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Introduction and background
The emergence of the knowledge-based economy dictates that organisations innovate, create, find 
and combine knowledge into new products and services, and improve distribution methods so as 
to have a competitive edge over their competitors (Amar & Hlupic 2016; Brem, Maier & 
Wimschneider 2016; Esternhuizen, Schutte & Du Toit 2012). Academic libraries, just like other 
organisations, are interested in knowledge management (KM) to boost the efficiency and quality 
of their processes and services and to increase productivity and create innovative solutions and 
products for their users (De Bem et al. 2016). The success of academic libraries depends on how 
well they use staff knowledge to improve services (Marouf 2017). Jantz (2012) succinctly urges 
librarians to think of and craft services to satisfy the current and future needs of users. This can be 
partially achieved through engaging staff and using their knowledge to reorganise library 
processes. The success of an organisation partly depends on its ability to create and use knowledge.

Challenges to managing knowledge include an absence of management support, being unclear of 
motivation frameworks that support knowledge holders and receivers, and an absence of a 

Background: Knowledge management has become increasingly significant in libraries because 
of rapid technological changes and the subsequent practices that have become enshrined in 
the way business is conducted. Knowledge creation as part of knowledge management is key 
to the sustainable survival of an organisation. The extant literature demonstrates that academic 
libraries have been engaged in knowledge creation in higher education institutions over the 
years. A number of studies have been undertaken in the field of knowledge management in 
Uganda; however, they all focused on knowledge management practices, such as creation, 
acquisition, documentation, application and sharing without adequately linking them to the 
reward culture. Consequently, little research has been conducted on the influence of reward 
culture on knowledge creation in academic libraries in Uganda. This gap in literature reinforces 
the need to closely examine reward culture in academic libraries in Uganda, as this will 
improve the understanding of some motivational factors in knowledge creation.

Objectives: The purpose of this study was to investigate the connection between knowledge 
creation and reward culture in an academic library environment in Uganda.

Methods: A multi-method research strategy that involved the use of quantitative and 
qualitative research methods was adopted. Eighty staff members from three libraries 
participated in the survey, which employed a self-administered questionnaire to collect data. 
Semi-structured interviews were conducted with three heads of the libraries. Data pertaining 
to reward culture and knowledge creation were also collected from institutional documents. 
The data were analysed quantitatively and qualitatively.

Results: The major findings of the study are that the non-financial reward culture has more 
influence on knowledge creation as compared to the financial reward culture in academic 
libraries. Policies of the libraries are vague on whether there are financial or non-financial 
rewards attached to knowledge creation. However, both the non-financial and financial reward 
cultures influence knowledge creation in libraries to varying extents.

Conclusion: The results of these multiple case studies may not be generalised to many contexts, 
but the study illuminates the influence of the reward system on knowledge creation. The key 
finding of the study was that academic libraries’ policies on knowledge creation did not come out 
clearly on whether there were financial or non-financial rewards attached to knowledge creation.
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knowledge-sharing culture and trust among staff (Chouikha 
2016). To this end, institutions should build and establish 
norms and values that are supportive of knowledge 
management and rewards. It is surmised that when a culture 
that rewards staff co-exists with other factors such as policies 
and procedures, the performance of staff improves. Although 
several scholars, such as Ahmed, Sheikh and Akram (2018), 
Marouf (2017) and Daland (2016), have highlighted the 
importance of knowledge in organisations, currently there is 
limited evidence which shows that a reward culture has had 
an influence on the creation and sharing of knowledge in 
academic libraries in Uganda.

Knowledge creation has explicitly been conceived as the sum 
total of collaboration, communication, research and hiring of 
staff with a view to improving organisational performance 
(Brix 2017; Hubers 2016; Li, Liu & Zhou 2018). Knowledge 
creation largely depends on how staff relate to each other in 
terms of sharing what they know. Extant literature suggests 
that humans are selfish and sometimes only engage in 
activities that are beneficial to them (Menon & Pfeffer 2003), 
which could be a result of workplace ostracism, workplace 
political skill or even mere competition (Zhao & Xia 2017).

The changing library environment as reflected in transitory 
information needs requires libraries to have up-to-date 
information to keep up with the technological onslaught 
(Nakhoda & Tajik 2017). This situation requires staff who are 
motivated to engage in knowledge-creating situations, such 
as meetings, training and conferences. There is empirical 
evidence that knowledge is created through dialogues and 
continuous interactions which provide a basis for making 
new products, services or anything new geared towards the 
improvement of organisations (Suorsa 2014; Wu, Kao & Shih 
2018). Dialogues are regarded as the mainstay of cross-team 
working, workshops and meetings, which are also the main 
components of knowledge creation (Majchrzak, More & Faraj 
2010). Staff members are able to exchange task-specific 
knowledge during such dialogues (Chatterjee, Pereira & 
Sarkar 2018).

Furthermore, when staff members contribute what they know 
to central organisational databases, others can access this 
information and come up with new knowledge (Little & 
Deokar 2016). Raja, Ahmad and Sinha (2009) identified the use 
of information technology, sufficient funding, training and 
staff mobility as crucial components of knowledge creation. 
All these activities consume time, and for staff to effectively 
participate in dialogues and discussions there needs to be 
motivations, such as allowances, bonus, commendation 
letters, or even promises to attend training. There is a 
possibility that when staff members are rewarded for activities 
such as collaboration and sharing knowledge, organisational 
goals are achieved (Iqbal, Toulson & Tweed 2016).

It is apparent that staff members work better when rewards are 
commensurate to the effort they need to put in to accomplish 
the task. This stance exhibits the significance and centrality of 
staff in the functioning of an organisation, and in a bid to keep 

the staff satisfied, organisations have ‘suggested policies to 
increase employee motivation’ (Belenzon & Schankerman 
2015:795). A reward culture can play a significant role in 
motivating staff. The reward culture may constitute any 
values, norms and behavioural patterns that individual 
academic libraries have grown and developed over time, to 
guide the compensation and motivation of their staff towards 
the attainment of goals and targets. Rewards can be a 
combination of monetary and non-monetary benefits that 
accrue for work performed as required by the employer 
(Bussin & Diez 2017). Monetary or financial rewards include 
salaries, allowances and bonuses (Shields 2016). Financial 
rewards are associated with achievement, respect, freedom 
and power; these are social components which are crucial in 
human resource management (Perkins, White & Jones 2016). 
On the other hand, non-financial rewards comprise training 
and development (Brown 2014; Yang, Sanders & Bumatay 
2012), promotions, appreciation and recognition (Thumbran 
2010). In the study, based on the definitions by Perkins et al. 
(2016) and Shields (2016), rewards are considered as benefits 
that libraries have set aside to interest staff in what they do, as 
well as to push them to achieve organisational goals and 
mandates. These rewards may include pay, allowances, 
training (including seminars), attendance of conferences and 
commendation.

Reward systems in organisations determine how staff 
members relate to the organisation with regard to the 
exchange of resources, such as knowledge, money and time 
(Kerr & Slocum 2005). They also determine the way they 
solve problems and how they commit to organisational goals 
and achievements (Taba 2018). Rewards systems are hinged 
on two factors: performance and rewards (Martin-Perez & 
Martin-Cruz 2015). This essentially means that for each task 
accomplished, there is a reward for it. It is then probable that 
staff may accomplish tasks based on what is available to 
them in the form of rewards.

Gilley and Maycunich (2000) observe that organisations have 
failed to appreciate the value of compensating staff for their 
increased efforts, employee contribution and development. 
Yet scholars such as Drabe, Hauff and Ritcher (2015) and 
Yacoob (2009) argue that rewards can either foster or inhibit 
the accomplishment of organisational goals and activities. 
For instance, Drabe et al. (2015:784) maintain that factors 
such as ‘recognition, promotion and growth are assumed to 
increase job satisfaction but do not diminish job 
dissatisfaction’. Staff may be satisfied if, for instance, they are 
recognised for their effort, but for as long as there are still 
factors such as absence of promotions and training 
opportunities, they will continue to be disgruntled. It is 
therefore a good practice to look out for those rewards that 
increase job satisfaction among staff in order to ensure that 
tasks that organisations, such as libraries, have set aside for 
staff are accomplished.

Rewards are considered motivators in organisations as they 
determine how staff members respond to certain stimuli 
(Martin-Perez & Martin-Cruz 2015). Literature has revealed 
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that there is a positive relationship between reward culture, 
performance and innovation (Durcikova et al. 2011). 
Although much of the literature reveals that knowledge is a 
driver of innovation, not much has been written about the 
importance of rewards as a catalyst for knowledge 
management practices, such as knowledge creation, in 
academic libraries in Uganda.

The study is underscored by Vroom’s (1964) expectancy 
theory that opines that staff put in effort to do particular tasks 
when they are promised a reward, which can be financial or 
non-financial. However, it is not clear in the literature 
reviewed whether libraries have engaged their staff to find 
out what kind of rewards would motivate them to create 
knowledge. Martin-Perez and Martin-Cruz (2015) argue that 
when rewards are instituted, knowledge creation improves in 
organisations, and at the same time rewards act as a key 
motivator among academic staff (Cheng, Sze-Yin & Lau 2009).

Problem statement
Because of rewards potentially having an influence on 
knowledge creation, the significance of reward culture in 
academic libraries is taking centre stage as staff members decry 
dwindling budgets and expenditure. When libraries begin to 
pay attention to cost, they tend to compromise on management 
processes and practices that include the reward practices of the 
library and knowledge creation (Kont 2012). Although scholars, 
such as Hosoi (2005), argue that rewards should be linked to 
staff expectancies, this is not the case in most academic libraries, 
as expressed in the many complaints raised in the Librarianship 
Round Table Meeting (2015). Complaints about the disparity in 
pay and in other non-financial rewards such as promotions, 
recognition and training have been expressed. Several head 
librarians decried the way their universities were handling 
issues of rewards to their staff. Consequently, staff members 
were not performing as expected (Librarianship Round Table 
Meeting 2015). This has been further evidenced by the different 
levels of services offered in university libraries, with some 
having advanced services on offer and better staff academic 
profiles in comparison to others. Yet knowledge management 
practices such as the creation and sharing of knowledge are 
mainly anchored on how well staff members are motivated to 
work (Zhang & Jiang 2015). If academic libraries are to recognise 
the centrality of staff knowledge, it is critical that rewards, 
which include recognition, reassignments, promotions, training 
and pay, need to be streamlined in library policies. There 
appears to be a discrepancy between the reward and amount of 
staff effort expended while executing tasks and duties. It seems 
staff members are motivated to share knowledge and operate 
efficiently if they are rewarded accordingly.

It was against this background that this study investigated 
the connection between reward and knowledge creation in 
selected academic libraries in Uganda. The following research 
questions guided the study:

•	 To what extent do non-financial rewards influence 
knowledge creation in academic libraries?

•	 Can financial rewards influence knowledge creation in 
academic libraries?

Methodology
The aim of this research was to find out the nexus between 
reward culture and knowledge creation in selected academic 
libraries in Uganda. There were two objectives that structured 
the study, namely, the extent to which non-financial rewards 
influence knowledge creation and whether financial rewards 
influence knowledge creation in academic libraries. A post-
positivist research paradigm guided the study. The 
philosophical assumption of this research was that a social 
phenomenon is complex and may be better understood by 
looking at it using multiple methods in the tradition of 
Campbell and Fiske (1959). A quantitative methodology 
using a survey approach, which triangulated research 
methods, was used for the study. Instruments for collecting 
data were validated through pretesting. The instruments 
were formulated and tested using subject specialists from 
Makerere University and a sample of librarians from two 
universities. Care was taken to ensure that only the questions 
that addressed the objectives were asked. The triangulation 
of methods also enhanced the validity of the data.

The population of the study consisted of three selected 
academic libraries that met the inclusion criteria. These were 
purposively selected out of 27 academic libraries that are 
fully registered with the Consortium of Uganda University 
Libraries (CUUL) (2018), which is the regulatory body in 
charge of the operations of all university libraries. To be 
selected, a university had to be in the CUUL register and 
should have existed for more than 30 years owing to the fact 
that the first private university in Uganda was established in 
1988 (Uganda National Council for Higher Education 2017). 
When selecting libraries for the survey, a major concern was 
the amount of time the institution had existed because the 
assumption was that the older the institution, the older its 
culture and probability of its library having a more refined 
way of doing things. The inclusion criteria for the sample of 
the study are one of the limitations of this study. Only three 
libraries qualified to be included in the study. This has 
implications for the generalisability of the findings.

To be eligible to participate in the study, all the 80 staff 
members, including senior and junior staff, surveyed across 
the three selected libraries were supposed to have a library 
and information science qualification. Data were collected 
from lower-level staff through a self-administered 
questionnaire. Semi-structured interviews were also 
conducted with the heads of libraries of the three institutions 
selected. They were considered to be key respondents 
because of their participation in management and policy 
issues within their respective libraries.

Data from institutional documents such as annual reports, 
human resource manuals and policies, strategic plans, 
budgets, ministerial documents and library procedures and 
guidelines were triangulated with data from the 
questionnaires and interviews in order to enhance credibility 
and improve interpretation as suggested by Fusch, Fusch 
and Ness (2018). Data were then analysed quantitatively and 
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qualitatively. To analyse the quantitative data, SPSS 18.0 
software was used to generate percentages, and Microsoft 
Excel was used to generate graphs. Thematic coding was 
used for qualitative data analysis.

Ethical consideration	
The study was conducted after obtaining ethical clearance 
from the University of South Africa’s Research Ethics Review 
Committee (Reference number: 2017_ENKLwanga_4992​
1509_001).

Findings and discussion
Respondents comprised library staff from three universities 
in Uganda. Of the total 80 respondents, 70 completed the 
questionnaire, constituting a response rate of 87.5%. All the 
targeted three heads of libraries were interviewed. Data from 
the questionnaire and interviews were triangulated with 
data from documents such as departmental files, human 
resource manuals, strategic plans of 2013–2018/2019 and 
annual reports of 2015–2017. The process of knowledge 
creation in these universities is evident from the day-to-day 
activities that were carried out. The major findings of the 
study are presented according to the themes of the research 
questions.

Non-financial reward culture and knowledge 
creation
Eight questions were used to determine the non-financial 
reward culture in the libraries surveyed, and the responses 
are summarised in Table 1. Fullwood, Rowley and Delbridge 
(2013) and Ramjeawon and Rowley (2017) argue that rewards 
which include financial and non-financial are crucial for 
knowledge creation. A five-point Likert scale was used to 
solicit responses on non-financial rewards. The scale had 
strongly disagree, disagree, not sure, agree and strongly 
agree scoring points. For purposes of the discussion, the 
scales were merged into three scales to ease discussion, that 
is, strongly agree and agree were merged into agree, strongly 
disagree and disagree were merged into disagree and, lastly, 
not sure remained as is. 

In order of priority, the existence of a reward policy that 
encourages staff to come up with new ideas was highly rated 
with a score of 80%, while 10% disagreed and 10% were not 
sure whether a policy existed. The qualitative data collected 

from three heads of libraries did not corroborate the 
somewhat negative results of 20% of the respondents to the 
questionnaire. They all pointed out that rewards were 
reflected in the human resource policies of their institutions 
and were linked to the position one held within the 
organisation. The extant literature demonstrates that the 
reward culture is mainly driven by the policies of institutions 
(De-Gieter & Hofmans 2015; Yacoob 2009). A need in higher 
institutions for ‘clear policy frameworks and reward 
mechanisms for knowledge creation’ was underscored by 
Ramjeawon and Rowley (2017:375). Explicit reward policies 
are necessary because rewards can foster or inhibit staff 
performance (Drabe et al. 2015; Yacoob 2009). There is a need 
for explicit reward policies as they assist in determining what 
staff do and what they anticipate as a reward for creating 
knowledge. The policies should explicitly communicate the 
availability of rewards to both staff and clients.

In second position with a score of 71.7% were respondents 
who reported that recognition encouraged staff to undertake 
research, which may be considered a mode of knowledge 
creation. On the other hand, 13.3% disagreed while 15% were 
not sure whether staff members were encouraged to 
undertake research. Two questions scored 70%, putting them 
in the third position. The majority agreed that promotions 
encouraged staff to come up with new ideas that lead to new 
services and to explore new ways of doing things, 16.7% 
disagreed that new ideas may emanate from promotions, 
while 13.3% were not sure about this. In contrast, 15% 
disagreed while 15% were not sure that promotions can 
contribute to exploring new ways of doing things. This 
finding indicated that expectancy of promotion encourages 
staff to create knowledge as envisaged in Vroom’s expectancy 
theory (Vroom 1964), which is explained later.

In fourth position with a score of 63.3% were three questions: 
firstly, staff agreed that recognition encourages staff to 
participate in multi-disciplinary projects that lead to 
knowledge creation, 10.7% disagreed, while 26% were not 
sure about this. In the same position was the fact that 
promotions encouraged staff to discuss challenges and come 
up with solutions, with 63.3% agreeing, 20% disagreeing and 
16.7% not being sure. Lastly, on the question whether staff 
members were recognised for disseminating knowledge at 
seminars, 36.6% agreed, 26.6% disagreed and 36.6% were not 
sure about this. The departmental files analysed had 
documents that indicated that research and the dissemination 

TABLE 1: Percentages for non-financial reward culture and knowledge creation.
Type of culture Statement Disagree (%) Not sure (%) Agree

% Position

Number of financial 
rewards culture

Existence of reward policy encourages staff to come up with new ideas 10 10 80 1st
Recognition encourages staff to undertake research 13.3 15 71.7 2nd
Promotions encourage staff to come up with new ideas that lead to new services 16.7 13.3 70 3rd
Promotions encourage staff to explore new ways of doing things 15 15 70 3rd
Recognition for outstanding knowledge creation forces me to come up with new ideas 20 11.6 68.3 4th
Promotions encourage staff to discuss challenges and come up with solutions 20 16.7 63.3 4th
Recognition encourages staff to participate in multi-disciplinary projects 10.7 26 63.3 4th
Members are recognised for disseminating findings at seminars 26.6 36.7 36.6 5th
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of findings had taken place. Additionally, there were reports 
from staff members who have attended workshops, 
seminars and conferences and departmental minutes of 
meetings that related to the daily operations of the library 
for 2014–2015 and 2016–2017 for all three universities. 
Meetings and seminars provide a useful platform for 
knowledge sharing and creation (Chatterjee et al. 2018; 
Majchrzak, More & Faraj 2010).

All the responses to the eight statements in the questionnaire 
confirmed that a presence of reward polices, recognition 
and promotions have a positive bearing on knowledge 
creation in academic libraries. All the reward systems were 
rated as above the average score in the data, indicating that 
recognition is rated highly by those who participated in the 
study. This was in agreement with the findings of Thani and 
Mirkamali (2018), who argued that recognition plays an 
important role in motivating staff to participate in the 
activities of the organisation. This finding also corroborated 
that of Schlechter, Thompson and Bussin (2015), who averred 
that employees value non-financial rewards. Human 
resource manuals that encapsulate the policies that govern 
the different processes in the entire university also 
articulated the non-financial rewards.

However, the three interview participants reported that 
there were no clear rewards that were specifically linked to 
knowledge creation per se. Nonetheless, they reported that 
there were rewards of some sort linked to training, the 
attendance of meetings, mentoring and coaching. One 
participant said:

‘There is no specific reward for creating knowledge per se but 
when the university sponsors someone to carry out research 
and present findings it is a reward in itself. My staff want to see 
itemised rewards set out for all the knowledge management 
practices but as it is now… it is hard to understand what one is 
working for.’ (A, female, library head)

Another participant said that:

‘There are no straightforward rewards for the creation of 
knowledge but if one carries out research and funds are 
available, staff [member] is fully facilitated with tuition, 
accommodation, travel funds, insurance, [and a] visa, which are 
rewards in their own right.’ (B, female, library head)

A third participant said:

‘You know people who work in academic environments have 
an attachment to titles more than the financial rewards. 
Monetary reward is good but it is important to mix monetary 
and non-monetary [rewards] since staff have different 
psychologies and hence different attractions.’ (C, male, library 
head)

From the interview data, several strategies regarding 
knowledge creation emerged with matching reward cultures 
(see Table 2).

Case 1 considered research, training, staff meetings and 
collection of library statistics as sources of knowledge 
creation. This could indicate that staff members are 
considered as important components of knowledge creation. 
While financial facilitation was indicated as important, 
recognition of staff was also indicated as equally important. 
It is possible that Case 1 had a policy that was clear about 
what one gets if one engages in knowledge, and also that one 
had several strategies through which knowledge was created, 
as indicated in Table 2. On the other hand, Case 2 had 
training, engagement in research, meetings and mentoring 
and coaching. Mentoring and coaching set Case 2 apart from 
Case 1 and Case 3, indicating that senior staff members are 
considered reservoirs of knowledge and are therefore 
encouraged to mentor and coach junior staff until they 
acquire job-related knowledge.

The interview data showed that training was widely 
espoused as a conduit for knowledge creation through the 
attendance of conferences, seminars, workshops and 
meetings. This indicates the high regard that libraries attach 
to the creation of knowledge. The aforementioned 
components of training suggest that knowledge creation 
occurs in a social setting such as a library. This is in line with 
Parirokh, Daneshgar and Fattahi’s (2006) findings, which 
conclude that interaction among staff and other stakeholders 
is important for activities such as knowledge creation and 
overall performance improvement. Thus, under such 
interactions, knowledge is generated and subsequently 
supports continuous learning (Hsiao 2017). Training staff in 
all aspects of work was also discussed by Wilhelm (2016) and 
Massis (2018), who concurred that training equips librarians 
with new skills and allows them to work better.

Financial reward culture and 
knowledge creation
It was important to find out whether the financial reward 
culture influences knowledge creation. Fullwood et al. (2013) 
pointed out that financial rewards were as important as non-
financial ones when it comes to knowledge creation by 
employees. Table 3 summarises the results related to financial 
rewards.

A total of 28.3% of respondents agreed, 43.3% disagreed and 
28.3% were not sure if the reward policy was clear on how 
much they got paid for creating knowledge. The low 

TABLE 2: Reward culture and knowledge creation strategies.
Construct Case 1 Case 2 Case 3

Strategies Research Research Research
Training Training Training
Staff meetings Mentoring and coaching Staff meetings
Library statistics Staff meetings -

Reward culture Financial facilitation, recognition Financial facilitation, refreshments, recognition Promotions, recognition, financial facilitation
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percentage could point to an absence of a clear policy 
regarding the financial reward culture in relation to 
knowledge creation. An absence of policy on financial 
rewards in relation to knowledge creation could be affecting 
knowledge creation in libraries. Ramjeawon and Rowley 
(2017) confirmed the need for clear reward policies. The 
negative association between financial reward culture and 
knowledge creation may give credence to the argument that 
financial rewards have a short life span in connection with 
knowledge creation (Schlechter et al. 2015), resulting in many 
people having a low regard for financial rewards.

Thus, 75% of respondents agreed that allowances that include 
transport refund and lunch allowance encouraged them to 
carry out research that contributed to knowledge creation. 
On the other hand, 11.6% disagreed while 13.3% were not 
sure about this. This could indicate that allowances were a 
motivator for knowledge creation. The promise of financial 
gain motivated 65% of respondents to attend seminars that 
led to knowledge creation, and only 15% disagreed while 
20% were not sure about this. Furthermore, allowances 
motivated the participants to create new knowledge, with 
58.3% agreeing, 25.1% disagreeing and 16.6% not being sure.

Only 28.3% agreed that money determined what challenges 
they solved in the libraries, with 58.3% disagreeing and 18.3% 
not being sure. As libraries are service centres, and library 
staff spend the majority of their time serving users, it is 
probable that staff derived satisfaction from making library 
users happy rather than having monetary gains. Indeed, this 
was revealed in the discussion with the interview participants 
who reported that library staff members were more inclined 
to the need for psychological satisfaction in comparison to 
the other types of rewards. This was confirmed by Schlechter 
et al. (2015), who concluded that employees value non-
financial rewards more than the financial ones.

Lastly, 18.3% of respondents agreed, 56.6% disagreed and 
25% were not sure that they got paid for being members of 
multi-disciplinary project teams. Multi-disciplinary teams 
may be a source of knowledge creation in academic libraries. 
Membership of such project teams accords one the chance to 
learn new things and interact with knowledgeable people 
with diverse skills (Igbinova 2017; Ma et al. 2014). Given 
these benefits, it was expected that the respondents surveyed 
would want to attach much psychological importance to this 
kind of membership, more so than monetary gain.

The results from interviews depicted in Table 2 show that all 
cases considered financial facilitation and recognition as 

critical to knowledge creation. However, Case 2 also 
considered refreshments as a kind of reward culture, while 
Case 3 considered promotions as very important in relation to 
knowledge creation. Apparently, this could point to the fact 
that in Case 3, research that is considered as a mode of 
knowledge creation determines who got promoted and vice 
versa. Table 2 shows strategies and attendant reward cultures 
that each case experienced. Library annual reports for all the 
cases indicated that staff members were engaged in research, 
which shows that the creation of knowledge was key in the 
management of academic libraries. In the cases investigated, 
the different university libraries had human resource manuals 
that guided their reward culture. The two public academic 
libraries observed had slightly different reward cultures, 
indicating that reward culture differs from institution to 
institution despite the fact that they belong to the same sector.

Implications of research findings on Vroom’s 
expectancy theory
The findings of the study have implications for Vroom’s 
expectancy theory (Vroom 1964) in relation to knowledge 
creation in academic libraries. The three tenets of the theory 
are expectancy, instrumentality and valence. Hosoi (2005) 
argues that rewards should be linked to staff expectancies. 
Under expectancy, staff joined the academic libraries, 
expecting to be rewarded for activities carried out, for 
example, research, training, allowances and attendance at 
conferences. However, it has emerged in this study that the 
reward policies were not explicit regarding both financial 
and non-financial reward cultures; therefore, staff members 
were not clear on what to work hard for. Universities in 
Uganda need to revisit their reward policies and provide 
clarity to their staff members through communication and 
policy training.

Instrumentality purports that there is a need for staff to 
understand that when they perform they earn a reward 
(Shao, Li & Mawritz 2017; Wang & Krumhuber 2017). 
Instrumentality can therefore be achieved through the 
following:

•	 clarity on the expectation of staff members to be rewarded
•	 transparency in reward management
•	 linking performance with the reward system
•	 rewards that are symbolic and can be used to motivate 

staff, especially considering budget cuts.

Given that times have changed, there is a need to revisit the 
reward culture through engaging staff and users by way of 
surveys and face-to-face discussions on what could motivate 

TABLE 3: Percentages for financial reward culture and knowledge creation.
Type of culture Statement Disagree (%) Not sure (%) Agree (%)

Financial reward culture Reward policy is clear on how much I get paid for creating knowledge 43.3 28.3 28.3
Allowances encourage staff to carry out research 11.6 13.3 75
Money determines what challenge I solve in the library 58.3 18.3 28.3
Allowances motivate me to create new knowledge 25.1 16.6 58.3
Promise of financial gain can motivate me to attend seminars 15 20 65
In my library we get paid for being members of multi-disciplinary project teams 56.6 25 18.3
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them to work. Academic libraries could come up with a list of 
rewards that staff members can pick from to inform their reward 
culture. This would ensure that the rewards available to staff 
members have a positive valence and instrumentality that can 
entice the staff members to achieve what is expected. This was 
consistent with Ashtalkosi and Ashtalkosha’s (2012) finding, 
which asserted that supervisors must endeavour to understand 
and appreciate what specifically motivates their staff members.

Conclusion
This study investigated the connection between reward 
culture and knowledge creation in selected academic libraries 
in Uganda. It adds to the existing understanding of some of 
the motivational factors in knowledge creation. The results 
support Vroom’s expectancy theory in explaining the 
expectation of both non-financial and financial rewards in 
varying degrees. Although these are multiple case studies 
whose results may not be generalised to many contexts, the 
study illuminates the influence of the reward system on 
knowledge creation. The key finding of the study was that 
academic libraries’ policies on knowledge creation did not 
come out clearly on whether there were financial or non-
financial rewards attached to knowledge creation.

Other key findings were as follows: Firstly, the research 
showed that reward policies were available in all the three 
universities; however, the point of departure is that there are 
no specific rewards linked to knowledge creation. This could 
mean that policies were not designed with knowledge 
management practices in mind. Interview informants 
proposed that in future such policies should be designed 
with these practices in mind so as to come up with a detailed, 
well-informed policy. Secondly, although financial reward 
culture was reported to be present, staff preferred promotions 
and recognition to money as these promised better benefits. 
What became apparent was the need and reliance on 
psychological satisfaction as a reward, which was largely 
appreciated by the staff surveyed.

The study revealed that non-financial rewards positively 
influenced knowledge creation. Owing to the ambiguity of 
the reward policies in relation to knowledge creation, a 
financial reward did not seem to be a major factor for 
knowledge creation. The reward policies were not clear on 
how much one would be paid to create knowledge. Because 
of this, staff members were not willing to base their actions 
on monetary rewards.

Considering the findings, the following recommendations 
are made:

•	 There is a need to have clear guidelines regarding 
knowledge creation in all the cases investigated.

•	 There is a need to make the reward policy clear on how 
financial rewards are related to knowledge creation so 
that staff members understand exactly what is expected 
when they create knowledge.

•	 Multi-disciplinary teams are a key component of the 
knowledge creation cycle; therefore, staff members 

should be encouraged to belong to them, and the rewards 
related to such teams should have the propensity to 
attract staff to belong to the teams and create knowledge.

•	 Being aware that training is a pivotal part of the strategy 
that forms the knowledge creation cycle, there is a need for 
academic libraries to continuously carry out staff 
competence surveys to identify appropriate training needs.

The limited results from the questionnaire, documents and 
interview on the various knowledge creation strategies and 
non-financial rewards linked to them suggest a need for 
academic libraries to carefully embark on a fact-finding 
investigation regarding their reward culture and knowledge 
creation. The sample used in the study was small; hence, the 
researchers recommend that a baseline survey should be 
carried out to collect the views of staff in many libraries 
pertaining to the reward culture in their individual institutions. 
Then the data should be collated to determine which rewards 
are important for library staff at different levels of seniority.
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