.8%)
	18
(5.1%)
	200
(56.2%)
	135
(37.9%)
	3.31
	0.61
	Satisfied

	26
	I have the ability to clearly communicate with colleagues and clients in writing.
	8
(2.2%)
	21
(5.9%)
	197
(55.3%)
	130
(36.5%)
	3.26
	0.67
	Satisfied[endnoteRef:2] [2: ] 


	27
	I follow the channel of communication in my place of work.
	4
(1.1%)
	31
(8.7%)
	194
(54.5%)
	127
(35.7%)
	3.25
	0.65
	Satisfied

	28
	My promotion boosts the level of my job satisfaction.
	18
(5.1%)
	41
(11.5%)
	196
(55.1%)
	101
(28.4%)
	3.07
	0.77
	Satisfied

	29
	I have the ability to make oral presentation.
	11
(3.1%)
	53
(14.9%)
	195
(54.8%)
	97
(27.2%)
	3.06
	0.74
	Satisfied

	30.
	My salary is regular and it is been paid as at when due.
	27
(7.6%)
	55
(15.4%)
	150
(42.1%)
	124
(34.8%)
	3.04
	0.89
	Satisfied

	31
	My boss recommends me for promotion regularly.
	26
(7.3%)
	57
(16.0%)
	171
(48.0%)
	102
(28.7%)
	2.98
	0.86
	Satisfied

	32
	I feel satisfied with job security in my place of work.
	18
(5.1%)
	81
(22.8%)
	170
(47.8%)
	87
(24.4%)
	2.92
	0.82
	Satisfied

	33
	I have the resources that can enhance my job performance.
	19
(5.3%)
	76
(21.3%)
	179
(50.3%)
	82
(23.0%)
	2.91
	0.81
	Satisfied

	34
	I am satisfied with my pay considering my level of education
	30
(8.4%)
	83
(23.3%)
	163
(45.8%)
	80
(22.5%)
	2.83
	0.87
	Satisfied

	35
	My promotion is regular.
	40
(11.2%)
	82
(23.0%)
	147
(41.3%)
	87
(24.5%)
	2.81
	1.03
	Satisfied

	36
	I am satisfied with policies attached to promotion in my place of work. 
	29
(8.1%)
	84
(23.6%)
	171
(48.0%)
	72
(20.2%)
	2.80
	0.85
	Satisfied

	37
	I am satisfied with income allowances and other benefits attached to my job 
	37
(10.4%)
	87
(24.4%)
	150
(42.1%)
	82
(23.0%)
	2.78
	0.92
	Satisfied

	38
	I am satisfied with the opportunities given to attend job related seminars, conferences and workshops.
	41
(11.5%)
	77
(21.6%)
	162
(45.5%)
	76
(21.3%)
	2.77
	0.92
	Satisfied

	39
	I am satisfied with present salary.
	44
(12.4%)
	93
(26.1%)
	145
(40.7%)
	74
(20.8%)
	2.69
	0.94
	Satisfied

	40
	The university management provides adequate emolument packages for enhancement of job security.
	33
(9.3%)
	115
(32.3%)
	136
(38.2%)
	72
(20.2%)
	2.69
	0.89
	Satisfied

	41
	I am satisfied with hazard prevention packages provided in my place of work.
	34
(9.6%)
	109
(30.6%)
	148
(41.6%)
	65
(18.3%)
	2.69
	0.88
	Satisfied

	42 
	I am satisfied with hazard allowances paid to workers.
	48
(13.5%)
	136
(38.2%)
	115
(32.3%)
	57
(16.0%)
	2.50
	0.92
	Satisfied

	
	Average Mean
	
	
	
	
	
	2.90
	

	
	Ground Mean
	
	
	
	
	
	3.09
	


Decision rule: (0-1.49 = Very Low Level), (1.50-2.49 = Low Level), (2.50-3.49 = High Level), (3.50-4.0 = Very High Level) 
	Table 1.1: presented the descriptive statistics showing the level of Job Satisfaction of university libraries personnel in South-West, Nigeria. Job satisfaction was grouped into two categories. For intrinsic job satisfaction, the mean level of job satisfaction was the highest level with mean value of 3.42 for working with peers often contributed to overall development of the library and lowest level with mean value of 2.98 with each day of work seems like it will never end. The average mean value of intrinsic job satisfaction stood at 3.23 which indicated high level. On the other hand, for extrinsic job satisfaction, the mean level of job satisfaction was highest with mean value of 3.31 on the statements that says “I have the ability to communicate with my boss” and lowest level with mean value of 2.50 on the statements that says “I am satisfied with hazard allowances paid to workers’’. On the average, the mean value stood at 2.90 which indicated high level of extrinsic job satisfaction. The overall mean for both intrinsic and extrinsic job satisfaction on a scale of 4 stood at 3.09. It can be deduced that library personnel in South-West, Nigeria were satisfied in terms of their level of Job Satisfaction. Thus, the level of job satisfaction of library personnel in South-West, Nigeria is high level with Ground Mean of3.09 on a scale of 4 
	
Research Question Two: How do library personnel perceive their role clarification in university libraries in South-West, Nigeria?
Table 2. 2: Descriptive Statistics of perceived role clarification of library personnel in university libraries in South-West, Nigeria.
	
	Library personnel perceived role clarification
	SA
	A
	D
	SD
	Mean
	STD

	
	Adequate information on job responsibility
	
	
	
	
	
	

	1.
	I know exactly my tasks and responsibilities.  
	162
(45.5%)
	185
(52.0%)
	6
(1.7%)
	3
(0.8%)
	3.42
	0.57

	2.
	My role as library personnel is described in library work schedule.
	143
(40.2%)
	195
(54.8%)
	16
(4.5%)
	2
(0.6%)
	3.35
	0.59

	3.
	I understand my role as library personnel.
	168
(47.2%)
	18     2
(51.1%)
	4
(1.1%)
	2
(0.6%)
	3.45
	0.55

	4.
	The university librarian clearly understands my role as library personnel.
	155
(43.5%)
	189
(53.1%)
	11
(3.1%)
	1
(0.3%)
	3.40
	0.57

	
	Average Mean                                                                                                                                                  3.40

	
	Detail information on procedure for work
	
	
	
	
	
	

	5.
	I know how to perform each task to get my job done.	
	180
(50.6%)
	171
(48.0%)
	4
(1.1%)
	1
(0.3%)
	3.50
	0.54

	6.
	I know how to obtain the resources necessary for my job (equipment, tools and information).
	168
(47.2%)
	176
(49.4%)
	11
(3.1%)
	1
(0.3%)
	3.44
	0.57

	7.
	I know how to use library tools for library operations.
	168
(47.2%)
	183
(51.4%)
	3(0.8%)
	2
(0.6%)
	3.45
	0.55

	8
	I know how my performance on the job is going to be evaluated.

	136
(38.2%)
	190
(53.4%)
	25
(7.0%)
	5
(1.4%)
	3.28
	0.66

	
	Average Mean                                                                                                                                                  3.42

	
	Knowledge of work priorities
	
	
	
	
	
	

	9.
	I can prioritize my tasks and responsibilities.
	146
(41.0%)
	198
(55.6%)
	10
(2.8%)
	2
(0.6%)
	3.37
	0.57

	10.
	I know who my clients are.
	174
(48.9%)
	171
(48.0%)
	10
(2.8%)
	1
(0.3%)
	3.46
	0.57

	11.
	I have knowledge of what is necessary for my clients to be satisfied.
	160
(44.9%)
	186
(52.2%)
	10
(2.8%)
	0(0.0%)
	3.42
	0.55

	12.
	I know how and from whom l should ask for support if necessary.
	166
(46.6%)
	182
(51.1%)
	7
(2.0%)
	1
(0.3%)
	3.44
	0.55

	
	Average Mean                                                                                                                                                  3.42

	
	Adequate feedback
	
	
	
	
	
	

	13.
	I know what my superiors expect from me. 
	140
(39.3%)
	204
(57.3%)
	12
(3.4%)
	0
(0.0%)
	3.36
	0.55

	14.
	I know when to report about my work to my superior.
	147
(41.3%)
	199
(55.9%)
	8
(2.2%)
	2
(0.6%)
	3.38
	0.56

	15.
	I know the implications of not performing my tasks and responsibilities on other staff.
	152
(42.7%)
	198
(55.6%)
	4
(1.1%)
	2
(0.6%)
	3.40
	0.55

	16.
	The feedback from my client geared me to perform better.
	160
(44.9%)
	186
(52.2%)
	10
(2.8%)
	0
(0.0%)
	3.42
	0.55

	17
	The feedback from my superior enhances my performance.
	161
(45.2%)
	177
(49.7%)
	13
(3.7%)
	5
(1.4%)
	3.39
	0.63

	
	Average Mean                                                                                                                                                  3.39

	
	Autonomy/ Control
	
	
	
	
	
	

	18
	I have control of monitoring the staff under my supervision without seeking assistance
	122
(34.3%)
	205
(57.6%)
	26
(7.3%)
	3
(0.8%)
	3.25
	0.62

	19
	I understand how my roles and responsibilities affect the effectiveness of the library.
	137
(38.5%)
	204
(57.3%)
	14
(3.9%)
	1
(0.3%)
	3.34
	0.57

	20
	I feel certain about how much authority I have on the job.
	104
(29.2%)
	221
(62.1%)
	27
(7.6%)
	4
(1.1%)
	3.19
	0.61

	
	Average Mean                                                                                                                                                  3.26
Grand Mean                                                                                                                                                     3.39



Decision rule: (0-1.49 = Very Low), (1.50-2.49 = Low), (2.50-3.49 = High), (3.50-4.0 = Very High) 
	Table 2. 2: presented the descriptive statistics showing how library personnel perceived their role clarification in university libraries in South-West, Nigeria. In terms of adequate information on job responsibility, they perceived it as positive and at a great extent high with an average mean of 3.40. Based on detail information on procedure for work, it is perceiving as positive and great extent high with an average mean of 3.42. Also, in terms of knowledge of work priorities, they perceived it as positive and great extent high with an average mean of 3.42. More so, in terms of adequate feedback, library personnel perceived it as high with an average mean of 3.39. Based on autonomy/control, it is also perceived as high with an average mean of 3.26. On the overall, library personnel perceived their role clarification in universities libraries in South-West, Nigeria as high with a grand mean of 3.39 on a scale of 4. 
Research Hypothesis
I. Role clarity has no significant influence on job satisfaction of university library personnel in South-West, Nigeria.

Table 3. 3: Coefficients of the Linear Regression Analysis for the contributions of role clarity to the Prediction of job satisfaction of university library personnel 
	
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Adjusted
R2
	Sig.

	
	B
	Std. Error
	Beta
	
	
	

	(Constant)
	61.415
	7.029
	
	8.738
	
   .211
	.000

	Role Clarity
	1.012
	.103
	.462
	9.805
	
	.000


a. Dependent Variable: Job satisfaction
Results in Table 3.3. indicated that role clarity is a potent contributor to level of job satisfaction among library personnel in South –West, Nigeria (β = 1.012; t = 9.805; R2 = 0.211; p < .05). Nevertheless, the result of the F-value of 96.142 whose probability is significant at 5% level showed statistically that role clarity has a significant influence on job satisfaction of university library personnel in South-West, Nigeria. Hence, the null hypothesis is rejected. Thus, role clarity has a significant influence on job satisfaction of university library personnel in South-West, Nigeria. 

Ho2	There are no significant relative contributions of role clarity indicators to the predictions of intrinsic and extrinsic job satisfaction of university library personnel in South-West,	Nigeria. 

Table 4. 1: Coefficients of the Linear Regression Analysis for the relative contributions of adequate information on job responsibility to the Prediction of intrinsic job satisfaction of university library personnel 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	52.967
	3.301
	
	16.043
	.000

	
	Adequate Information on job responsibility
	1.800
	.240
	.370
	7.488
	.000

	a. Dependent Variable: Intrinsic job satisfaction 



Results in Table 4. 1 indicated that adequate information on job responsibility as a construct of role clarity is a potent contributor to intrinsic job satisfaction among library personnel in South –West, Nigeria (β = 1.800; t = 7.488; p < .05). Nevertheless, the result of the F-value of 56.071 whose probability is significant at 5% level showed statistically that adequate information on job responsibility has a significant influence on intrinsic job satisfaction of university library personnel in South-West, Nigeria. Hence, there is a significant relative contribution of adequate information on job responsibility to the prediction of intrinsic job satisfaction of university library personnel in South-West, Nigeria. 
Table 4. 2: Coefficients of the Linear Regression Analysis for the relative contributions of detail information on procedure for work to the Prediction of intrinsic job satisfaction of university library personnel 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	53.078
	3.255
	
	16.308
	.000

	
	Detail information on procedure for work
	1.786
	.236
	.373
	7.563
	.000

	a. Dependent Variable: Intrinsic job satisfaction



Results in Table 4.2 indicated that detail information on procedure for work  as a construct of role clarity is a potent contributor to intrinsic job satisfaction among library personnel in South –West, Nigeria (β = 1.786; t = 7.563; p < .05). Nevertheless, the result of the F-value of 57.198 whose probability is significant at 5% level showed statistically that detail information on procedure for work has a significant influence on intrinsic job satisfaction of university library personnel in South-West, Nigeria. Hence, there is a significant relative contribution of detail information on procedure for work to the prediction of intrinsic job satisfaction of university library personnel in South-West, Nigeria.
Table 4.3. Coefficients of the Linear Regression Analysis for the relative contributions of knowledge of work priorities to the Prediction of intrinsic job satisfaction of university library personnel 

	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	51.273
	3.340
	
	15.353
	.000

	
	Knowledge of work priorities
	1.915
	.242
	.388
	7.911
	.000

	a. Dependent Variable: Intrinsic job satisfaction


Results in Table 4.3. indicated that knowledge of work priorities as a construct of role clarity is a potent contributor to intrinsic job satisfaction among library personnel in South –West, Nigeria (β = 1.915; t = 7.911; p < .05). Nevertheless, the result of the F-value of 62.591 whose probability is significant at 5% level showed statistically that knowledge of work priorities  has a significant influence on intrinsic job satisfaction of university library personnel in South-West, Nigeria. Hence, there is a significant relative contribution of knowledge of work priorities to the prediction of intrinsic job satisfaction of university library personnel in South-West, Nigeria.  
Table 4. 4: Coefficients of the Linear Regression Analysis for the relative contributions of adequate feedback to the Prediction of intrinsic job satisfaction of university library personnel 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	47.465
	3.288
	
	14.437
	.000

	
	Adequate feedback
	1.771
	.192
	.439
	9.202
	.000

	a. Dependent Variable: Intrinsic job satisfaction



Results in Table 4.4 indicated that adequate feedbackas a construct of role clarity is a potent contributor to intrinsic job satisfaction among library personnel in South –West, Nigeria (β = 1.771; t = 9.202; p < .05). Nevertheless, the result of the F-value of 84.686 whose probability is significant at 5% level showed statistically that adequate feedbackhas a significant influence on intrinsic job satisfaction of university library personnel in South-West, Nigeria. Hence, there is a significant relative contribution of adequate feedbackto the prediction of intrinsic job satisfaction of university library personnel in South-West, Nigeria 
Table 4.5: Coefficients of the Linear Regression Analysis for the relative contributions of autonomy to the Prediction of intrinsic job satisfaction of university library personnel 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	52.321
	2.800
	
	18.684
	.000

	
	Autonomy/control
	2.571
	.283
	.435
	9.084
	.000

	a. Dependent Variable: Intrinsic job satisfaction


Results in Table 4.5 indicated that autonomy/controlas a construct of role clarity is a potent contributor to intrinsic job satisfaction among library personnel in South–West, Nigeria (β = 2.571; t = 9.084; p < .05). Nevertheless, the result of the F-value of 82.524 whose probability is significant at 5% level showed statistically that autonomy/controlhas a significant influence on intrinsic job satisfaction of university library personnel in South-West, Nigeria. Hence, there is a significant relative contribution of autonomy/controlto the prediction of intrinsic job satisfaction of university library personnel in South-West, Nigeria
Table 4.6: Coefficients of the Linear Regression Analysis for the relative contributions of adequate information on job responsibility to the Prediction of extrinsic job satisfaction of university library personnel 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	39.606
	3.917
	
	10.113
	.000

	
	Adequate Information on job responsibility
	.940
	.285
	.173
	3.297
	.001

	a. Dependent Variable: Extrinsic Job Satisfaction 



Results in Table 4.6: indicated that adequate information on job responsibility as a construct of role clarity is a potent contributor to extrinsic job satisfaction among library personnel in South –West, Nigeria (β = 0.940; t = 3.297; p < .05). Nevertheless, the result of the F-value of 10.870 whose probability is significant at 5% level showed statistically that adequate information on job responsibility has a significant influence on extrinsic job satisfaction of university library personnel in South-West, Nigeria. Hence, there is a significant relative contribution of adequate information on job responsibility to the prediction of extrinsic job satisfaction of university library personnel in South-West, Nigeria. 
Table 4. 7: Coefficients of the Linear Regression Analysis for the relative contributions of detail information on procedure for work to the Prediction of extrinsic job satisfaction of university library personnel 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	33.929
	3.798
	
	8.933
	.000

	
	Detail information on procedure for work
	1.353
	.276
	.252
	4.908
	.000

	a. Dependent Variable: Extrinsic Job Satisfaction



Results in Table 4.7: indicated that detail information on procedure for work as a construct of role clarity is a potent contributor to extrinsic job satisfaction among library personnel in South–West, Nigeria (β = 1.353; t = 4.908; p < .05). Nevertheless, the result of the F-value of 24.091 whose probability is significant at 5% level showed statistically that detail information on procedure for work has a significant influence on extrinsic job satisfaction of university library personnel in South-West, Nigeria. Hence, there is a significant relative contribution of detail information on procedure for work to the prediction of extrinsic job satisfaction of university library personnel in South-West, Nigeria. 
Table 4.8: Coefficients of the Linear Regression Analysis for the relative contributions of knowledge of work priorities to the Prediction of extrinsic job satisfaction of university library personnel 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	35.343
	3.950
	
	8.949
	.000

	
	Knowledge of work priorities
	1.247
	.286
	.226
	4.357
	.000

	a. Dependent Variable: Extrinsic Job Satisfaction



Results in Table 4.8: indicated that knowledge of work priorities as a construct of role clarity is a potent contributor to extrinsic job satisfaction among library personnel in South –West, Nigeria (β = 1.247; t = 4.357; p < .05). Nevertheless, the result of the F-value of 18.979 whose probability is significant at 5% level showed statistically that knowledge of work priorities has a significant influence on extrinsic job satisfaction of university library personnel in South-West, Nigeria. Hence, there is a significant relative contribution of knowledge of work priorities to the prediction of extrinsic job satisfaction of university library personnel in South-West, Nigeria. 


Table 4.9: Coefficients of the Linear Regression Analysis for the relative contributions of adequate feedback to the Prediction of extrinsic job satisfaction of university library personnel 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	31.006
	3.932
	
	7.886
	.000

	
	Adequate feedback
	1.263
	.230
	.280
	5.488
	.000

	a. Dependent Variable: Extrinsic Job Satisfaction



Results in Table 4.9: indicated that adequate feedbackas a construct of role clarity is a potent contributor to extrinsic job satisfaction among library personnel in South–West, Nigeria (β = 1.263; t = 5.488; p < .05). Nevertheless, the result of the F-value of 30.113 whose probability is significant at 5% level showed statistically that adequate feedbackhas a significant influence on extrinsic job satisfaction of university library personnel in South-West, Nigeria. Hence, there is a significant relative contribution of adequate feedbackto the prediction of extrinsic job satisfaction of university library personnel in South-West, Nigeria
Table 4.10: Coefficients of the Linear Regression Analysis for the relative contributions of autonomy to the Prediction of extrinsic job satisfaction of university library personnel 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	38.736
	3.401
	
	11.389
	.000

	
	Autonomy/control
	1.397
	.344
	.211
	4.065
	.000

	a. Dependent Variable: Extrinsic Job Satisfaction



Results in Table 4.10 indicated that autonomy/controlas a construct of role clarity is a potent contributor to extrinsic job satisfaction among library personnel in South –West, Nigeria (β = 1.397; t = 4.065; p < .05). Nevertheless, the result of the F-value of 16.524 whose probability is significant at 5% level showed statistically that autonomy/controlhas a significant influence on extrinsic job satisfaction of university library personnel in South-West, Nigeria. Hence, there is a significant relative contribution of autonomy/controlto the prediction of extrinsic job satisfaction of university library personnel in South-West, Nigeria

Discussion of Findings	
In supporting the findings that role clarity has significant influence on job satisfaction of university library personnel in South-West, Nigeria. Hassan (2013) in his empirical study on the importance of role clarification in workgroups and its effect on perceived role clarity, work satisfaction and turnover rates reported that role clarification was found to be a significant predictor of perceived role clarity in the offices. Role classification also had a positive effect on job satisfaction. Role clarification was found to have a significant negative impact on turnover rates in the offices. Role clarity had a significant negative effect on turnover rates in the offices, as well. It was evident that managers in offices with low and moderate rates of turnover were significantly more active in clarifying subordinates’ roles and responsibilities than those in offices with a high rate of turnover. In addition, offices that experienced a low rate of turnover had significantly higher levels of role clarity and job satisfaction than offices with a high rate of turnover. Moreso, findings above were in line with the work of Onuoha, Ogunjmi and Owodunni (2016) who revealed a significant relationship between role clarity and job satisfaction of library personnel. To further corroborate the submission that role clarity is a potential contributor to job satisfaction of library personnel in university libraries in South-West, Nigeria, Allameh, Harooni, Chaleshtari and Asadi (2013) confirmed the relationship between variables and role clarity affects the perceived service quality of front line employees confirmed that the standardized effect co-efficient between feedback and role clarity equals to 0.29(p<.05) which confirmed that there is a relationship between feedback and role clarity; job autonomy is 0.51(p<.05) which confirmed that there is a relationship between job autonomy and role clarity; participation in decision making and role clarity equals to 0.38(p<.05); management factors and role clarity equals to 0.45(p<.05) which confirmed that there is a relationship between management considerations and role clarity; employees ‘role clarity and job satisfaction is 0.54(p<.05); role clarity and organizational commitment is 0.19(p<.05) which confirmed that there is a relationship between role clarity and organizational commitment; employees’ job satisfaction and organizational commitment equals to 0.17(p<.05); employees’ role clarity and quality of services equals to 0.30(p<.05); employees’ organizational commitment and service quality equals to 0.28(p<.05) while employees’ job satisfaction and services quality equals to 0.11(p<.05). The result confirmed the significant relationship between role clarity and job satisfaction. On the level of Job satisfaction which revealed a high level among library personnel corroborate earlier findings. For instance, Onuoha, Ogunjmi and Owodunni (2016) confirmed that library personnel have a high level of role clarity with the overall average mean score of 3.56 

			 CONCLUSION 

The study has focused on the impact of role clarity on Job Satisfaction of Library Personnel in University Libraries in South-West, Nigeria. Based on the findings of the study, the following conclusions are drawn. Firstly, the variables examined under role clarity produced significant result. The focus was on adequate information on job responsibility; detail information on procedure for work; knowledge for work priorities; adequate feedback and autonomy. The university libraries in South-West, Nigeria used all the five antecedents / indicators of role clarity and the study re-affirmed that the five indicators of role clarity have significant positive influence on job satisfaction of library personnel in the university libraries in South-West, Nigeria. The study confirmed that job satisfaction is associated with the role clarity and non-specification and understanding of role clarity could lead to poor performance, poor quantity and quality of information service delivery and job dissatisfaction. The study established that role clarity is a potent contributor to level of job satisfaction among library personnel in South –West, Nigeria (β = 1.012; t = 9.805; R2 = 0.211; p < .05).                                                          

				Recommendations 
Based on the findings, the following recommendations are made:
1. There is need for improve working relationship between co-workers to enhance the level of job satisfaction among library personnel as this would further improve the level of job satisfaction.
2. Considering the importance of role clarity for organizational development the management should define roles and responsibilities for their employees.
3. With the chance of more roles played by one employee in university libraries the management should try to reduce role conflicts to the minimum by setting clear objectives for each of the role and also define periodic performance feedback process for their employees. 
4. Also, the University Librarians should encourage their personnel to learn and grow on 		     the job and through it derive satisfaction on their job.
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