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Abstract
This study examined the salary structures and compensation patterns of librarians across national, academic, public, and special libraries in Nigeria. The persistent disparity in remuneration among library professionals in different sectors has continued to generate concerns about staff motivation, retention, and the overall quality of library services. Using a descriptive survey design, a total of 320 librarians were selected from 64 libraries across Nigeria's six geopolitical zones through stratified random sampling. A structured questionnaire served as the primary data collection instrument, achieving a response rate of 91.3% (n=292). Data were analysed using simple frequency counts and percentages. Findings revealed that academic librarians earned the highest mean monthly salary of N187,500, while public library staff recorded the lowest at N68,200. Special library staff earned competitive salaries averaging N245,000 per month, primarily in oil and banking sectors, while national library staff averaged N142,000 monthly. The study found that 74.3% of respondents considered their salaries inadequate relative to their educational qualifications and workload. Irregular allowances, absence of hazard pay, and non-implementation of the Consolidated University Academic Staff Salary Structure (CONUASS) in several institutions were identified as major compensation challenges. The study recommends that the Federal Government, through the National Universities Commission (NUC) and relevant ministries, urgently harmonise salary scales for library professionals and enforce full implementation of approved salary templates across all library categories. The findings have significant implications for human resource management in Nigerian libraries and professional advocacy by the Nigerian Library Association (NLA).
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Introduction
The question of remuneration for library professionals in Nigeria has remained a subject of perennial debate within the information science community. Across national, academic, public, and special libraries, significant disparities in salary structures have been observed, with many library workers earning far below what their educational qualifications and professional contributions would justify (Aina, 2019; Nwosu & Adeyemi, 2021). These disparities not only demoralize professionals but also threaten the sustainability of quality library and information services in a country where the library sector plays a critical role in education, governance, and economic development.
In Nigeria, libraries are categorized into four main types: national, academic, public, and special libraries. Each category operates under distinct administrative and funding structures that directly influence how staff are recruited, retained, and compensated. Academic libraries, for instance, are funded through federal or state university budgets and their staff are nominally covered by the Consolidated University Academic Staff Salary Structure (CONUASS), though implementation varies significantly across institutions (Okeke, Eze & Okoro, 2020). Public libraries, often underfunded and subject to the whims of state governments, tend to offer the most inconsistent and lowest salaries, with many staff earning below N70,000 per month as of 2023 (NLA, 2023).
Special libraries — those embedded in corporate, legal, medical, banking, and oil and gas institutions — present a contrasting picture. Staff in these settings generally earn significantly higher salaries because their employers operate outside the constraints of civil service salary caps (Ogunleye & Salami, 2022). A librarian at a major Nigerian bank or petroleum company may earn between N200,000 and N350,000 monthly, compared to a counterpart at a state public library earning less than N80,000 for equivalent qualifications. This structural inequity discourages talented graduates from entering or remaining in the public library sector and drives a systemic talent drain toward the private sector.
Several studies have highlighted the demoralizing effects of poor compensation on library staff performance and institutional service quality (Afolabi & Bello, 2020; Adamu, 2022). The Nigerian Library Association (NLA) has consistently advocated for improved conditions of service, yet without systematic empirical documentation of existing salary patterns, such advocacy remains weakly supported. There is therefore a critical need for up-to-date, sector-disaggregated data on what librarians across the country actually earn, what compensation components exist, and how these align with professional expectations and national salary benchmarks.
This study was therefore undertaken to fill this empirical gap by mapping the salary structures and compensation patterns of librarians across the four main library categories in Nigeria. The specific objectives were to: 
i. determines the monthly salary ranges of librarians in national, academic, public, and special libraries
ii. examine non-salary compensation components available to librarians in each sector
iii. assess librarians ‘perceptions of the adequacy of their compensation; and
iv. identify challenges affecting salary implementation. 
Empirical Review of Related Literature
Compensation in the library profession has attracted scholarly attention globally and within Africa. Lor and Britz (2012) in their seminal study of African library professionals noted that salary disparities across library categories reflect broader national governance and funding inequities rather than differences in professional competence or workload. In the Nigerian context, Aina (2019) surveyed 280 librarians across six states and found that 68% expressed dissatisfaction with their salaries, with public librarians being the most dissatisfied cohort. Aina attributed this to the ad hoc nature of state government appropriations for public library services, where library budgets are frequently slashed during fiscal contractions.
Nwosu and Adeyemi (2021) conducted a study of 196 academic librarians in federal universities and found that while CONUASS was nominally the applicable salary template, only 43% of respondents confirmed that their institutions fully implemented the approved scale. The remaining 57% reported partial implementation, with common shortfalls in research allowances, hazard pay, and annual salary increments. This finding corroborates earlier work by Okeke, Eze, and Okoro (2020) who documented pervasive gaps between approved salary templates and actual disbursements in university libraries, particularly in state-owned institutions.
In a comparative study of special and academic librarians, Ogunleye and Salami (2022) found that special library staff in the financial sector earned between 2.1 and 3.4 times the salary of equivalently qualified academic librarians. They attributed this to the profit-driven staffing policies of private sector employers and the absence of salary caps in corporate settings. Importantly, however, special library staff in government parastatals were found to earn salaries comparable to, or lower than, academic librarians, indicating that the sector alone does not fully explain salary variation — institutional type and ownership structure are equally important determinants.
Adamu (2022) examined the relationship between compensation adequacy and staff turnover intention among librarians in Abuja's special libraries. His study of 104 respondents found that 61.5% expressed intention to leave their current positions within two years, primarily due to salary dissatisfaction. This turnover intention was highest among librarians with postgraduate qualifications (MLIS holders), who reported that their advanced credentials were not reflected in their compensation. Adamu's findings highlight the human capital loss risk associated with persistent salary inequities in the library profession.
The National Library of Nigeria, as the apex library institution in the country, is expected to offer competitive compensation to attract the most qualified professionals (Afolabi & Bello, 2020). However, as a federal government agency, its salary scale is pegged to the Consolidated Research and Allied Institutions Salary Structure (CONRAISS), which some staff consider less favourable than CONUASS. Afolabi and Bello's study of 87 national library staff found that 55.2% rated their compensation as inadequate. Taken together, the empirical literature indicates a persistent salary adequacy problem across all library categories in Nigeria, making a current comprehensive survey both timely and necessary.
Methodology
This study adopted a descriptive survey research design, which is appropriate for gathering data from a large and geographically dispersed population without manipulating variables (Creswell, 2018). The target population comprised all professional librarians (those holding at least a Bachelor's degree in Library and Information Science or equivalent) employed in national, academic, public, and special libraries across Nigeria. Based on available figures from the Nigerian Library Association directory and the National Universities Commission staff census, the estimated population was 4,820 librarians. Using Yamane's (1967) formula for sample size determination at a 95% confidence level and a ±5% margin of error, a sample of 370 librarians was calculated. Stratified random sampling was applied to ensure proportionate representation across library categories and geopolitical zones, yielding a final distribution of 90 national library staff, 142 academic librarians, 78 public library staff, and 60 special library personnel from 64 library institutions across all six geopolitical zones.
A structured, self-administered questionnaire divided into four sections — demographic data, salary components, non-salary benefits, and perceptions of compensation adequacy — served as the primary instrument. The instrument was validated by three experts in library science and human resource management, and a pilot test with 30 respondents yielded a Cronbach's alpha reliability coefficient of 0.81, indicating high internal consistency. A total of 320 copies were eventually distributed (after attrition), of which 292 were returned fully completed, representing a response rate of 91.3%. Data were analysed using simple frequency counts and percentages, presented in tabular form and discussed in narrative detail. All ethical protocols were observed, including informed consent and anonymity of respondents.
Results and Discussion
Demographic Profile of Respondents
Table 1 presents the demographic characteristics of the 292 respondents. The majority (61.3%) were male, while 38.7% were female. In terms of library category, academic librarians constituted the largest group (41.8%), followed by national library staff (27.1%), public library staff (18.8%), and special library staff (12.3%). Most respondents held an MLIS or equivalent postgraduate qualification (58.2%), with 35.6% holding a BLS/B.Sc. LIS and only 6.2% holding other professional qualifications. The bulk of respondents (47.3%) had between 6 and 15 years of professional experience, suggesting a predominantly mid-career sample.

Table 1: Demographic Profile of Respondents (n=292)
	Variable
	Category
	Frequency
	Percentage (%)

	Gender
	Male
	179
	61.3

	
	Female
	113
	38.7

	Library Category
	National Library
	79
	27.1

	
	Academic Library
	122
	41.8

	
	Public Library
	55
	18.8

	
	Special Library
	36
	12.3

	Qualification
	BLS/B.Sc. LIS
	104
	35.6

	
	MLIS/Postgraduate
	170
	58.2

	
	Other Professional
	18
	6.2

	Years of Experience
	1–5 years
	72
	24.7

	
	6–15 years
	138
	47.3

	
	16 years and above
	82
	28.0

	Total
	
	292
	100.0



Table 1 shows that the sample is predominantly male (61.3%) and mid-career, with a majority holding postgraduate qualifications. The dominance of MLIS holders (58.2%) is significant in the context of salary analysis, as this qualification level is expected to attract higher compensation under CONUASS and related salary frameworks.

Monthly Salary Ranges by Library Category
Table 2 presents the self-reported monthly salary ranges of respondents across the four library categories. The data reveal substantial variation in earnings, with special library staff reporting the highest salaries and public library staff reporting the lowest.
Table 2: Monthly Salary Ranges by Library Category (n=292)
	Salary Range (N/month)
	National n=79
	Academic n=122
	Public n=55
	Special n=36

	Below N50,000
	3 (3.8%)
	2 (1.6%)
	18 (32.7%)
	0 (0.0%)

	N50,001–N100,000
	12 (15.2%)
	14 (11.5%)
	27 (49.1%)
	2 (5.6%)

	N100,001–N150,000
	29 (36.7%)
	31 (25.4%)
	8 (14.5%)
	3 (8.3%)

	N150,001–N200,000
	24 (30.4%)
	47 (38.5%)
	2 (3.6%)
	7 (19.4%)

	N200,001–N300,000
	9 (11.4%)
	25 (20.5%)
	0 (0.0%)
	12 (33.3%)

	Above N300,000
	2 (2.5%)
	3 (2.5%)
	0 (0.0%)
	12 (33.3%)

	Mean Monthly Salary
	N142,000
	N187,500
	N68,200
	N245,000



Table 2 reveals a striking salary gradient across library categories. Public library staff are the most economically disadvantaged, with 32.7% earning below N50,000 and 49.1% earning between N50,001 and N100,000 monthly. Combined, 81.8% of public library staff earn below N100,000, a figure that falls below the minimum living wage benchmark for a graduate professional. In sharp contrast, 66.6% of special library staff earn above N200,000 monthly, with 33.3% exceeding N300,000. Academic librarians occupy a middle position, with 61.0% earning between N100,001 and N200,000, consistent with partial CONUASS implementation. The mean salary for special librarians (N245,000) is 3.6 times that of public library staff (N68,200), a disparity that raises fundamental equity concerns for the profession.
Non-Salary Compensation Components
Beyond basic salary, compensation includes various allowances and benefits. Table 3 presents the frequency of non-salary components reported by respondents across library categories.

Table 3: Non-Salary Compensation Components by Library Category (%)
	Compensation Component
	National (%)
	Academic (%)
	Public (%)
	Special (%)

	Housing Allowance
	68.4
	54.1
	21.8
	88.9

	Transport Allowance
	79.7
	62.3
	29.1
	91.7

	Medical/Health Insurance
	55.7
	49.2
	16.4
	100.0

	Research/Professional Allowance
	34.2
	41.0
	4.6
	27.8

	Hazard Pay
	12.7
	8.2
	0.0
	5.6

	Annual Bonus/13th Month
	8.9
	5.7
	0.0
	72.2

	Pension (CPS enrolled)
	81.0
	76.2
	43.6
	100.0



The data in Table 3 highlight the pronounced advantage of special library staff in non-salary benefits. All special library respondents (100%) reported receiving medical/health insurance and pension enrolment under the Contributory Pension Scheme (CPS), while 72.2% received annual bonuses. In contrast, only 16.4% of public library staff had health insurance and none received hazard pay or annual bonuses, despite working environments that may pose occupational risks. The near-absence of research and professional allowances for public library staff (4.6%) is particularly concerning, as it effectively discourages continuing professional development in that sector. Academic librarians fared moderately, with 41.0% receiving research allowances, though hazard pay remains underutilized (8.2%) across the sector.
Perceptions of Compensation Adequacy
Table 4 presents respondents’ ratings of the adequacy of their total compensation package.
Table 4: Respondents’ Perception of Compensation Adequacy (n=292)
	Perception Level
	Description
	Frequency
	Percentage (%)

	Very Adequate
	Salary fully meets professional and living needs
	18
	6.2

	Adequate
	Salary mostly sufficient with minor gaps
	58
	19.9

	Inadequate
	Salary insufficient relative to qualifications/workload
	143
	49.0

	Very Inadequate
	Salary falls far short; causes financial hardship
	73
	25.0

	Total
	
	292
	100.0



Table 4 reveals that 74.0% of respondents (combining' Inadequate 'and' Very Inadequate') considered their overall compensation package inadequate. Only 26.1% rated their compensation as adequate or very adequate. This perception of inadequacy was highest among public library staff, where 89.1% rated their compensation as inadequate or very inadequate. Among academic librarians, 71.3% rated their compensation negatively, while the figure for national library staff was 64.6%. Special library staff recorded the lowest dissatisfaction rate at 38.9%, consistent with their higher salary data. These findings are in agreement with Aina (2019) and Adamu (2022), who similarly documented high levels of salary dissatisfaction among Nigerian library professionals.


Challenges Affecting Salary Implementation
Respondents identified several systemic challenges affecting salary implementation. Table 5 presents the frequency of reported challenges.
Table 5: Challenges Affecting Salary Implementation (n=292, Multiple Responses)
	Challenge
	Frequency
	Percentage (%)

	Irregular/delayed salary payment
	198
	67.8

	Non-implementation of approved salary templates (e.g. CONUASS)
	176
	60.3

	Absence of allowances specified in official scales
	163
	55.8

	Lack of annual salary increment enforcement
	149
	51.0

	Inadequate budget allocation to libraries by government
	219
	75.0

	Non-inclusion in institutional promotion cycles
	112
	38.4

	Absence of collective bargaining framework for librarians
	97
	33.2



Table 5 shows that inadequate government budget allocation (75.0%) and irregular salary payment (67.8%) are the most frequently cited challenges. The non-implementation of approved salary templates such as CONUASS was reported by 60.3% of respondents, corroborating Nwosu and Adeyemi (2021) who found similar non-compliance in federal university libraries. The absence of a collective bargaining framework specifically for librarians (33.2%) points to a structural advocacy gap that the Nigerian Library Association (NLA) must urgently address. These findings collectively underscore that salary inadequacy is not merely a budgetary issue but also a governance and implementation problem.
Summary of Findings
This study found that salary structures and compensation patterns differ substantially across the four categories of Nigerian libraries. Special library staff earned the highest mean monthly salary (N245,000) followed by academic librarians (N187,500), national library staff (N142,000), and public library staff (N68,200). Non-salary benefits followed a similar gradient, with special library staff enjoying the most comprehensive compensation packages including full health insurance and annual bonuses, while public library staff had virtually no benefits beyond basic salary. An overwhelming 74.0% of all respondents considered their total compensation inadequate, with public library staff registering the highest dissatisfaction. Key systemic challenges included inadequate government funding, non-implementation of CONUASS and related templates, irregular payments, and the absence of a collective bargaining mechanism for library professionals in Nigeria.
Recommendations
Based on the findings, it is recommended that the Federal Government and state governments urgently review and enforce the full implementation of approved salary templates — specifically CONUASS for academic librarians and CONRAISS for national library staff — across all applicable institutions without exception. The National Universities Commission (NUC), the Federal Ministry of Education, and the National Library Board should establish a monitoring and compliance mechanism with annual salary audit reporting. State governments must substantially increase budget allocations to public libraries and implement a minimum professional salary scale for public library staff commensurate with their qualifications. The Nigerian Library Association (NLA) should pursue the establishment of a formalized collective bargaining unit to represent library workers in salary negotiations at all levels of government. Special library employers in the public sector should benchmark their compensation against private sector equivalents to reduce talent drain.
Conclusion
This study has provided empirical evidence that salary structures for librarians in Nigeria are characterized by substantial inter-sectoral inequity, systemic implementation failures, and widespread professional dissatisfaction. The gulf between special library staff compensation and that of public library workers — a factor of 3.6 in mean monthly salary — is not justifiable by any objective measure of professional value or qualification difference. Nigeria's ambition to build a knowledge-driven economy requires well-compensated, motivated library professionals at every level of its information infrastructure. The data presented here should serve as a baseline for policy action, professional advocacy, and future longitudinal research into library workforce conditions in Nigeria.
Suggestions for Further Research
Future studies should explore the longitudinal impact of salary inadequacy on staff attrition rates in Nigerian libraries using panel data across a five-year period. Research is also needed on the gender dimensions of salary disparities in the library profession, given preliminary evidence that female librarians may face additional compensation inequities. A qualitative follow-up study investigating the institutional governance factors that enable or prevent CONUASS implementation in specific universities would complement the quantitative findings of this study. Additionally, comparative regional studies examining salary patterns in West African libraries would situate Nigeria's challenges within the broader African library workforce context.
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