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Absiract

Purpose — The broad ohjective of this study was to present a model for strategic human resource
management through an effective staff performance appraizal svatem in Botswana Public Libraries in
arder to enhance the provision of delivery of information services.

Design/met hodologv/approach — This paper prezents and discuzses the partial findings of the
study, which were revealed in an attempt to provide a strategic human resource management model
for public libraries in Botswana, Public libraries aid the public a2 a whole, and they often lack funds
and human resources, It is because of these constraints that the study was embarlked on by the author,
Findings - From an empirical investigation the main critical qualities required to provide efficient
public library services were revealed a=: enthusiasm, positive attitude, innovative thinking,
commitment. The other =taff related and motivational issues were idenfified as: a =sense of
achievement, a feeling of self-worth, job-security, staff recognition, status, career development, pood
zalarv, effective communication, job satisfaction, delegation of authority, clear job description,
performance feedback, conducive working environment. Some other stratepic management issues
were acclaimed as orpanisational culture, transformational leadership, emploves recopnition and
reward svstems, performance messurement svstem, productivity improvement, and customer
arientation.

Originalitv/value - This paper recommends a strategic human resource management model for the
public libraries in Botswana, which mav assist in enhancing the provision of library services to fulfil
the aims of the Botswana National Library Service (BMLS) maore efficiently and facilitate the strategic
plan process of BNLS which is cumrently worling on it= strategic plan and human resource stratepy .
Kevwords Human resource stratepies, Himan resource management, Human resource development,
Parfrmance appraizal, Public lbraries, Botewana
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Iniroduction
Increasingly, the issue of strategic human resource management 1s gaining popularity.
Whether service oriented or production oriented, the performance of any organization
depends heavily on the perfarmance of its human resources. Human resources are
defined as “the available talents and energies of people who are available to an
organization as potential contributors to the coreation and realization of the
organization's mission, vision, strategy, and goals” (Jackson and Schuler, 2000, p. 37).
They can make the best use of all types of resources. “Finance and technology can
bring advantage but are no longer capable of sustaining this advantage. Only the
attifudes, skills and capabilities of people have the potential fo areate sustamable
competitive advantage” (Gratton, 2000, p. 9).

Being the key resources of an organisation, human resowurces can make their
organizations dynamic and grow faster, so competent and dynamic human resources



add value to the organization. “If the human resources are functioning well, emplovee
productivity rises (which lowers costs) and customer service improves (which raises
perceived value), thereby enabling the company o create more value” (Hill and Jones,
2004, p. 86). That is why it is vital to manage and develop human resources effectively
in libraries and information services. Armstrong and Baron (2002, p. 3) define strategic
human resource management as a:

... stratepic and coherent appmach to the management of an organiztion’s most valued
assets — the people working there who individually and collectively contribute to the
achievement of its ohjectives for sustamable competitive advantage.

Any organisation's excellent performance is the living result of its people’s efficiency,
effectiveness, commitment and potential.

Hence, today, all types of organisations are facing the challenge of how to develop
and manage their employees strategically in order to achieve more with less and make
optimum use of their potential. Botswana Public Libraries are in the same situation.
Public libraries are found worldwide Though, the waried contexts in which they
operate to deliver services may vary, they normally have some common
characteristics, defined as follows:

A public library is an organization established, supported and funded by the community,
either through local, remonal, or mational government or through some other form of
commumity arganization. It provides access to knowledge, information and works of the
maginabion through a range of resources and services and 15 equally avalable toall members
of the commumnity regardless of mce, nationahty, age, gender, relimon, language, disability,
economic and employment status and educational attainment (The Public Library Service,
2001, pp. 1-2),

The public libraries in Botswana are run by the Botswana National Library Service
(BNLS) Headquarters situated in Gaborone, the capital city of Botswana. The BNLS
was established in September, 1967 by an Act of Parliament: National Library Service
Act, No. 29 of 1967, It was officially opened on 8 April, 1968 The BNLS is one of the
seven departments of the Ministry of Labour and Home Affairs (Botswana, 1987,
Chapter 58.02).

Regardless of all the challenges, they are always striving to provide excellent
services to their customers. The BNLS started with one public library — the Gabaorone
Public Library on 1 April, 1968 In the past 36 years, BNLS has grown rapidly and
extended its services to most parts of the country, including all remote areas. Currently,
BNLS runs 23 branch public libraries and three mobile libraries and also 70 Village
Reading Rooms and the Book Box Service, which covers 286 primary schools (Modise,
2003). The Botswana National Library Service renders its services through nine major
divisions: National Reference Library; Special Libraries; Educational Libraries; Public
Libraries; Library Services for People with Disabilities (Botswana National Library
Service, n.d); Bibliographical; Support Service; Projects, Research and Publications
(Modise, 2003).

The Mational Reference Library division 15 responsible for the compilation of the
Mational Biblingraphy and for the country's biblingraphical control. This includes
receipt of locally published materials prints and non-prints on legal deposit, and the
acquisition of any materials published in and outside the country with Botswana as a
subject. The National Reference Library also houses Africana, with a particular focus
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on Southern Africa, United Nations Collections and World Bank Publicaticns. This
division gives professional advice to govemmental and non-governmental
departments which want to set up library and information centres Modise, 2003).

Special libreries are situated in varicus government departments and they are
intended Lo support (hese special departments, Qualilied professions] sall bom BNLS
are seconded fo these departments to set up and run the libraries.

The educational library division offers professional direction and suppaort to all
college libraries and sentor and community jurior secondary school libraries. It
mvolves visifing, and crganising seminars and workshops for library personnel in
both junior and senior secondary schoaols. The division also gives advice to all primary
schools wanting to set up libraries and s responaible for the provision of the Book Box
service offered to remote primary schools as well.

The public library division is responsible for the management of the branch
libraries through out the country, Services that are provided by the public libraries
include: a maobile library service, a postal service a reference service, a community
mformation service, a book request service, the village reading rooms service, and
children's servires which are all also free to members of the public,

Library services for people with dizabilities are geared towards the visually
mmpaired, the hearing impaired, the mentfally and the physically handicapped. People
with dizabilities are assisted at this facility in gaining access to information materials
relevant to their needs (Botswana Mational Library Service Information Brochure, n.d ).

Bibliographical Support Service division co-ordinates the selection, acquisition,
processing and distribution of nformation resowces for the public library system
(Branch Tihraries, Reading rooms and the Mohile Tihraries)

Projects, Research and Publications Division implements the department's
development's projects initiates and supervises research projects and co-ordinates
the production of the department’s publication.

Mission statement of Botswana National Library Service

The mission statement of Botswana National Library Service reads as follows:
Botswana Nadonal Library Service provides the Nation with mfomation and promotes its
utilization for the purpese of eduation, research and recreation. The Department promotes
literacy and the culture of reading. Provision of information services is through an efficient
and effective network of Public, Educational and Special Litraries at national level (BNLS
Dvaft Strategic Plan, 2001-2006).

Aims

* To develop an efficient information storage and retrieval system and provide a
mativn-wide library and mlonnation service inoorder o support and promole
formal education and to facilitate recreation and cultural enrichment.

* To promaote the preservation, conservation and usage of the national documented
ailtural heritage by developing a national bibliographic control system and

service (Botswana National Library Service Information Boucher, n.d).

Public librmries serve the community at larme and they are alwavs inder-funded and
mmder-resmurced, government and local authonties want to have an element of control over



them, pressures of technological change and the associated human resource implications are
present as they are in every sector (Prytherch, 2000, p. 36).

The above facts and limitations motivated the authar to conduct this study in order to
recommend a strategic human resource management model for Botswana Public
libraries.

Objectives of the study

The overall objective of the research was to present a model for strategic human
resource management through an effective staff performance appraisal system in
Botswana Public Libraries in order to enhance the provision of delivery of information
services. T'o achieve this purpose the following main objectives were addressed:

+ to collect hiblingraphic information about the libraries;

+ to collect librarians' opinions on the staff performance appraisal;

= to collect library staff perceptions on strategic human resource management
issues;

+ to identify whether the public libraries have human resource strategies in their
libraries or not;

= to wdentify the critical issues relating to staff motivation;

* to determine whether position, qualification and experience influenced the
respondents’ opinions about strategic human resource management or not; and

+ to establish the extent to which the status of the library influences librarians'
perceptions of strategic human resource management.

Value of the paper
This paper might contribute to the mprovement of other libraries in the following
ways:
* The other libraries can be benefited by having a SHRM model to manage their
libraries human resources since there is a scarcity of SHREM model in library
set-up. Most of the models are found i business,

* The findings will be relevant to other types of libraries because the similar
sifuations are found m all types of librariez and everywhere,

Research methodology

The primary data was collected through a structured questionnaire and the secondary
data was obtained from a literature review. A self-administered structured
questionnaire was used including a five-point Likert scale for SHRM. The Likert
response format was composed of: “Most important™ “Critical™; “Important™ “Not very
impaortant”™; “Nat important”. No sampling technique was used, every staff member

who had any type of library qualification was allowed to participate in the study.

Target population
A list of staff was collected from the BNLS, The total target population inchuded 71
library staff. (Of this population, 54 were from public libraries and 17 from
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Talble L

Target popalation (fo
whean the questionnaice
pot distributed)

headgquarters, Table | presents the total number of library staff who worlk in targeted
libraries.

Limitation of the research

Being a self-sponsored research this research had time and financial constraints,
Owing (o ther 10 bad e ollowing limiations

+ This study was limited to the public libraries of Botswana.

* This study was limited to the BNLS Headquarters staff, who suppart, monitor
and manage public library services.

+ This study was limited to the library staff, who possssed any type of library
qualification.

Diata collection analvsis
A total 0f 71 questionnaires were distributed and 66 were collected back. The data was
rollected n=ing personal visits and pestal questionnaires. The data from the personal
vizits obtained 100 per cent response rate and the postal surveys secured 864 per cent
respanse, Overall data was collected with a response rate of 93 per cent,

The SPS5 statistical package was used to analyse data. On the SPS5 package the
main techniques used were as tollows:

Mumber of libraries MName of the Lbrari= Number of staff
1 Bosonong Public Library 2
2 Francistven Public Libray -4
3 (Gaborone Public Library 3
-4 Ghanizi Public Libary 2
5 Kanve Fublic Library 2
& Kazanc Public Library 2
7 Letlhalcane Community Colleps Libwary 2
A Letlhalzeng Public Library 1
9 Lobatze Public Library 2

10 Mshalapye Public Library 1

11 Matzha Community Colleme Library 2

12 Maun Public Library 2

13 Mechudi Public Library 2

14 Melopalole Public Library 3

15 Meshupa Public Library 2

16 Palipve Public Librarv 1

17 Ramotswa Public Library 2

18 Salebi Philowe Public Liteary 2

19 Serowe Public Library 2

i Shochong Public Library 3

2 Thamaga Public Library 2

0 Teabong Public Likrary 2

23 Tutume Community Collepe Library 1

M Mabonal Reference Library &

] Litrary services for people with disabilities 1

2 Headguarters 17

Total number 71




+ Chi-Square;

* cross-tabulation;

* Trequencies;

+ mean;

* percentage;

* standard deviation;
+ ftest; and

« wvariable.

To get the two extreme measures the five-Likert scale was converted into two main
categories: critical and not critical.

Hypotheses testing
The study tested seven research hypotheses and five null hypotheses as follows:
Reseawch lwpotheses

Hi. The perception by respondents about the qualities required fo provide
efficient library services is independent of the status of the library.

HZ  The opmion among respondents about the competencies required by staff
during the next five years is independent of the status of the library.

H3  The belief by respondents about the impact of external factors =5 independent
of the status of the library.

H{. The outlook held by respondents about the strafegic human resource
management 15 independent of the status of the library.

H5  The viewpoints on staff 1ssues are independent of the status of the library.
He The concept of maotivational factors s independent of the status of the library,

H7 The view regarding human resource strategy s independent of the status of
the library.

Nuell Tevpotheses

Hi}. The position, experience and qualifications do not have any significant
influence on the way the respondents perceived the qualities required to
provide efficient library services,

H(3Z. The position, experience and qualifications do not have any significant
influence on the way the respondents observed the competencies needed by
staff during the next five vears to enhance library services,

Hi(}3. The position, experience and qualifications do not have any significant
influence on the way the respondents viewed strategic issues.

Hii. The position, experience and qualifications do not have any significant influence
on the way the respondents articulated motivational factors m relation to their job.
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Hs. The position, experience and qualfications do not have any significant influence
on the way the respondents sxpressed the &sues related o the library's human

Major research findings and discussion

This study sought to discover what the main quelities required to provide efficient
library =ervices are The lodings of (e study revealed thal commmitment received e
highest response score of 91 per tent, the ather critical qualities were capahility (79 par
cenf), innovative thinking (74 per cent), understanding of the library's aims and
objectives (7] per centl, a positive work attitude (85 per cent), compliance with rules
and regulations (52 per cent), enthusasm (69 per cent), stamina (49 per cent), strategic
approach and thinking (70 per cent) were alsc well perceived.

On locking at the above figures it &= apparent that there is a discrepancy in
participants’ opinions. For instance, a majority of 71 per cent participants perceived
“understanding of library ams and objectives” to be critical, but at the same time only
52 per cent felt that “compliance with rules and procedures” was critical. If they feel an
understanding of library's aims and abjectives is critical, one may ask why they do not
think it & important to abide by those aims and objectives. 1t can be argued two-ways:
either the statf do not understand what they are expected to be committed to and fail to
comply with library aims and procedures or they feel it does not mater how well or
badly they perform to meet hbrary aims and objectives, it does not provide them with
any extra remgnition or benefits and therefore, they ask why they should put all their
efforts into rmeefing these aims and objectives. Understanding of expectations and
reccgnition both ore essential to win employees’ commitment,

Similarly, 85 per cent participants perceived a positive attitude as critical while
enthusiasm was viewed as criical only by 69 per cent and stamina was nuther
downgraded to 49 per cent 1f staff feel that having a positive attitude = one of the
critical qualities required to provide efficient library services, they should be full of
starina, even in negafive sitnation, bt it does not appear an. This i3 a awther
indication that the parficipants are lacking certain incentives A majority 0f91 per cent
of ataff professed commitment to be aritice]l but capability and innovative thinking was
seer as less oritical in compartson. 1f they are not innovative and capable, how can they
be committed to their woak? This all suggests that thee i3 a reed for library
maragement to identidy how to develop and attract highly committed emplovees in
order to manage library steff strategically.

According to Armstrong and Baren (2002, p. 152), the concept of commitment refers
to “feelings of aftachments and loyalty to the organisation and willmgness fo
contribule W organisatonslobjectives", “Coamiiied vrnployees are (he keys o a lon's
competitive edge” (Dessler, 1992, p. 5). When one is a member of the library staff, the
first pricrity s an understanding of the lidrary's rules and procedures; if one does not
understand them, hefshe will fail tc abide by them. In such a situation, things are
bound to go wrong, because the frustration and fear generally provoke the staff
towards negativity. Here the avthor would agree with Armstrong and Baron (2002,
p. 1533) that “emplovees’ commitment will only be gained if people understand what
they are expected to be commirtted to. But management too often fail to pay sufficient
attention to delivering the message”,

The second area this study explored was the competencies required by staff during
the next five years to anhance their library services. Leadership receved the highest



response rate by a majority of 89 per cent of respondents. Perceptions were also sought
on other competencies: the results indicated that facilitating and implementing change
was crifical for 80 per cent, team building for 71 per cent, coaching for 59 per cent,
cross-cultural communication for 46 per cent, technical expertise for 61 per cent and
mentoring for 52 per cent participants.

These figures make one wonder if leadership, facilitating and implementing change
and team building were supported by a good number of participants, only 61 per cent
supported technical expertise, If they do not think technical expertise to be as critical as
leadership and other competencies, this seems fo suggest that the participants want
their leader to take care of technical issues, and if coaching was critical for 59 per cent
and mentoring for 52 per cent, it shows that these competencies are not critical for a
large percentage of respondents. Cross-cultural communication was seen as critical
only by 46 per cent and coaching for 61 per cent, which implies that the participants
want their leader to do everything, mchuding establishing a professional network with
various libraries for better information sharing. It could be concluded that a strong
leadership is crucial fo develop library staff who can appreciate the mpaortance of
various competencies, they identified critical for enhancing library services.

The success or failure of any manager is judged by histher leadership style and
people can exhibit their leadership in various ways, not necessarily by being a
manager or a director of the organisation. For instance, participating in decision
making is one form of showmg leadership qualities and communicating effectively =
another way of expressing leadership qualities. By supporting leadership with the
highest percentage the respondents have articulated their concern about leadership. A
library leader needs to be flexible in his/her approach and needs to be capable of
accommodating changes as the time demands. It 1= a challenge for the leader fo
convince his'her staff, parent organisation and all the stakeholders about the strategies
and the funds, the library requires to provide better services fo its customers. Today
there is a need of a leader, who can listen hard, talk straight, reward results, practice
what is preached (Reichheld, 2001}, there is a need for a leader, who can come up with
mnovative strategies and translate them info action. With this type of leadership a
library manager can manage his'her staff strategically.

The third area this study investigated the mmpact of external factors. The
participants’ opinions were sought on various external factors. Information technology
got the highest response rate of 91 per cent; the other external factors were changing
employees’ expectations (71 per cent); changing library customers needs (65 per cent);
shrinking budget (78 per cent); global competition (64 per cent), and exfernal
environment (54 per cent). Information technology (IT) scores the highest rank in the
external factors, which 15 an indication that the participants are well-aware of its
mmpaortance.

Of course, 1'T is playing the most crucial role in this information age. This is evident
from the fact that library customers' needs and expectations are changing because of
the rapid changes in IT; global compefition 5 increasing because of I'T; the external
environment 15 changing because of IT; and the shrinking budget is also exaggerated
because of IT. It 1= used in organising, storing, retrieving and disseminating
information and it has a great impact on a library staff's efficiency and effectiveness.
IT skills and I'T facilities equip a library staff to provide their customers with better,
faster, more accurate and up-to-date information. It i= with this valuable device library
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staff can compete globally, survive shrinking budgets and co-op with rapidly changing
customers needs. Hence, it 15 emphasised that 1T infrastructure including IT training
and IT expertise is essenfial for any type of library to manage human resources
strategically.

Fourth, the study sought participants’ opinions on some other strategic issues, and
the findings indicated that customer orientation scored the highest support by the
majorty of 94 per cent of the respondents. This & an indication that the participants
were aware of e incressing importance of his wpical issoe, Customer fucws is one of
the most critical strategic ssues today, which is being taken into account by most
organisations, whether service oriented or production oriented. One cannot exist in the
marlet without customers and every day there are new entrants in the marlet, which
makes it worse All the time an organisation has tolook for new ways and strategies tc
attract new customers and retain the existing ones.

Other strategic issnes were recogniaed as: periormance measnrement systems (86
per cent); employee reward system (68 per cent), transformational leadership (78 per
cent); and organisationz! culture (50 per cent). These are all important issues in terms
of strategic management. Without an effective performance measurement system, staff
performance cannot be monitored and iwproved, ransformational leadership = good
for strategic management. Trarsformational leaders are supposed to have sense of
vision and mission and wins employees' trust, respect and confidence. They are
inspirational and can give pep falks increase optimism and enthusism and
communicate the vision with confidence. They encourage a new look o old methods,
fosters creafivity, provokes rethmking of assumptions and contexts set in the past.

An employee reward systerl can be used as an important wol o gain their
commitment and dedication for work. When the employees know that their hard work
iz being recogrised by putting i place employee reward systems, they feel committed
to their workplace. Organizational culture i3 another izsue contriluting to strategic
management, if there 5 a culture in the library that customer comes first, each
employee will make sure that he/she does not ignore the customer.

Hence, it is important that all the library staff should be trained in customer service,
should be one to recapture old customers and retain the existing customers and at the
same time attract new ones. Performance measurement systems, a proper smployee

reward svstem, transformational leadership, and arganizational culture should be seen
as an mpartant aspect of library management.

Fifth, the study investigated was motivation. Participants’ perceptions were sought
on various motivational factors. The findings idertified the main motivational issues:
career development (88 per cent); sense of achievement (83 per cent), feelings of
self-worth (81 per cent); recognition (72 per cent), performance feedback (91 per cent);
conducive work environment (92 per cent); delegation of responsibility (76 per cent);
effective communication (87 per cent); clear job description (95 per cent); joh
satisfaction (84 per cert), positive attitude (85 per cent), appropriate organisational
goals (83 per cent) and participation in goal settings. All these findings are briefly
discussed below:;

Motrvation 15 the ntertal state or condition that activates and mves direcion to our thoughts,
feelings, and actions (Lahey, 1998, p. 3700



It iz an integral part of leading. The key to a successful manager is to understand what
mativates staff and then to influence their behaviour in the most desired way.

Career development provides benefits to both an arganization and an employee. On
organizational side it ensures required talent whenever the organisation requires and
on employee side it provides immense happiness to the employee when he/she finds or
develops career that allow him/her as the individual aspires for. BNLS has a “Scheme
of Service” (Botswana. Directive of Public Service Management, 1993, p. 2). But library
staff do not always seem to be happy with this Scheme of Service. [t can be suggested
hence, that Botswana public libraries should have a proper career development plan in
place in order fo attract and retain the most motivated and committed staff.

A senseof achievement gives an employee internal happinessand to keep happy the
employee alwavs strives to perform to the best of higther abilities.
Achievement-motivated people can be the backbone of most orgarizations
(MeClelland, 2004),

According to Doctomentation Project’s Management Guide (Computer Technology
Documentation Project, 2004) feeling of self worth comes from: being a contributing
member ofa productive team; the esteem in producing a quality product and belief that
the arganization cares about the employee and considers them valuable

Recognition is perceptible respect of an individual's personal capabilities, which
each individual wishes for. “Une of the deepest emotional needs an individual
possesses is the desire for recognition and approval by other people”.

Providing performance feedback i1s one of the factors which mofivates staff
According to the findings a majority of 91 per cent said that feedback is critical while
only 36 per cent mentioned that they receive performance feedback. Here the author
would agree with Byars and Rue (2000, p. 216) who state that “feedback facilitates
employees learning process. keeping employees mnformed of ther progress as
measured against some standard helps in sefting goals for what remams o be
learned”. Knowing about “well done” is as important as about “poorly done”. Feedback
on good performance boosts an employee's morale and feedback on poor performance
provides an opportunity to improve on one'’s performance and develop oneself,

A conducive and growth-oriented working environment refers to a workplace where
each staff member can afford to utilize his‘her skill and knowledge to improve library
productivity and effectiveness. In the presence of such an environment the
management can derive the greatest benefits from its human resources. If the staff
find their work place congenial they will be committed and dedicated to their jobs; they
will have a drive to work i unfavourable conditicns and they will generate a
competitive edge through their strategic thinking and planning,

Delegation motivates and creztes selfconfidence, morale, initiative and self-esteem
amongst subordinates:

Being given additional responsibilities is perceived as trust in and respect for the mdiidual’s
abilities. Intreased status is further evidence of importance and warth to the orgamization. In
the ahbsence 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 19046, p. 321

Delegation trains subordinates and consequently facilitates the growth and expansion
of the arganisation.
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Effective communication skills are especially necessary for an mformation service
manager and all the library staff because:

... Information service personnel are required to commmumicate with all levels of staff within
the organization as well as outside the organisation m order to disseminate, share, select,
memage and disseminate mformation to meet customer needs (Bryson, 1999, p. 274).

Effective communication facilitates managerial performance; understanding and
acceptance of worly leadership; public relations; job satisfaction; and unites all the
library staff into a well-net and coordinated team and it is time effective. To sum-up, an
effective communication is part and parcel of the overall library management.

Emplovee job satisfaction can be measured by employee retention and turnover. In
general all type of organizations mcuding libraries feel that salary increment is the
mest important job safisfaction means and employers try to win their employees with
pay rise. But pay rise satisfies only lower needs. “Effective performance and genuine
satisfaction in work follow mainly from the intrinsic content of the job. This is related
to the fundamental concept that people are motivated when they are provided with the
means to achieve their goals” (Armstrong, 2001, p. 492),

If someone has job satisfaction, he/she feels committed to the job and it becomes
part and parcel of this employee. If one does not have this feeling, he/she cannot
perform well.

Establishment of appropriate arganisational geals and objectives is vital n arder to
let employees know what is expected of them. Similarly, employees’ participation in
goal settings produces a feeling of belongingness among employvees and they feel that
they are part and parcel of the plan, they participated n.

Based on the above findings it can be concluded that Botswana public library
services can be enhanced with the better provision of library services if library
management can pay more attention to employees' career development, sense of
achievement, feelings of self-worth, recognition, concrete and constructive feedback,
effective communication, delegation of responszibility and a conducive warking
environment,

The sixth main area this study sought to investigate was related to human resource
strategy. The study's results revealed that alignment of human resource strategy with
a strategic management plan got a 90 per cent response rate; generafing compefitive
advantage through human resources 71 per cent, continuous education and
development 71 per cent and motivation building among staff was supported by 83
per cent of participants. The study findings also indicated that 80 per cent of the
respondents acknowledged that there is a need for human resource strategy in the
public libraries of Botswana and their libraries had no human strategy plan. A
majority of 77 per cent of the participants mentioned that such a strategy should be
evolved immediately while 90 per cent expressed that alignment of human resource
strategy with library strategic plan i= critical.

The above findings seem to be supparting Mello (2002, p. 62) when he argues that:

... the central idea behind shategic human resource management 15 that all tmbatives
mvolving how people are mamaged need t©o be aligned with and m suppmrt of the
organmization’s overall stratepy. No orgamzation can expect to be successful if it has people
mamagement svafems that are at odds with 1ts vision and mission.



The authoris in accordance with Mello. Indeed, strategic human resource management
is influenced by library strategy. For instance if a library formulates a strategv to
provide unique services fo its customers; it then has to plan to recruit more research
ariented stzff, who can always look out for what other libraries are not providing their
libraries can provide theese services and dillferentz e their services [rom otbwer lbrares,
Additionally, a human resource strategy should be treated like any other strategy, such
as new technology, customer focus, collections development and so on.

The importance of human resource strategy and itz alignment with available
facilities is further pmphasised by (Chanda and Kabra, 2000, p. 41). These authors
believe human resource strategy 1s "a long-term direction of the HR finction m an
arganization. It describes the best aptions suitable to an organisstion for managing its
human resources it line with the available systems and processes, resources and
environment”, So, for the success of a human resource strategy and its strategic focus it
is impaortant to align this strategy with the library’s overall plan:

If strateges are developed piecemeal, there will be a greater risl of a lack of fit between them,
and n exTeme cases we might even find shategies working against one another (Amstong
and Baron, 2002, p, 90).

It can therefore be concluded that a human resource strategy in public libraries in
Botswana is vital and that should be aligned with the strategic plan of Botswana
Mztional Library Services (BNLS),

One other issue this study sought fo discover, and which is appropriate to mention
in this paper, was on strategic focus of staff performance aporaisal The findings
revealed that the most obvious purpose of the staff performance appraizal in public
libraries is a salary increment (88 per cent indicated); 93 per cent of the participants
mentioned that their supervisors conducted this activity; the activity took place
annually (89 per cent) by filling in a form only (62 per cent) and by both an interview
and using a form (32 per cert).

A total of 58 per cent participants mentioned that they did not receive feedback
about their performance appraisal; 63 per cent indicated that there was no proper

anplementzation of e mlormation received rom stall perlornmance appraisal; 61 per
cent acknowledged that it was not linked with motivation; 52 per cent perceived that
staff performance did not validate statf selection; 52 per cent expressed that it was not
aligned with the Ibrary mission while 55 per cent pointed out that it was not aligned
with staff promotions, consequently, 68 per cent were not happy with current staff
performance appraisal, Based on the above findings it can be concluded that Botswana
Public libraries' performance appraisal does not have a strategic focus.

Literature indicates that performance appraizal aftains it fullest purpose and

strategic velues:

* When performmance appraizal and indiridual gnalz are aligned with organization
goalstoo. In this way a staff performance appraisal can serve in two ways: first,
improving job performance by directing employees behaviour toward
orgarisational goals and, second, monitoring emplovees' behaviour.,

+ When an effective performance appraisal is linked with an organisation's
competitive advantage, by making the right decision about employees'
promptions, training and salary increments. These types of positive decisions
through staff performance appraisals provide a competitive edge to an
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organisation. By doing so staff members' good performance is acknowled ged,
their morale 1= boosted and consequently, they perform better,

+  When it 15 related to motrvation. If it 15 not seen as a motivational tool, it loses its
mpaortance.

* When it = linked with staff selection. By appraising staff the management can
verify whether the right staff member was selected to fill a position or not
(Schuler and Jackson, 1996), S0 when public libraries develop their performance
appraisal criteria they should reflect what libraries expect from their staff. If
customer satisfaction is expected from staff, this should reflect in the
performance appraisal,

It is identified that Botswana's public libraries and BNLS staff performance appraisal
system is not aligned with library strategic goals and objectives, staff motivation and
staff selection.

On the basis of the above findings and literature review, this paper recommends the
following SHREM model for the public libraries in Botswana, which may assist in
enhancing the provision of library services and fulfil the aims of the BNLS maore
efficiently by integrating all HR programmes and policies in order to accomplish its
mission. It & hoped that this will facilitate the strategic plan process of Botswana
National Library Service, which is currently working on its strategic plan and human
resource strategy (see Figure 1),

Summary of the recommendations

+  There should be conducive working environment in public libraries in Botswana.

*  There should bea proper I'T infrastructure for each library to equip the staff with
modern technology fo store, organise, retrieve, disseminate and share
information with their customers, colleagues and other information
professionals globally.

« The staff should be tramed for excellent customer-service, who are able to trace
their lost customers, maintain existing ones and aftract new customers.

* There should be a reward based objective staff performance appraisal system,
where the excellent performers can be rewarded and the poor performers can be
developed to their optimum potential. It should be aligned with library mission,
vision and mdividual goals.

+ Library funds should be decentralized m order to empower each public library
officer with responsibilities and authorities,

* A conorete feedback should be provided to each staff member about their
performance followed up with implementation program.

» HR strategy should evolve in the libraries immediately.

Further research
The following are problem areas on which further research could be done:

*  What emplovees perceive as meaningful rewards to mofivate them.
+ Anenvironmental scanning to identify user and community needs.
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Figure 1.
A recommended strategic
human resource

management model
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Conclusion

This paper concludes with these final remarks. If any crganisation or ibrary aspires to
be growth-oriented, people need to be trained, motivated, rewarded, recognised and
empowered to perform to their optimum capabilities. If human resources are working
well, lbrary productivity rises, old customers are retaired new customers are attracted,
conzequently, the library image is enharced. This all can be accomplished by regular
monitoring of human resources performance zgainst pre-se performance objectives
used periodically for formesl evalvation end identifies emplovees' potentials for cereer
advancement and wealmesses for self mprovement. To use perfarmance appraisal
strategically, it is vital fo align performance appraisl with employees’ motivation,
promation, selection and lbrary mission. Concrete feedback to the employees about
their performance zlong with proper implementation of information cbfained from
performance appraisal are crucial for an objective stafl performance appraisal systerm.
A human resource strategy must keep pace with the changing environment in terms of

addressing changing needs and expectations of customers and employees
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