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Abstract

This study investigated the influence of training on the job performance of professional and para-
F..-.arminnuf library staff in tertiary institutions in Niger State. Research question, the study adopred a
descriptive survey design and had a population of 60 professional and 84 para-professional library
staff from all the tertiary institutions. The data collected were analyzed using descriptive stafistics of
frequency tables and mean scores. The findings of the study revealed that training policies were
sgilable in tertiary institution libraries in Niger State, the findings also indicated that conditions
sinached to training of library staff negatively affect their job performance, the study also indicated that
the requirements for staff training are difficult to meet up with and is negatively affecting their job
performance, majority of the respondents also agreed that steady training will influence their job
performance in tertiary institutions library. The study recommended that conditions for staff training
programmes should be made casy by the management of tertiary institutions as this will allow many
library staff who are willing to go for training io do so.

Key words: Influence, Training, Performance, Professional, para-Professional, Library Staff, Teriary
Institutions, Niger State, Nigeria.

INTRODUCTION institutions have been making significant

Tertiary institutions arc higher institutions of contribution to the mandates of their parent

leaming.  Tertiary  institutions include

universities as well as institutions that weach e 4
institutions. These mandates are teaching,

specific capaciti i i uch as ;
pacitics of higher lcaming s learning, research and community services

Polytechnics,  colleges  of  education, : :
“ gearcd towards social. political and economic

monotechnics, nursing schools and research 3 4
e development of the country. Academic librarics

institutes, (Tw, 2011). oy i : .
provide bibliographic, and user services to the
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Academic libraries are librarics that are saff, students and immediate commumities of
Mache : B gt : «ir respective institutions, These services are
tached 1o any higher institution of leaming. their respective institutions. These Services aire
s i L - I -

ACademic  librarics in  Nigerian  tertiary
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significant and crucial to the achicvements of
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wcir academic objectives. This position was
upported by Adeniran (2010) who asserted that
academic librarics arc essential contributors 1o
nowledge  generation and  serve a  wide
pectrum  of knowledge seckers™.  Also,
Obajemu , Ojo, and Dekpen (2012) observed
that services provided by an academic library in
a university reflect the quality of teaching and
rescarch in such a university.

In order for academic libraries to perform their
roles effectively, there is need for well trained
staff who will manage these libraries in tenms
of providing information resources 10 USETs.
Patience and tolerance are required in library
workers: these will be achieved if management
gives adequate attention to training in academic
libraries from time to time. The potentials of the
personnel must be identified to ensure a perfeat
match that would boost job performance.
Identifying the potentials of employce involves
analyzing hisher backgrounds with special
emphasis on education and work cxpenences.
The performance of an employee in previous
tasks is a vital wol for job mawching in an
'“':Ih"i* library, in most establishments, the
?:su::t:: a:::v; u:x:mul level uf productivity
(Obajemy et al zumﬂ:n:.mful o
« Instiutions  Librarians

should be able 10
Account I'ur C1m '
2017 ployee's

performance in previous jobs and determy,
whether a worker is fit for another higher jy
level (Saetang, Sulumnad, Thampitak

Sungkaew, 2010).

Training is the important factor that library st8
look up to in order to perform their duti
effectively. In higher institutions of |caming
there is no denying the fact that the Libray
<taff are the custodian of information resourca
and therefore must adhere 1o the Institution’s
rules and regulations. However, training do no
appears to be favourable to the library staff and
is therefore affecting  their  performan
(Obajemu et al 2012). Adecquate training
eritical 1o staff and which could determine thes

inputs in the library.

According 1o Oy and John (2010) training
primarily focuscs on teaching organization®
members how to perform their current jobs and
helping them acquire the knowledge and skill
they need to be effective performers. Tk

training has been identified ¥
o and

purpose  of
include: ereating a pool of readily availabl

- il
adequate replacements for personnel who B
hanci

leave or move up in the organization: e
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the institution’s ability to

acdvances  in . technology  becaust
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TR efficient, cffective and highly motivated
o which cnhances  the inslitutions

AR development.

According 0 Agba, Ogaboh and Mboto (2013)
job performance refers to task accomplished by
odividual employee; it is how well a worker
sccomplishes a given task in the library. Job
performance is also measured by quality,
ansparcnt, fair and adequate standards of
catisfaction. It is the total effect of waorkers
output as defined by traits, training, stafl
development, role perception,  abilitics andd
ather conditions of service. Staff performance is
the fundamental element of any library and the
most important factor for the success of the
academic library and its performance. It is true
that most of the libraries are dependent on its
employees, but onc or fwo employee cannot
change the library's futurc. In the view of Saka
and Haruna (2013) the organization’s
performance is the shared and combined effort
of all of its employees. Performance is the key
melti character factor intended to  attain
oulcomes which has a major connection with

planned objectives of the library.

Effect of training and job performance is that
A . i
Part of the performance management process in

whic ' : :
h an employee’s contribution 10 library

2017

during a specific period is assested. This

enables the management o sce whether library

staffs are doing well or not, whether they are

contributing negatively or positively 1o the

library. According to Valez, (I2008) the

underlying objective of assessing individual
performance is to improve the performance of
the individual employee, thereby leading fo
improvement in the performance of the library
as o whole. Effect of job performance is one of
the ranges of tools that can be used by libranians
to manage performance effectively, in that it
provides data which feeds into the clements of
the performance process. As noted by Mathis
and Jackson (2008), the system is often the link
between additional pay and rewards  that
employees receive, and their job periormance,

if used effectively.

Training and re-training of library staff are

{ librasy management and have

essential part ©
on in

hecome paramount in all aspect of opecrati
modern world. ning has

made the concepl of tramin

for all concemed.

The cmergence of tral
¢ and re-training a

Hence 1o B¢

NECCSSILY o
e 5 yration
L-P'L'T:!Iinnnlh' cffective, Ve OrganiEEt

1o cmbree this concepl.

roblem

siatement afthe I
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Training of library staff forms an integral aspect
of library management. For academic libranes
to achieve maximum performance in terms of
providing adequate and curent information
resources  to  staff and  students, library
management is expected 1o give adequate
attention to training. A situation whereby
library stafl are not allowed to go for training,
they would not be able to discharge their dutics
effectively and efficiently especially in the 21
cenfury where library services. are evolving in
the use
technology in service delivery. The need for

continuous training and retraining of library

of informanon communication

staff in tertiary institutions cannot be ower
emphasized. Preliminary investigations carried
out by the researcher in some of these
institutions seem to sugpest that library staff
perform their duties below expectation. One
wonders what factors are responsible for this
poor job performance on the part of library staff
cspecially as it was observed that large number
of students and other users who need SCTViCes
of the staff were patronizing the library. It is on
this backdrop that the researchers intend to find

out the influence of training on the job
performance  of hbrary staff in lertiary

institutions of lexming in Niger Stae

Rescarch Questions
2017
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The following rescarch questions guided g,

study.
1. What are the training policies g

professional  and  paraprofessiona)

library staff in tertiary institutions in
Niger State?

2. What arc the conditions attached 1o
staff training of professional  and
paraprofessional library stafl?

3. What is the influence of training on the
job performance of professional and
paraprofessional hibrary staff?

4. What are the solutions for improved
training exercise of professional and
paraprofessional library staff?

Literature Review

Many scholars have written a lot on stafl
training and job performance of librarians and
other workers in various organizations thus: In
the words of Eze (2012), training is a short term
process utilizing a systematic and organized
procedure by which non-managerial personne
leamn technical knowledge and skills for 2
definite process. This definition is found

should be fOF
A

lacking because  training

mﬂn.lg":f'ﬂ] J:I'l.'l.f n{}n-m:nagc[idr 3'.]”:
personnel training scheme, (PTS) as Abba &
Dawha (2009) called i, is one that secks v

improve work performance, They saw this a4
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cystemalic approach to stafl development and
,;:'lntiﬂl.lini: education that is usually in form of a
programme of lcaming opportunitics aimed at
ensuring that workers continae to acquire and
¥ dapt their skills and knowledge to a changing
I ironment. They stressed that a well-trained
P .oker knows the scope and expectations of
their jobs and will be able to add building
P Hlocks to his'her expertise as he/she progresses.
§ Everybody needs self-development
professionally. By
workshops and conferences, the managerial

attending  scminars,
staff can improve professionally, Training isa
public or private education programmes directly

applicable to work situation.

According to Garba (2010), library stafls are
the image makers of the librarics. They should
be people with skills in acquinng, organizing,
storing and dissemination of information. How
satisfied a user will be solely depends on the
ability of the library staff in meeting the users’
information needs. Training staff is expensive.
If the training results in desired performance,
then the invesiment of time and cnergy has
been wonth it. If training is ineffective, then the
funds associated with training are wasted and
*ditional monies must be spent to retrain the
Rme employee or retrain another employee
\Garba, 2010), The most important resources of
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AN organization are its human resources, the
people who supply the organization with their
work, talent and creativity would be achieved
through training and development of library
staff who will best help the organization meet
its goals. He also stated that adequate training is
one way to enhance an employce's talent and
ability to cope with rapid changes. When there
are lapses or loopholes in work efficiency and
expected productivity, it means that the library
workers involved need more and better skills
and knowledge to be gained through training.
Academic librarics need a stafl that is well
versed in all facets of work in onder 1o provide

their users with excellent SETVICES.

According to Agba, Ogaboh and Mboto (2013)

Job performance refers to task accomplished by

individual employee; it is how well 2 worker

given task in an organization.

accomplishes a
tal element of

Job performance 15 the fundamen
any organization and the most important factor
for the success of the orfganization and its
i¢ true that most @

siafT, but one OF
¢ future. The

the shared
Joyees. Job

performance. It { the librancs
are dependent 08 its

cannot change the ofgamizaton
academic library 1=

pwin s1afl

and combin

performance is the key ™l
intended 10 attain OUICOMES
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which has a raper
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are being put in place toward:
performance

having a motivated workforce,

Many organizations want their employees
perform 10 the best of their abilities, yet staf
training remains a difficult factor 1o manag
employeey

aspirations and target do not always match wig

Iwu (2011) observed that

what their employer can provide. It has beg
suggested that proper training which is pan g
motivation can significantly influence th
attitude of workers towards their jobs and heng |
affect the performance of such employees «
the job. For employers who successfulp
motivate their staff through regular training, i |
often translates to less absentecism 1
tumover, greater satisfaction and commitme -
and  ultimately  higher productivity ¢ [s
performance in the work place. There is needt | |
understand why people choose to perfon | 2
satisfactorily; why some people appear to b
committed to their jobs and others are ofi¢
absent. There is also need to find out whi .
rewards and incentives individuals value so th' 1

where possible, it could be provided. People at P

ot ‘ iF

usually willing to work harder when the) ”1‘

expect to benefit by doing s0- tr,
alea Jibril

Unfavourable training programme make libel

5 1 . .,_||:';‘
staff unhappy with the work or compen 'E.]
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cconding 10 Gbenu (2013), but it can alsqg

- dicate unsafe or unhealthy conditions, or tha

£ few employees

Fu:ﬂ-‘l" mance  because of poor training A

give  satisfactory
amber of other 1ssues such as lack of career
opportunities and challenges, dissatisfaction
«ith the job-scope or conflict with the
management have also been cited as the reason
foe Jow job performance by Kolawole (2013). A
rumber of factors are responsible for employee

low job performance.

ation Styges v,

N

fr
om 13 governmen; owned teriary ;
WS it

formed
the tarpe Population of e o -

However, since the Population is

it 1t arge g

15 manageable, the resea
population for the “u:"“;::j:f ey
. (2012)
supported this idea by ssserting that if 5
population of a study is less than two hiarsdired
(200), the entire population should be used for
the study. Questionnaires were the instrzment
used for data collection. A total of 194 copies
of questionnaire were drafted and distmbueted
out which 144 were returned and found usable

Methodology . 3|
" Data collected were analysed using descriptive
is study, descriptive surv
For the purpose of this study, deschiptive i statistics of frequency counts, peTCentages.
ssfullfl research method was adopted. A total of 194 ¥ 4 deviation (SD)
mca SHIH.LI '
ting, #l| professional and para-professional hibrary staff
i amd| Findings and Discussion
ritment] Table 1: Availability of training policies in tertiary institutions library
; NO
ly @} SN | Response _|.\“ : _['?—
nced 1o || Professionals 70 100%%)
! —  [3[4%)
| S — ; l Y
performi | < Paraprofessionals ﬂﬂf—]—-—-—-—"l‘—_—
1] bt ey Ill.-""l E"""r
& training poits
often Tible 1 showed that 70(100%) Dt-. 5 1'T.Iﬂllumrli:m' i:itiluli-.'d'l lib
i respondents indicated that they have training :Ihiq cnding comoboRIcs that ©
% Policy in their institutions. It thus implies |I1:!l H:II.‘IJ“:" (2013) who
sothal e ingtintions have training policy ' inarsiconferences;
le ar¢] Pofessional  library  staff.  FOr the :: he-job trining: stimv!
. ) i e L
they E:;a'lhﬂftshiuna!51 rn;|__j|_;||':i1_:,' of the fﬁwnd"ms raining |1-.l|1l~'|'=|'; “L.
- 1] ey i hey have T
I 'Ib 71(95:9%) indicated thﬂ'l. ) .f the pmpleme = Mh:.nﬂulm
ning  policy while 3(4.1%) © nersonnel WO
library Fﬁm“dtnm indicated that training Pocy “‘h
Psarion “ Mailable, It thus implies that the instipulion=
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Gbenuw (2013), but #t can also
» or unhealthy conditions, or that
employees  give  satisfactony
because of poor traming A

{ other issues such as lack of career

and challenges, dissatisfaction

ioh-scope  or conflict with the
_.I:....._.“:-“---: have ;||'\.|'- i"\-n'll I."':I:l\,'l.l H 'I'|1.; TERsOnm

for low job performance by Kolawole (2013). A
number of factors are responsible for employee

low job performance

Methodalogy

For the purpose of this study, descriptive survey
rescarch method was adopted. A total of 194
professional and para-professional library staff

Findings and Discussion

from 13 government owned tertiary institutions
formed the target population of the study

However, since the population 15 not large and
it 15 manageable, the rescarchers used the whole
|'h_:|'|u|_;1|i_|_|:|. for the stwdy., Bemard (2003)
supported this idea by asserting that if a
]1.|]m'|4:|.,1|1 of a study is less than two hundred
{200), the entire population should be used for
the study. Questionnaires were the instrument
used for data collection. A total of 194 copics
of questionnaire were drafied and disinbuted
out which 144 were returned and found usable,
Data collected were analysed using descripive
statistics of frequency counls, pPerCeniagss,

mean and standand devianion (SD)

Table 13 Availability of training policies in tertiary institutions library

IR CSpOnse Yis

L A
Professionals

Paraprofessionals

Table showed that T0{100%) of the
reSpondents indicated that I:hl.::-' have iraining
policy in their institutions. It thus implies that
the mstiutions  have  training policy for
PEoiessignal library stafl. For the
Pafaprofessionals, majority of the respondents
that is T1(959%) indicated that they have
aining policy while 3(4.1%) ol  the
respondents indicated that training policy was

fot available, It thus implics that the EmsTITutions

o=

| NO | Total

70 100%)

I 71 (96%)

IC | 70 (100%)

3(4%) | 74 (100%)
have training policy for paraprofessional stafl
in tertiary institution librarics i Niger Stabe.
This finding comroborates thar of Saka and
Harena {20013) who found oul thar il
seminars/conferences;  workshop attendance,
on-the-job training. stimulation and exlension
training  policies  WeTe available  and
implementod. job  performance of  lsbrary

nersonnel would be cnhanced
| ]

e

———
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mean and standard deviation scores of
resninlents conceming ther I:I.,':'.I.jll_ j[ur" ["l_'h]u.
1 the vanmous conditions attached 1o

raining of professional and paraprofessional

[thrary stall an lCriedry mstitutions in MiEer

guate. The respondents were asked 1o mdicate

shier serving the library for two or more

vears before allowing them w go for training
affect their job performance in the under study

ituions, lem | 1in Table 4.4 has a mean of

2.54(5D=581) fior professionals and

2H7(50=.405) tor paraprofessionals, indicating
that the respondents agreed that serving the
library for two or more years before allowing
them to go for training has affected their job
performance. Similarly, item 2 has a acan of

I SD=455) for professionals and

.-'.r-"\:l"‘-v.l_':l a9l |'|l.r ]'l_.r_'|]'||:q_'| fi=s% iIIZII'I'JI.". Il'l':.!i Caiinis

Eal the respondents have agreed respectively

that they can only be sponsorcd iff they have a

Paper to present. Also, the respondents agreed

i item 3 which has a mean of 3.16 (3D ATO)

g professionals  and 31503l 3=459) lor

Feraprofessionals indicating that they have 1o
befiore study

R 3 bond with the miEnagement

Mt temee fall time), 5

Fun ICTINOEg, e 4 s | M of

..|I:I-.|.

BSD-550) for  profcssionals

I8(SD= 490) for paraprofcssionals indicaling
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sponsor yourself. tem 5 which has g rew -
- i camn ol

6 B - 5 = -
320 (SD=472) for professionals and

3.22{5D=.455) for paraprofessionals indicating
that respondents agreed that sometimes vou
may not get full time study fellowship; you may
only be allowed 1o g0 on part tme hasis and in
ilem b which has a mean of 1.23 (SD=3516) for
professionals and 3.23.516) for
paraprofessionals  also  indicating  that  the
respondents have agreed that the payment for
conference attendance 15 always done after the
conference. From the Table all had a fairly
mean score which 13 above 2.5 marks on a 4-
point Likert scale indicating agreement. The
result therefore showed that almost all the
respondents  across  the  professional  and
paraprofessional staff agreed that conditions
attached 1o tramng 11L'lf!||i\f:'_|.' affect thewr jllh
performance. The finding of this study is in linc
with the findings of Abba & Dawha (2009) in a
hNJ:..' on the assessment of Pl.ir"-l'll'"'l'\-'r frakming
needs of library staff in Federal University ol
Technology, Yola, Nigeria. The results of their
findings showed that conditions attached 1o
library staff before allowing them o go L
training are very difficult fo gatisfy, they
believed the purpose of allowing them o go fior

o4 adkd valee
raining is for them o CoRL back amnd add valisc

. ' be
: library services as such there should pot Be

e oy comslilions eione allowing them o
i tan

Eag o b 1o%
"t the respondents apreed that somchime o
el = B3
g funds may not be Silable, you Fave W -
- Page 45
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Table 3: The influence of staff training on job performance of library staffin tertiary institutions in Niger State,

Cadre - =
_ SN H Statemenis 4 3 2 1 X 5D Remark
[ Training opportunity encourages me Professionals 20 (28.6%) 49 (70%) B 1(1.4%) 317 [T Arrecd
1o perform my duties better. : : gr
Paraprofessionals 16 (21.6%) ST(T7.0%) | 1(14%) | 1(14%) | 320 | A7 Agreed
3 _ Training opporunities have widen _ Professionals 18 (25.7%) 46 (65.7%) | 6(B.6%) z 3.34 FTT Agreed
my horizon and 1 work harder I P; . -
_ | araprofessionals 16 (21.6%%5) S6(75.7% | 2(2.7%) 3.19 439 Agreed
_|,. | Library weers are attended 1o | Professionals | 18 (25.7%) S0 (71.4%) 2 [2.9%) - 1.24 A1 Agreed
| | effectively without delay because _ __
__ | stafl are trained. __ Paraprofessionals __.. 21(18.4%) 82 (70.3%) | 1(1.4%) 31.27 AT7 Agreed |
- : — :
| 4 __ Training improves my professional _— Professionals __ 16 [22.5%) 24 (77.1%0) . - 377 A87 Agreed
sclice Lo contribul i i3 T y oy -
| i ove I developmentofthe | T2mprofestionals | 21QBAN) | 49(66.2%) | 4(54%) - 35 | 538 Agreed
| g i ]
O Wibeary, _. : ! x
| 5 | Training improves :__._..._n working __ _ Professionals 17 (24.3%) 31(74.3%) | 1(14%) q_ - 32 A3 Agreed
| relationship with colleagues wnthe | - = = ~ —
____ __. "“._H_H__.“E e __ Paraprofessional 22 (I0.T%) 50 (67.6%) 2(1.T%) r 327 Aos Agreed
6 T i improves my auide to work I.__ Professionals 20 (28.6%) 30 (71.4%) : - 3.23 A58 Agreed
\ :
____ | such as increasing my punciuality 1o - — ; .
__ ___ oy _ Paraprofessionals 20 (28,7%) 34 (73.0%) - 327 447 Agreed
TF | Traming improves my ability 1o __ Profciegms e b i =T 443 Agreed
| mitend prompaly o request from - = — = mL T e
___ _____n__.;u:. [ Paraprofessionals 30 (27.0%) S2(703%) | 1(1.4%) 1(1.4%) 136 Fiz e
5 Trakming Improves my Professionals 20 (28.5%) 4 (83.T%) |"202.9%) | 229%) | 333 316 greed |
communkcation Akills used in Agreed
__ asiliting users. __ Paraprofesslonals 18 (24.3%) 36 (75.Th) 2 = 1.24 A2 ._..Hn_.LlH_
Key: A=suwongly agreed, 3=agreed, 2=disagreed, 1=strongly disagreed, ¥ =mcan, SD=standard deviation : _ —
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-|_'||1|:'|C|;"I:‘.i.I'I_L" the influence of staff mlﬂing po

2o Em:i.::m:mtu of
b

professional  apgd
.p.1:,1p:ur'-:-w.1n;s! library staff in tertiary
institutions from Table 3, Item 1 which has a
mean of 3.17(5D=.564) for professionals and
3.20(5D=.437) for paraprofessionals indicating
that the respondents agreed that training
opportunity has encouraged them to perform
their duties better. Furthermore, item 2 which
has a mean of 3.24 (SD=.494) for professionals
and  3.19(SD=459) for paraprofessionals
indicating that the respondents agreed that
training opportunitics have widen their horizon
and they work harder. Also item 3 which has a
mean of 3.24 (432) for professionals and
3.17(SD=.477) for paraprofessionals indicating
that the respondents are in agreement that
bibrary users are attended to effectively without
delay because s1aff are trained.

Similarly, item 4 has a mean of 3.23 (SD=487)
fof professionals and 3.23(SD=338) for
Faaprofessionals showing that the respondents
“%In apreement that training improve their
Frofessional practice to contribute their quota 1o
e ovenall development of the library.
I'-""1'1'-'I'rnurr: iem 5 has a mean of 3.23
2D=423) for professionals and 3.27(SD=.503)

boe : .
Mraprofessionals showing that the
1c1'H—"'-'|l\.!d;n:.,i

are In agreement that truning
.Il'Ir-':q:,ulu1

] their working  relationship with
J | T [ . - = M )

& NS In the office. Similarly item 6 has a
NEIB aF % v e a

EIhl oF 323 (SD=456) for professionals and

; L5 AT for paraprofessionals showing
l|-_-l|

'mproved their  attinade Mt raining

: . : B work guch
!m:rta.-;h:lg. their Punctuality 1o winrk, Ahq.‘f
item 7 which has a meaq of 3.27 (SD= 44%) !‘:

F"ul't:s&mnnlls and  326(SD=472) gy
paraprofessionals showing that the respondents
agreed that training has improved their ability
o attend promptly to request from clients and
item 8 which has a mean of 3.23 (5D=.516) for
professionals  and  3.24(5D=432) for
paraprofessionals showing that the respondents
agreed that traming has improved their
communication skills used in assisting wsers,
From their responses, the respondents agrecd
therefore that training has positive influence on
the job performance of library staff.

Saka & Haruna (2013) corroborates the finding
of this study they found out that
seminars/conferences; workshop  attendance,
on-the-job training, stimulation and extension
training enhanced job performance of library
personnel in faculties’ librarics of Llni'.'mir_}' of
Maiduguri. Also Saka (2008) in his findings
discovered  significant relationship between
education qualification and job performance fl'r
iversity of Maiduguri. This

« spaff in Un
hibrary sia odge

indicated that the more training and knowl

. "‘b
library staffs are exposed 10, the better their )

performance.
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Table 4: The solutions for improving training exercise of library stafl in tertiary {nstietion,

KT 1— Spatements _ Cadre 4 k] " 3 I qnl D - Irﬂﬂa
_ |
[ _ Training funds should be made _ Professionals 11 45 _ 3 2 120 1% .._.r..._ﬂ_.hl
_ | available and accessible for staff (28.6%) (64.3%) (4.3%) (2.9%)
| | undergaing training PrOEramme Paraprofessionals 17 iy 2 120 A6l ~ Agreed
_ | by the management. ; (21.0%) (74.3%) (2.7%) |
S |
._ 2 | Omly training that would Professionals 17 52 | = ila A28 Agreed
l | improve the € ffectiveness of (34.3%) (74.3%) {1.4%)
! __ \ihrary stafl should be allowed Paraprofessionals - 44 ] - 3.05 0 Agreed
| | by the management. (20.3%) (64.9%%) {14,9%45) 4
3 __ Training programmes should be Professionals 21 47 | 1 321 2362 Agreed
__ | designed to solve problems and (30%%) (67,1%5) (1.4%) {1.4%)
| __ 10 il the gaps in employce Paraprofcssionals 25 (33.8%) AR (6l 9%%) [ (1.4%) , 332 S} A _q.,_._..nn]
| performance. :
P3| Training that would bring about Professionals a2 47 I : 3.20 A9 Apreed
. __ chanpes and enhance (31.4%%) (67.1%) (1.4%)
__ \ organizations’ elfectiveness Faraprofessionals 0 ] E 39 ATI Agreed
_ __ should be encouraged. {39.2%) (60.5%)
s —+TTbrary siall promotion should Professionals 198 49 2 103 89 Agreed
| __ be rapid and consistent. - (27.1%) (70%) (2.9%) b
__ m_-ﬂ_.:n_nn__.m!.._:r ] | 43 1 137 177 Agreed
_ {28.4%) {70.3%) {1.4%)
To | Mumber of years stafl spent T g g 22 : Lt T Agreed
| hefore promotion to ihe next (27.1%) (71.4%) 3 (1.4%) |
__ araide level should be reduced. Pacsprofasiionsh & y @279 i EL Agreed
F (31.1%) o %o, | (LT TR S

Key: a=surongly agreed, I=agreed, 2=disagreed, | =strongly disagreed, ¥ =mean, sD=standard deviation —
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. i the solutions for &
[able 4 conceming, THE 32 s for improving
exercise  of  professional  gng

library

,...-_;ﬂlﬂ!l-

aprofiess joial stafls in

_giary institutions in Niger State, ltiem | has 3
[k ¥

ocan of 336 (S[=.483) for professionals and
1 A5 0= 468) for paraprofessionals indicating
hat the pespondents agreed that training funds
aogld be made available and accessible for
soff undergoing training  programme by the
management. It was also observed that item 2
kas 3 mean of 3.23 (5D=.456) for professionals
wd 305(SD=3595) for paraprofessionals
sdicating that the respondents agreed that only
saning that would improve the elfectiveness of
bary staff should be allowed by the
maagement.  Similarly, item 3 has a mean of
330 (SD=492) for

JINSD=500) for paraprofessionals indicating

professionals  and

%t the respondents agreed that training
Fogammes should be designed o solve
Poblems and 1o fill the gaps in employee
Perfoemance, Also, item 4 which has a mean of
0 (SD=492)  for
1I%8D= 492

pro fessionals  and

fiowr Fr;].rup{uﬁ.‘:-:.-ir.inﬂlz.. From

¥ "ponses, it becomes clear that both the
Moo
Stional ang paraprofessional agreed that

oy
2 that woyld bring about changes s

<t §

Sang, : ;
_ o MEanizations” effectiveness should be
of

s
S5 These finding corroborate that

v approach 10 training pogus T

SVstematic  and planned .
development activities. Nigerian T
should invest more in training and development
a5 moncy imvesied in the employee is bie
moncy kept in a safe deposit, which appreciates

if value over time.

Summary of the Major Findings
The major findings of this study are a3 follows:
I. The study revealod that training policics
are available in tertiary institation
libearies in Niger Stase for professional

and paraprofessional stafl

The study foursd  out that the

respondents have agreed that coeditions

attached 10 training of libeary stafl &
r State have

ol

-
1

tetiary instiutions in NIg®
; :.l!:'-."illfIIJ theif
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