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In-service training is concerned with activities that focus on improving the job knowledge, performance
and prOdUCth{ty of the library staff, It entails education, training and re-training of staff to acquire job
knowledge, skills, abilities, increase efficiency and improve competencies of librarians on the job in order
to contribute to the achievement of the organisational goals. Saha and Chand (2017) defined in-service
training as a process of raising productive potentialities of manpower resources in terms of knowledge,
skills and capabilities through appropriate mechanisms such as education and training, counselling, career
planning, performance or self-appraisals, awards or rewards.

In-service training benefits both the individual and the institution. Regards to the individual, the
acquisttion of'new knowledge of skills promotes job competencies for performance upgrades and
promotion. With regard to the institution, in-service training programme offers institutions with a
corporate strategy for dealing with change. Sudhakar and Basariya (2018) postulated that training is said
to be the acquisition of knowledge of skills, and the competencies. It has specific goals of improving
one’s knowledge, skills and their capacity, capability, performance and their productivity, For the purpose
of this research, in-service training, staff development, training, staff straining, continuous professional
development or education, human resource development would be used interchangeably. Hence, the study
seeks to investigate the influence of in-service training on job performance of librarians in federal
universities in Nigeria.

Statement of the Problem

The working environment of the library personnel is fast changing which demands new skills and
competencies for them to perform their job effectively and efficiently. In-service training of library
personnel (Librarians) constitutes an integral aspect of library management. Librarians are expected to
perform the statutory functions in supporting learning, teaching, research and services to host community
where the universities are located in order to achieve the set objectives of their university libraries. Thus,
the job performance of librarians in federal university libraries in Nigeria was below expectation as
Aboyade (2014) found that the job performance of professional librarians in Nigerian federal universities
was on low level. Extant literature and researchers’ observation have shown that, some librarians in
federal university libraries in Nigeria were not familiar with the conventional and technological
operations of the libraries which may invariably affects their job performance. Could the challenges be
due to inadequate training and poor working environment?In order to proffer solution to these problems,
the researchers investigated the influence of in-service training on job performance of librarians in federal

university libraries in Nigeria. ’

Objectives of the Study

service training factors inhibiting j




b 9 127 '
4 T chnology (JIES 1) Vol 8 No. 2, December, 2022, &
and Tec :

- Journal af lnﬁrrmalion. Educatiofts Seience
‘ ionificance: £
Resarch BV othesi tested at 0.0 level of signilic: .
e o e hypOtheSIS i formmati?pa{)ucitween in-serv ice training and JOb performance

significant relations.

1. Thete is DO ationshll
Jibraties in Niget1d.

in federal university

f in-service training oN job performance of

eneral scope of the study was to examine the influence o1 11 S ——
ngagians in fedsral university libraries in Nigeria. The geographical sCOP® covTe;edcéz)ltlltt::t (sco)pe - id
libraries of federal universities in Nigeria as at 2018/2019 academic session. e e i
the variables of the study such as: In-service training, job performance gnd‘hbrgrlar'ls whi p

scope comprised of 1,290 librarians working in federal university libraries 10 Nigeria.

Scope of the Study

Significance of the Study & : :
to: library personnel, administrators of university

The results of this study would be of immense benefits :
libraries, universities management, government, researchers, and the students. The results of this study

would be of benefit to library personnel as it would provide feedback report on the basis Qf ir'lﬂ_u‘ence' of
in-service training on job performance of librarians and in-service training factors inhibiting job
performance of libratians in federal university libraries in Nigeria. The study would equally be of great
significance to library personnel by serving as a reference source while embarking on in-service training
which would help to improve their job performance and also enable them to be more proficient to carry
out their various tasks. This study would be of benefit to administrators of university libraries by

providing solutions to problems of in-service training of library personnel.

This study would equally help the library management design an effective and efficient in-service training

programme of its personnel. It would equally benefit the university managements by serving as a guide on
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Saidu et. al. (2020) conducted a study to investigate the

enhancing job performance in State Public Library Boards in North-Central, Nigeria. The study was

guided by two rescarch questions in line with research objectives. The study adopted descriptive survey ,

and explanatory research method. The population of the study comprised of 62 librarians working in state =~
public library boards in six (6) states-in North-Central geo-political zone of Nigeria. Data collection '
instrument was questionnaire. Data were analysed through frequency counts and percentages, mean and
standard deviation to answer the two research questions and Pearson Product Moment Correlation
(PPMC) was used to test the null hypothesis of significant relationship between two variables. ;

peroeption of librarians on staff development in

- A

The result showed that holders of first degree in librarianship as the highest of the respondents that
staff development programmes were not adequately provided and there was no sigx;iﬁcant.relaﬁg hir

between staff development and job performance among librarians in state public library boards in North
central geo-political zone of Nigeria. The study concluded that the possession of first ds
librarianship will enhance high level of job performance while non—provi§ion of opportunities
development can lead to poor or low level of job performance among lib'rarl«ans. jI‘h.c; study
among other things that the concerned state ministries of education aqd information in ¢
the management of state public library boards be coml?nltt.gd. to organise regular tra

librarians in North-Central, Nigeria. The present study is similar VYIth t!ns, stu'dy bw@
raining and job performance of librarians. However, the gap in this i thh th
infends to address is in terms of scope and area of coverage which is limited to state public
in one geo-political zone, North- Central while the current study coyercd‘the v@n’ @ oy
federal university libraries in Nigeria. ~ : _ e '
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library personnel in public universities in South-South, 1
Ielationship between staff development and job performan
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Figure 2.1: Four Stage Cyclic Model of

Training Effectiveness (Devi and Shaik, 2012)
The model posited that the Importance ags; .
can be understpqd by knowing commitmer%:] ?0?1 }‘ral
major responsibility associated with
manager. Devi and Shaik (2012) pos

uation of four stages of a training program
* Training needs, training design, trainer performance, and

e : these stages is evaluated for its perfection,
training effectiveness can be measured effectively.

With regards to trainee needs assessment: The training needs are determined based on gaps in trainees’
knowledge, skill, and ability. Effectiveness of training depends on relevance of the training package to
trainee's genuine needs. If the training programme addresses needs of trainees, he/she attains a high level
of satisfaction and grades the training delivered as very effective (Devi and Shaik (2012) citing Lina
Vyas, 2004). By the end of training needs analysis, objectives of training program should be formulated.
These objectives in turn should be considered as a benchmark against which' c?nﬁre training pro;
effectiveness is measured. Hence, training objectives formulated based on training needs an
crucial factor in determining effectiveness of a training program. In this stage of a training progra
evaluation should be made for training object_lv"u‘s-thlfk\"’umltfj=f1 ?ﬂd Aécgnwa (2018) ?Ssertt hnth it
development is of paramount importance, especially this era of information communica 101;12 techn
fills gaf)s that alwapys exist between what employees know and what they should know._ldeally, in
profession, according to Cooke (2012), education is no longer an option, it is a refgu -
professional practice. Consequently, Babalola (2013) posited that, a good way o _
performance of library personnel is staff development.
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Methodology
Research Design

Population of the Study

The population of the study comprised 1,290 librarians working in the forty-three (43) f

libraries in Nigeria as at 2018/2019 academic session. The list of federal university 1

population of librarians are provided ip Table 1.

Table 1: Population of the study

S/N Federal University Libraries
1. Ahmadu Bello University Library Complex, Zaria, Kaduna State.

2. Federal University Library, Dutse, Jigawa State

. Bayero University Library, Kano, Kano State

Federal University Library, Dutsin-ma, Katsina State

Nigerian Defence Academy Library, Kaduna, Kaduna State

. Air Force Institute of Technology Library, Kaduna, Kaduna State _ g

7. Abdullahi Fodiyo Library; Usmanu Danfodiyo University, Sokoto, Sokoto

State bt

8. Federal University Library, Birnin Kebbi, Kebbi State S ’

9. Federal University Library, Gusau, Zamfara State =

Nigeria Police Academy Library, Wudil, Kano State

Library, Lokoja, Kogi State
, Lafia, Nasarawa State

o

3
4
5
6
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Table 2: Sample sze of the populag;
g/N_ Federal University LM

—1. Ahmadu Bello University Tibrary Comnl . Librarians __Sample Size _
g, BayeroUniversity Library, Kang | 0l 193 e s
3, Nigerian Defence.Academy Library, Kady M gk
4. Ibrahim Badamgm Babangida Libral’-y~ Fedna s 27 16

Technology, Minna » Mederal University of 28 17
5. University of Ilorin Library, Ilorip b
6.  University of Jos Library, Jog 25 : 15
7. Tbrahim Babangida Library: Mog; e S 29 17
Technology, Yola 0 lbeAdafna University of , 25 Cvi e
g,  Ramat Library; University of Maiqueus: 1. : ' ‘ .
9,  Federal University Library, Kash;r:gun’ Maiduguri : 30 e g}z
0. Hezekiah Oluwasanmi Librarv- : 07 - 0F
1 Ile-Ife tbrary; Obafemi Awolowo University, - 3 e 1495
. Albert Ilemobade Library: ety ‘ d3i i B

11 i 10rary; Federal University of Technology, w30

12. Kenneth Di'ke Library; University of Ibadan Ibadan i

13. Federal.Um'vgrsity of Technology Library, éwerri 34

14. Nnamdi Azikiwe Library; University of Nigeria, Nsukka : 4’7 '

15.  Prof. Festus Aghagbo Nwako Library; Nnamdi Azikiwe .39

University, Awka : _ iy i

16. Nyong Ess.ien Library; University of Uyo, Uyo ; e

17.  Federal University of Petroleum Resources Library, Effarun 25

18.  John Harris Library; University of Benin, Benin City * 31 iy

TOTAL e 7% Asge .

d

Data Collection Instruments .
The research instruments used for data collection for ‘this study were: question

schedule. A close ended structured questionnaire was designed and used for this i
was divided into two sections of A and B. Section A contains items on demogr
respondents. Section B is made of five clusters (1- 5) on 5 points Likert s
questions. The researcher equally used interview schedule to o -d

respondents to seek their views or opinions on the research questions.

Validity of Data Collection Instruments
The data collection instruments for tha,s i
Supervisors in the Department of Library
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6 The administrative support 14¢ 24 il 4 3 2 i
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work better thus enhancing o ) ) ) % %
job performance,

7 The working relationship 15 117 = 188 =008 3 14 fx<M
with colleagues is cordial and G% (233 (@315 (41.6 (6%) 38
this enhance job performance, %) Y0 s

8 There is constant electricity  9g 131 1400 il 33" T e
power supply for hitch free (195 (361 (279 (82 (66 4o
operations in the library %) VORRE ae |
working environment and this
enhance job performance, 1 ‘ e
Skill
(Mental Ability)

9 Ability to  comprehend 88 2745 L (06 s =
complex ideas enables me (17.5 (A4t6, (251 (1.4 i
acquire ICT skills to perform %) %) %) ) %)
my job efficiently and this : ‘
enhance job performance.

10 My ability to reason quickly 131 1303 < 1588
facilitates speedy completion (26.1  (35.9 (2655
of routine duties thus Vo) S0
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Table 4: Response on the influence of in-
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u piversity libraries in Nigeria service training on job performance of librarians i
STATEMENTS VAT 57—~ (S
/"Tﬁining Needs 2 2 1 Fx M=2189
(TN) ,
TN 1: I need in- 160 213

service training
to improves my
competencies to
perform my job
or tasks better in
the library thus
enhancing  job
performance.
TN 2: 1 need in-
service training
to enhance my
performance in
contributing my
quota to the
overall
development of
the library and
this enhance job
performance.
TN 3: I need in-
service training
to improves my
performance to
pmmde quahty
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245 236 18
(48.8%) (47%) (3.6%)
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confidence tq
understand tagks
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enhance job
performance,

11 TP~ 2 In-service 218 260 2 3 i
training B3 (43450 (s 2200  f>M Hig
prepared me for PLE (4.4%) (:4%)
better job
assignments thus
enhancing  job
perfgrmlflnce.

12 TP 3: In-service 179

5 20 3 2161 <M Low
training a8 (35.7%) 59.89 0

increased  my ! LGy (o)

technical

abilities, salary

and greater

opportunity for
promotion and
this enhance job
performance,

Key 1: VHI=Very High Influence; H

I=High Influence; MI=Moderate Influence; LI=Low Influence

and VLI=Very Low Influence.
Key 2: fx= 3 (VHI value*statement value + HJ value*
value*statement value + VLI value*statement va]
Key 3: fx > Median = High Influence; fx < Median = L
Key 4: The median 21 89 was arrived at b
involves even number of scores, the

statement value + MI valye*
ue).

ow Influence.

y arranging the total frequency scores in ascending order which
n the average of these scores” is taken as the median.

statement value + L[

The data presented in Table 4 were analysed for the influence of in-s frai :

librarians in Nigeria. The results showed that the respondents indicated high influence to six statements
out of the twelve items listed as the fx>M of 2189 (frequgncy scores were greater tl.lan or equal to Median
of 2189). This implies that half of the items listgd were higher or equal to the median, On the other hand,
respondents indicated low influence to other six statements as fk<M' of 2189 (frequency scores were
lower than the median score of 2189). This il?lplles th.at half of items hsg% were lower than the median.
This means that the influence of in-service training on job performance of librarians is moderate.

ervice training on job performance of

Research Question Three; What are the in-service training factors inhibiting job performance of
ue g ;

5 , 4 . . 9 2

librariang in federal university libraries in Nigeria?
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Key 3: /x> Median = Agreed; fx < Medj
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» then the

average of these scores’ is taken as the median,
The data presented in Table 5 were analysed for in-seryj
Iibrarif{ns based On_l‘anklng. The results showed that respondents agreed to three statements out of the six
items listed on the in-services training factors inhibiting job performance of librarians based on ranking as
frequency SCOIes were greater than o ¢qual to the median score of 2165. On the other hand, respondents
disagree to other three statements ag frequency scores were Jogg than the median score of 2165,

ce training factors inhibiting job performance of

Null Hypothesis

There is no 31'gmf.'1cant_ re_latlonship between In-service training and job performance of librarians in
federal university libraries in Nj geria?

Table 6: Correlation coefficient

. : : test result between in-service training and job performance of
librarians in federal un

iversity libraries in Nigeria.

Job In-service Training
Performance
Spearman's Job Correlation 1.000 5037
tho Performance Coefficient
Sig. (1- .000
tailed)
N 502 502
In-service Correlation 503" 1.000
Training Coefficient
Sig. (1- .000
tailed)
N 502 302

#*, Correlation is significant at the 0.01 level (1-tailed). % ; i e

Table 6 showed that Spearman’s correlation coefficientr, = 0.503™, and that this is statlgtlgally s1gn1ﬁca{1t
at (p=.000 which is less than 0.05 level of significance). Thereforc,' the null hypothesis is rejected. This
means that in-service training had a positive and moderate relations?up with job performgnce of -hbragan_s
in federal university libraries in Nigeria. The Spearman’s correlation coefficient for this relatx_or;sh1p_ is
0.503, this number is positive, meaning that every time there is an increase in the In-service training, job
performance will also increase by 0.503 points or 50.3 percent.

S * L3 2 . 3]
Bl;:;zin;ll‘); }?ef (f:;d;lisenta tion, analysis and interpretation, the following were the summary of findings of
the study:

; f librarians in federal university libraries in Nigen'a. is m.odefate. :
;. ?}16 ¥e¥lel of Jogfpiirf;;rrl‘r;iil;c;sm;g on job performance of librarians in federal university librarics
- The influence -

: llithlgena is rﬁ?derfz’z-o rs of in-service training inhibiting job performance of librarians in federal
- The top 3 ranking fac Nigeria include: Self-sponsor to attend conferences,_ workshops and
by s 11;1 erient poor managerial support and unfavc)}lral')le environment towards
e befc?r? 1@lmduf,'ck of éood and flexible existing traiqing policy in the llbrarsf. T
y Lri-serw_ce iral_miﬁg ?12 » a; ositive and moderate relationship with job performance of librarians in
« In-service train

federal university libraries in Nigeria.
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§ rmance of librarians 10 federal

Tt ‘ob perfo g
Discussion of Findings to find out the level f)fJO I;’ormance of librarians 15 moderate.
| of job per rmance is 2 measure of

Response to research qucstim - J that leve ;
uni\irsity libraries in Nigeria. ?11Fl rei‘:ltds;ls;v ?\gada et. al. (2021) th'at, job fi:)f(;cco mplish specific and
The finding is supported 4y & S duties or l‘esponsibﬂmes in orde 4) and Akor (2009) who

how effectively library st:;{-r cain”.vvgo:(:‘trs;l‘:obmaw he findings of Aboyfide '(201federa1 universities and
Seakin rauits This fi ing d0es y P . : : ; ;
:ebllmblk r;bl:ih:}hl,th];u{:n;wlcr?onnance of professnonal librarians 10 P quently, this finding
serOrte: IS X N b g
oth reporte R ateasidtiing i North_Central, Nigeria was on a h jevel Of]ob perfOrmance
government-owned univ ersities i 2017) who reported that the

does not corroborate the finding of Adeeko et. a]f] L
of library personnel in universities of Southwest Nigerian i3

i i ining on job
i of in-service training ‘
Response to research question two sought to find out the influence

. Nigeri 1t showed that influence of in-
ibrarians i ety libraries in Nigeria. The resu ‘
B e o> mrgg?rir:rll;mi\;eﬁ%elelrzzll?[“his ﬁfding does not corroborate the findings of

i ini j . ' { that training has
!S\igt:amce mtr::imexz.gac;.n (12(())?7I;Cand Saka and Haruna (20!3) W}-lo m'rtllslzltfltigiili; rIfIIi)gge(Sitat:. This ﬁrglding
positively influence job performance of library staff in tertiary L state library boards in North

corroborates the finding of Saidu ef. al. (2020) who reported that staff mFindings o e e
Central, Nigeria have not been enjoying adequate staff defv«leop'ment. b oo
revealed that majority of the responses Were that in-service training 1nﬂuenc§111 ) i
to provide quality and relevant library services to the users as a result of §k1 s, a o ot
acquired. It makes librarians to be more relevant on the job and apparently increases €O g
librarians and adds to effectiveness of library operations.

service training factors inhibiting job

Response to research questi '
performance of librarians in federal university libraries in Nigeria. The study 'revealed tha.t re'sp(')ndc.nts
t of the six items listed on the in-service training factors inhibiting job

agreed to three statements ou - J
performance of librarians as the fx = Median of 2160 (greater than or equal to 2160).This finding

corroborates the findings of Mohammed et. al. (2017) who reported that conditions as well as
requirements for the training has adverse effect on job performance of librarians and library officers in
tertiary institutions in Niger State, Nigeria while Ogbonna (2018) discovered low extent of
sponsor§hip/anendance and inadequate staff were among others. Consequently. This finding corroborates
11;1-;? I;i];izag;s ofno:;teizgi; ;t.cc;i tl(I.l').](l); Sg th*)f in their finding discovered th?,t among otl:xer challenges faced
g ) professional fievelopment (CPD) is lack of vigorous government
support due to low political gain by government in power from library and information system: d
services. Findings from the interview revealed thatmajority of the responses were that }(’1 . and
¥eq1.nre'ments attached to in-service training by universities management and lack o? cg?rrllml'ttﬁlns taa
institutional management towards library personnel in terms of in-service training. B

on three sought to find out the in-

Conclusion
This study examined the influence of in i ini

' udy nine ¢ 1ni -service trainin 1 3 :

D e A g on job performance of librarians in federal

service training were highlighted. Hence, the findi ' s
of librarians is moderate, the influence of in- plass o i study indicated that level of job performance

policy in the library.H ta ot ing and lack “ i .
relationship with job ypothesis testing result showed that in—servigz gopc! and fexible. existing fREY
o performance of librarians in foderal ynivercr LS has a positive and moderate

u 4 2 L 3 .
niversity libraries in Nigeria. The Smdy

Generated by CamScanner



enerated by CamScanner




Generated by CamScanner



enerated by Camscanner



