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HUMAN RESOURCE MANAGEMENT PRACTICES IN THE NATIONAL 

LIBRARY OF NIGERIA:  AN EMPIRICAL ANALYSIS 

OYETUNJl, O.D 

NATIONAL LIBRARY OF NIGERIA 

Abstract 

The study empirically analyzed human resource management practices in National 

Library of Nigeria. It adopted a survey design. Data were collected using validated 

questionnaire and was analyzed using Descriptive statistics, Analysis of Variance 

tANOVA. Multiple Linear Regression and Tukey Highest significant Difference post 

hoc Scheffe test with the aid of Statistical Package for Social Sciences. The study 

found significant readerships between human resource planning. recruitment, 

election and placement, performance appraisal and job performance of personnel of 
National library of Nigeria tr- 1 8 9 5 3 5 , - . 1 2 9 8 5 3 , - . 2 6 7 1 8 9  and P-0.05 

respectively. Analysis of multiple regression unveiled that independent variables 

(human resource planning, recruitment, selection and placement, performance 

appraisal had significant joint influence on job performance of staff of National 
library of Nigeria; F-ratio of 9 . 1 9 3 2 . P -< 0 0 0  R  = 0.618, multiple R-square =0.382 

and Adjusted R square = 0 . 1 5 0 ;  · P  <  05). The independent variables jointly 

accounted for 3 8 " ~ ( R 0 . 3 8 )  variation in the prediction ofjob performance. Analysis 

of Tukey Highest Significant Difference post hoc Scheffe test revealed significant 

mean difference in the human resource planning, performance appraisal, and 

recruitment, selection and placement practices among personnel in relations to their 

job performance. Also, there was no significant difference between human resource 

planning and recruitment, selection and placement; human resource planning and 

performance appraisal; recruitment, selection and placement and performance 

appraisal respectively. It was recommended that human resource management 

practices should be accorded importance managed in National library of Nigeria 

because without objective manpower planning, performance appraisal, recruitment, 

selection and placement, high job performance cannot he achieved. 

N IGERB IBLIOS VOL 27 NOS 1 & 2, JAN-DEC. 2018 .  



Keywords: Human 

Planning, Perorman: Appraisal ,  · c r a i t e n t ,  election and Placeraent, 

National Library o~Nigeria 

Introduction 

Human resource management practices in the Nat iona l  l ibrarv or Niger ia  have 
i  

been topical issues because performance of  staff depends on i t .  Most of the problems 

of the National l ibrary of  N iger i a  emanate from poor human resource management 

practices (human resource p l anning,  performance appraisals , recru itment, s e l e c t i o n  

and p l a c e m e n t .  Job p e r f o r m a n c e  o f  N a t i o n a l  l ibrary of N i g e r i a  staff depends on human 

resource p l a n n i n g ,  performance a p p r a i s a l s  and recruitment, s e l e c t i o n  and p l a c e m e n t s  

which are human resource m a n a g e m e n t  p r a c t i c e s  i n  the N a t i o n a l  l ibrary o f  N i g e r i a .  

Human resource m a n a g e m e n t  pract ices  i n  the National library o f  N i g e r i a  are supposed 

to posit ively boost staff' morale and influence the ir  task ,  contextual  and adapt ive 

performances against  c o u n t e r p r o d u c t i v e  performance. 

Fhe management o f  the  N a t i o n }  { i b t a t y  o f  Nigeria under  the  l e a d e r s h i p  o f  the 

N a t i o n a l  l i b r a r i a n ( N L_ C E O : P r o f .  L e n r i e  ol atokunbo A ina  has taken i t  upon h i mse l f  

to use ergonomic human resource management prac t ices to boost staff mora le  and 

cause high job per formances .  Human resource management i s  a  management 

methodology that  i n v o l v e s  the es tab l i shment  and exec ut ion o f  po l i c ies ,  programmes 

and procedures that in f luence the performance, c a p a b i l i t i e s  and l o y a l t y  o f  the 

employees o f  an o r g a n i s a t i o n  ( D e c ,  0 1 0  c i t e d  i n  Nyameh and t i n e ,  2 0 1 3 ) .  Human 

resources are the l ife b l o o d s  o f  N a t i o n a l  l ibrary of N i g e r i a ,  c o m b i n i n g  o t h e r  resources 
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in the right mix formulate appropriate strategies for the accomplishment of the desired 

object ives (Anyim, Ekwoaba and Ideh, 2 0 1 1 ) .  Human resource management is a 

planned approach to managing staff effectively for performance (Ojebiyi and Amos, 

2 0 1 3 ) .  Planning is an important ingredient in all endeavours. 

Human resource planning is essential to National library of Nigeria .  A good 

human resource p lann ing is crucial to the achievement of high job performance. 

Hav ing the right employees to meet National library of Nigeria mandates is the secret 

of i t s  success .  Therefore; National library of Nigeria should endeavour to recruit the 

r ight personnel into the system by making and executing a good human 

resource manpower recruitment plan .  Human resource planning is a systematic 

ana lys is  process of ensuring that the human resource (manpower) needs of  National 

library of Nigeria are identified and p lans are made for sat is fying those requirements 

for productivity and organisat ional effectiveness and efficiency (Akhigbe, 2 0 1 3 ) .  

Successful recruitment starts with proper employment planning and forecasting 

(Djabatey, 2 0 1 2 ) .  

Recruitment begins wi th the identification of vacant  pos i t ion in an organisat ion 

followed by internal or external advertisement of such position and then selection 

before placement. If vacant position is well advertised, th is w i l l  give room to the 

management of o rganisat ion to select the best potentia l personnel with promising high 

job performance through internal and external advertisements. National libraries' 

human resource pract it ioners and academics worldwide hold the belief that, survival, 

growth and development of national l ibraries grossly depend on an effective and 

efficient culture of recruitment, selection and placement of people endowed with broad 

and deeper range of core competencies, preferred attitudes, knowledge, sk i l l s  and 

experiences (Ofori and Aryeetey, 2 0 1 1 ) .  Organisation recruiters need to be more 

se lect ive in their choices, s ince poor selection decisions can produce long-term 

negative effects(Azzam, et a l . ,  20 14 ) .  
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Selection is a process of gathering information for the purposes of evaluat ing 

and deciding who should be employed in a particular organisation jobs (Madan, 

2 0 1 2 )  Selection interview and selection test arc most suitable tools to predict 

prospective organisation employee placement and performance (Armstrong, 2009 in 

Opayemi and Oyesola, 2 0 1 3 ) .  Placement is the process of assigning a new library 

employee to a defined pos i t ion and given a job description within h i s  or her sphere of 

authority where the employee w i l l  have a good chance of be ing successful and 

appraisable (Dawra, 200 1  in Adom 2009: Dessler, 2008 c i ted in Linge and Kiruri, 

2 0 1 3 )  

The ultimate goal of performance appraisa l  i n  t he  o r g a n i s a t i o n  s h o u l d  be to 

p r o v i d e  i n f o rm a t i o n  that w i l l  b e s t  e n a b l e  managers improve staff performance 

( O s h o d e . A l a d e  androgundade, 2 0 1 4 ) . A d e q u a t e  j o b  performance o f  employees that 

i s  b a s e d  o n  p e r f o rm a n c e  a p p r a i s a l  p o l i c y  will i m p r o v e  c o m m u n i c a t i o n ,  q u a l i t y  o f  

w o r k i n g  life, make e m p l o y e e s  feel valued by the organisation and improve job 

performance (Akinbowale and Lourens,  2 0 1 3 ) .  

Joh performance is a multidimensional phenomenon whose elements include 

effectiveness, efficiency, economy, productivi ty, behaviour, output o f  a  staff on the 

job, measurable i n  terms of quality and quantity of job performed or done (Obadan. 

I 9 9 9  c i ted in  Nakpodia ,  2 0 1 1 ) .  Job performance in National l ibrary of Niger ia has 

been low due to human resource management practices problems such as poor human 

resource planning; performance appraisal; recruitment, select ion and placement 

which have led to low performance in satisfaction of users' information need. 

It was against this background that this study empir ical ly analysed human 

resource management practices in the National library of N igeria .  
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Statement of the problem 

Prior studies and my 1 8  years work experience with the National library of 

Nigeria have revealed the fact that personnel generally in the National library of 

Nigeria were faced with some worrisome chal lenges such as: poor human resource 

management practices (Oyetunji, 2 0 1 5 ;  human resource (manpower) plann i n g ;  

performance appraisals, recruitment, selection a n d  placement practices in N a t i o n a l  

library o f  Nigeria are affected by p o l i t i c a l  and interpersonal c o n n e c t i o n s ,  as a result,  

superior officers do not have adequate contro l over the subordinates who arc 

supposedly more connected and c o u l d  use these c o n n e c t i o n s  to pay back for any 

d i s c i p l i n a ry  actions taken against them (Akoh, 20 1 2 ) .  Thereby short-circuiting the 

recruitment laid down procedures. Staff that were released and sponsored based on 

manpower needs of National l ibrary of Nigeria faced problem of delayed conversion 

as a result of no acknowledgment; wrongful acknowledgment and non processing of 

applications for National l ibrarian's approval in order to truncate timely conversion 

and payment of training al lowances after completion of course(s) of instruction); poor 

research skills amongst the staff and demotivation of few staff that embark on 

research; non-payment of master's sponsorship a l lowance ,  demotivation and 

administrative harassment of staff willing to embark on Ph .D .  research to solve the 

National l ibrary of Nigeria's problems; hoarding of vital information such as circulars 

and sentimental information dissemination which have led to low job performance 

and information services (LISs) and contributed to exacerbate poor satisfaction of 

users'queries or information needs (Bivan, 2 0 1 7 ) .  

National library of Nigeria personnel were not aware of the human resource 

management practices such as reward programme in place and may not understand 

clearly how the programme operates (Okojie, 2009) .  In other words, few staff in the 
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headquarters in  Abuja enjoy repeated al lowances of being members of committees. 

nomination for sponsored Nigerian Library Association, Librarian Registration 

Council of Nigeria, African Library & Information Association, International 

F e d e r a t i o n  o f  L i b r a r y  A s s o c i a t i o n s  a n d  I n s t i t u t i o n s  

conferences/seminars/workshops, sensitization, attitudinal change, capacity building 

training and readers promotion campaigns programmes every year at the expense of 

the majority in the Public Services Department (al l  branches across 36 States of 

Nigeria including Federal Capital Territory, Abuja). A l l  these have d e m o r al i z e d  and 

demotivated the marginalized staff and as a result generated to low j o b  performance as 

evidenced in poor satisfaction of users' information needs.  T h o u g h  the National 

library of Nigeria has made great efforts in managing these p r o b l e m s ,  these efforts 

were largely inadequate in relat ion to its enviable position as the library of  l ibraries .  

These problems impact negat ive ly on National library of Nigeria's personnel' job 

performance. In some instances, users like security personnel, publ ic  and civi l  

servants complain bitterly o f  poor services, inadequate attention to their requests and 

satisfied answers to quer ies like information for their research information needs. It 

was against these reasons that th is  study empirically analysed human resource 

management practices in the Nat ional library of Nigeria. 

Objective of the study 
The broad objective of this study was to empirically analyse human resource 

management practices in  National l ibrary of Nigeria. Specifical ly the study sought to 
investigate: 

I .  The significant relat ionships among human resource planning, performance 

appraisals, recruitment, selection and placement and job performance of 

personnel in the National library of Nigeria; 
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2 .  The significant joint influence of human resource planning, performance 

appraisals, recruitment, selection and placement on job performance of 

personnel in the National library ofNigeria; 

3 .  The high significant difference in human resource planning, performance 

appraisals, recruitment, selection and placement and job performance practices 

among personnel in the National library ofNigeria. 

Research Hypotheses 

The following null hypotheses guided the conduet of this stuy and they were tested at 

. 0 5  level of significance. 

H o l :  There are no sign ificant relationships among human resource planning, 

performance appraisals, recruitment, selection and placement and job performance of 

personnel in the National library of Nigeria; 

Ho2: There is no significant joint influence of human resource planning, performance 

appraiseis, recruitment,  s e l e c t i o n  and placement on j o b  performance of p e r s o n n e l  in 

the National library of Nigeria;  

Ho: There is no high significant difference in human resource planning, performance 

appraisals, recruitment, s e l e c t i o n  and placement and job performance practices 

among personnel in the Nat ional library of Nigeria. 

Research Methodology 

The research design adopted for this study was survey design. The study 

population consisted 660 personnel of the various departments of the National library 

of Nigeria .  The total enumeration sampling technique was used. Validated 

questionnaire on Human Resource Management Practices and Job Performance 

Questionnaire was used for data collection. 
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The data so collected were collated and analysed through the use of descriptive and 

inferential statistics with the aid of Statistical Package for Social Sciences. The 

questionnaire was divided into five sections. Section A sought for demographic 

information such as job status, gender, age, marital status, career tenure and level of 

education. Section B dealt with Human Resource Management Practices Scale­ 

Developed by Ugwoke (011); the scale had 4 items. It was divided into five 

segments such as A;  human resource planning,  i t  was adapted, val idated and had a 

reliability coefficient Cronbach alpha 0 . 7 5 ,  B ;  recruitment, select ion and placement, It 

was adapted, validated and had a rel iability coefficient of (a  =- 0 . 8 3 )  using Cronbach 

alpha method. C; performance appraisal scale developed by Agbo ( 20 14 ) :  it was 

adapted, validated and had rel iabi l i ty coefficient of ( a  - 0 . 8 3 )  using Cronbach alpha 

method. The scale adopted response patterns of Likert 5-point scale of strongly agree 

- 5 ,  agree =- 4 ,  undecided = 3 ,  disagree= 2, and strongly disagree =- I .  Section C :  Job 

Performance Scale - Developed by Popoola's (2002) the scale had 2 1  items. It 

measured the level of job performance among personnel of National library of  

Nigeria. It was adapted, validated and had reliability coefficient o f (  = 0 . 8 2 )  using 

Cronbach alpha method.The response categories are Excel lent(Exe) 5 .  Very good 

(VG) = 4, Good (G) =3 ,  Fa ir (F) = 2 ,  Poor (P) = l 

The Human Resource Management Practices and Job Performance 

Questionnaire was adapted, validated and had reliab ility coefficient of ( a - 0 . 9 7 ) .  The 

instrument was therefore considered reliable since it is the general rule o f  thumb in 

research, a rule that allows one to estimate quickly whenever a large calculation is 

required, is that reliability should be at least 0. 70 (Orodho, 2005). 
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Literature review 

The purpose of t h i s  l i terature review is to establ ish what  i s  a l ready known about 

the human resource management pract ices ,  to e v a l u a t e  the  empi r i ca l  c l a ims of 

publ i shed l i terature ,  and to ident ify the weaknesses  or l i mi t a t i on s  o f  t h i s  knowledge as 

the bas i s  for t h i s  study. The essence is to track d o w n  e ve ry  scho la r l y  presented paper 

that i s  somehow related to t he  research topic .  The re la ted l i t e ra ture  i s  r e v i ewed  under 

the fo l lowing sub-head ings :  Human Resource Management Prac t i ces ;  H uman 

Resource P l a nn i ng ;  Recru i t men t ,  Se l ec t i on  & P l a c emen t :  Per f ormance App r a i s a l ;  

Human Resource Management Prac t ices and l o b  Performance; Theoret ica l  

Framework and Conceptua l  Framework 

Human Resource Management  Practices 

Human resource management pract ices are human resource p l ann i ng ,  

performance appra i sa l s ,  rec ru i tent ,  select i on and p lacement  pract ices .  Human 

resource management prac t i ces  h a v e  evo lved fom personne l  management in the 

early 1900s and through the term 'human capi ta l  management'-  popular ly used by 

many large firms. Human resource management p racuces p lay  an m m p o r u t  ro te  1  

f ormulat ing and i mp l emen t i ng  organisat ional strategv As ie du- App i a h ,  Kontor and 

Asamoah., 2 0 1 3 .  Human resource management pract ices  c ons i s t  o f  many po l i c i e s  

and pract ices such as recru i t m e n t  a n d  s e l e c t i o n ,  p e r f o r m a n c e  a p p r a i s a l s ,  t r a i n i n g , a n d  

c o m p e n s a t i o n  t h a t  a r e  u s e d  by m a n a g e r s  t o  r e c r u i t ,  s e l e c t ,  d e v e l o p ,  u t i l i s e ,  r e w a r d ,  

a n d  m a x i m i z e  t h e  p o t e n t i a l  o f  h u m a n  r e s o u r c e s  i n  o r g a n i s a t i o n s  ( M e g g i n s o n ,  

F r a n k l i n ,  and B y r d ,  1 9 9 5  c i t e d  i n  Ta n g t h o n g ,  T r i m e t s o o n t o r n  a n d  R o j n i r u n t i k u l ,  

2 0 1 4 ) .  I t  is  t h e  p h i l o s o p h i e s ,  p o l i c i e s ,  p r o c e d u r e s ,  a n d  p r a c t i c e s  r e l a t e d  to the 

m a n a g e m e n t  of p e r s o n n e l  w i t h i n  an o r g a n i s a t i o n  ( B e a r d w e l l ,  2004 c i t e d  i n  

M a j u m d e r ,  2 0 1 2 ) .  N a t i o n a l  l i b r a r y  o f  N i g e r i a  n e e d s  to f o r m u l a t e  s t r a t e g i c  h u m a n  

r e s o u r c e  m a n a g e m e n t  p r a c t i c e s  based o n  b e s t  p r a c t i c e s  t o  i n f l u e n c e  h i g h  j o b 

performance of  i t s  personnel 
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Human Resource Pann ing  
t  

The first s tep in human resource p lann ing i s  personnel ;  i t  attempts to determine 

the supply of and demand for var ious t y p e s  of human resource to predict  areas w i t h i n  

organisat ion where there w i l l  be labour shortages and surpluses ( N o e e t a l . ,  2 0 1 1 )  

Human resource p l ann i ng  i s  the  en t ry  po in t  o f  human resource management 

concerned wi th  the determinat ion of  human resource requirements, job ana lys i s .  

recruitment, se lec t ion and p lacement (Mondy and Noe.  2 006c i t ed  in\nyad ike  2 0 1 3 )  

Proper human resource p l a n n i ng  f ac i l i t a tes  human resource u t i l i s a t ion  system tha t  

affords human resource more effective equa l  employment  oppor tuni ty p l a n n i n g ,  

better chance to part ic ipate i n  p l a n n i n g  their own careers and to share in t ra in ing  and  

development exper ience ( A k h i g b e ,  2 0 1 3 ) .  I t  deals w i t h  the systematic and con t i nu i ng  

process of  ana lys i ng  manpower needs under muta t i ng  cond i t ions  and deve lop ing  

workforce p o l i c i e s  su i t ab le  to the longer-term effect iveness of an organisa t ion 

(Fajana,  2002 c i t e d  in A n y i m ,  et a l . .  2 0 1 2 ) .  I t  would h e l p  organisa t ion to overcome 

from such c h a l l e n g e s  by scheming t h e  number o f  employees,  as w e l l  as t h e i r  job 

descr ipt ion ( K l e i m a n ,  2 0 0 0 c i t e d  i n  B a l a t b a t ,  2 0 1 0 :  Khera a n d  G u l a t i ,  2 0 1 2 ) .  H u m a n  

p l a n n i n g  is t h e  a r c h i t e c t  o f  a c h i e v e m e n t .  W i t h o u t  good and objective h u m a n  resource 

p l a n n i n g ., r e c r u i t m e n t ,  s e l e c t i o n  & p l a c e m e n t  a c t i v i t i e s  w o u l d  be waste efforts .  

Recruitment, Select ion Ptacemaent 

Recruitment,  s e l e c t i o n  & p l a c e m e n t  e x e r c i s e s  are a t  the heart of o r g a n i s a t i o n  

a n d  they have to be w e l l  done t o  pave the way for the effectiveness of the o r g a n isa t ion 

(Nnad i ,  2 0 [ 0  c i ted i n  Oko locha ,  201). Rec rui tment is a process through which an 

organisation attracts i nd iv idua l s  w i t h  su i t ab le  job knowledge and ab i l i ty  to select and 

p l a c e d ( H s u , e t a l ,  2 007)  
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Sleetion is the process of choosing the most su i tab le  persons and in terv iewed those 
min'lil lo  are most l i k e l y  to be suited to the job under cons iderat ion by matching the 
it hilftlitications of  appl icants with placement (Gupta, 2006 c i ted i n  Kepha. 2 0 1 4 ) .  Jus t  

zccuiting and select ing an employee to an organisat ion is not enough.  P l a c i ng  {he 
@ht man in the right job is equal ly important. P lacement is the process of ass ign ing 
[Evy employee to a posit ion within his or her sphere of  author i ty where the employee 
Lil/ have a reasonable chance for success  in an organisat ion (Akpan ,  2009 c i t ed  i n  
[oh. 2 0 1 2 :  Dessler, 2008 ci ted in Kavoo-Linge and Kiruri. 2 0 1 3 ) .  It was defined as 
lle determination o f  the job to wh ich an accepted candidate is to be assigned and hi 

ignment to that job Dawra, 200 1  c i ted in  Adom, 2009) .  After an employee I 
fTcruited, se lec ted and placed .  I t  i s  necessary for the employee to be appraised i n  order 
lietermine his or her performance on the job .  The outcome of the appraisal would 
fther de t e rm i ne  whe ther  he or she is promotable or not .  

Performance.Appraisa i  
Performance appraisa l  is a system which provides organisations w i th  a  mean 

G, ident i fy ing not orly what personnel  performance leve ls  are but which areas those 
els need to be improved i f  maximum use is to be made of human resources 

limo. 2000c i ted in Obisi, 2 0 1 1 ) .  
I t  has been defined as the process o f  evaluat ing the performance and 

[aalifications of the employees in terms of  the requirements o f  the job for which they 
he employed. for the purpose of  administration inc luding placement, se lect ion and 
Gher action, which require preferential treatment among members of  a  group di 

dist inguished from actions in respect o f  their current performance as wel l  as 'hell 
fotential for future deve lopment (takpa, et al 2 0 1 3 .  To achieve high p e r f o r m a n c e  
[ o n g  N a t i o n a l  l ibrary o f  N i g e r i a' s  e m p l o y e e s ,  o b j e c t i v e  wrormane a p p r a i s a l  
feds to be ergonomically p r a c t i s e d .  I t  i s  very c r i t i c a l  thing to e v a l u a t e  t h e  human 
esources objective l y  i n  an o r g a n i s a t i o n .  
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Human Resource Management ?rac i i c e san,Joi  Performance 

I n  every  o r g a n i s a t i o n  h u m a n  resource m a n a g e m e n t  p r a c t i c e s  f o c u s e s  0I 

o p t i m a l  u t i l i z a t i o n  and m a n a g e m e n t  o f  t h e i r  h u m a n  r e s o u r c e s  e f f e c t i v e l y  i n  o r d e r  t 

a c h i e v e  m a x i m u m  o u t p u t  a n d  t h a t  h u m a n  resources p l a y  a n  i n t e g r a l  role i n  a c h i e v i n g  
an i n n o v a t i v e  a n d  h i g h - q u a l i t y  p r o d u c t  s e r v i c e  ( i e e t  and S a y e e d u z a f a r ,  0 1 4  

S tud ies  l i k e  ieshack ,  Pavmaster and Lyndon ( 0 1 3 )  and Kaver i  and Prabakarar 
-  ­  

( 0 1 3 )  found that there w a s  a  very s t rong p o s i t i v e  r e l a t i o n s h i p  be tween  humat 
resource management pract ices and  emp loyees ' j ob  per f ormance .  Others have als 
es tab l i shed tha t  human resource p l a n n i n g  as a d i mens ion  o f  human re sore ,  

,_ I 

management prac t ices had i n f l uence  on performance o f  employees in organisations. 

I  

Akoh ( 2 0 1 2  Opayemi and  Oyeso l a  ( 2 0 1 3 )  and  Kepha et a l  ( 0 1 4 )  revea le 
I  

that empl oyees' per f ormance and  recru i tment and se lect ion were h i gh l y  s ign i f icant  
-· � -· � I 

June and Mahmood t o 1  I  and ( Des l e r .  00cited i n  avo o-L inge and K i r u r i ,  2 0 1 3  
]  

conc luded that  there w a s  a  s i g n i f i c a n t  po s i t i v e  r e l a t i o n s h i p  between placement and 

job  performance. K l e i man ,  ( 0 0 0  c i t ed  i n  Ba la tba t ,  ( 2 0 1 0 )  and Ak inbow ale .  t 0  

re\ calcd p(_) s i t i \  e  s ign i t 1L · : 1n t  cmrch t inns  bet\\ 'CCl1 _job performance and pcrfornunL-i 
I  appra i sa l .  From t h e  forego ing ,  i t  an be deduced tha t  i f  human resource managemen 

; , 1 : 1 (.__ t 1 L · L " ,  h  , t p 1 , l i l. : d  : 1 p p ru p r i a k · l y  i 1 1  t h e  \ ; 1 t i ( H 1< d  l i b r a r y  o  N i g e r i a ,  i t  \ \ · i l l  L·ausc' h i g l ]  
w r t o r a n c e o t t h e  p e r s o n n e l  

Theoret ica l  Framework 

lob p e r f o r m a n c e  i s  a  c e n t r a l  c o n s t r u c t  i n  i n d u s t r i a l  o r g a n i s a t i o n a l  p s y c h o l o g y  
A u s t i n  a n d  V i l l a n o v a ,  1 9 9 : C a m p b e l l .  I 9 9 0 :  M u r p h y  a n d  C l e v e l a n d ,  I 9 9 5 :  S c h m i d  

a n d  H u n t e r .  I 9  c i t e d  i n  C h o c k a l i n g am and Den iz ,  2 000) .  Per f ormance d imens i o n'  
have been des igned f or l ib rary jobs or re la ted to work general ly ,  wo rking cond i t i o ns . '  
new work requ i rements  resu l t ing from t he  i n c i d en t .  

N IGERB IBL 1OS VOL 27 NOS 1 & 2  JAM-DEC. 2° 



nd have been ei ther developed as stand-alone measures or as a set of dimensions 
ntended to cover  a  large proportion o f  the total performance variance o f  employees 

uses ' { B i n n i n g  and Barret t ,  I989 ci ted i n  Viswes-varan and Ones. 2000 ) .  The crux of this 
order '  ­ study is on job performance, therefore, the  theoretica l framework on which to anchor 

· h i e v i t  i t  is the theory o f  adaptive performance by Pulakos .  et al ( 2000 ) c i t ed  in  L i  and Huang, 
0 1 l M 2 0 1 2 ) .  Adapt i ve  performance refers to as individuals' behav ior tha t  i s  modi fied to 

bakar d  J  .  - e s  · A [m e e t  changes  ne 
h u m  Adapt i ve  performance was div ided into e igh t  d imens ions ,  they are; hand l i ng  
v e a l  

emergencies or cr i s i s  s i tua t ions ,  handling work stress, s o l v i n g  problems creat ively ,  
' S o r e  

dea l ing with uncerta in unpred ic tab le  work s i t ua t i ons ,  l e a r n i ng  work tasks ,  

t e chno log ies ,  and p rocedures ,  demons t ra t ing  i n t e rpe r sona l  adap t ab i l i t y ,  

Veale demonstrating cu l tu ra l  adap t ab i l i t y  and demonstra t ing phy s i c a l l y  or iented 

Ions .  

fican 

t am 

'  
I  

anc 

me 

• hgl 
� ,  

I  

I  

I  log 
�-1 

mid 

I  
on 

I 
s 0; 

adaptab i l i ty (Pu lakos ,  et a l  ( 2000 )  c i ted in  Li and H u a n g , t 2 0 1 2 ) ,  and based on these 

d imens ions he deve loped a job adapt ive inventory. 

Adap t i v e  performance i s  the effectiveness, e f f ic iency ,  economy,  productiv i ty, 

behaviour and output d isp lay by information professionals as expecte d  by t h e i r  j o b  

d e s c r i p t i o n ,  a n n u a l  performance appraisal  or e v a l u a t i o n  form and mandate o f  the 

o r g a n i s a t i o n .  

It relates to t h i s  present study in  the sense that i f  the per sonnel  of the N a t i o n a l  

l ibrary o f  N i g e r i a  a d a p t  to s o l v i n g  p r o b l e m s  c r e a t i v e l y ,  d e a l i n g  with 

uncerta in  unpredictable work s i t u a t i o n s ,  l e a r n i n g  work tasks and t e c h n o l o g i e s ,  

c o n s e q u e n t l y  these w i l l  e n h a n c e  their  j o b  performance. T h i s  study was set to 

empirically a n a l y s e  human resource management p r a c t i c e s  i n  the N a t i o n a l  l i b r a r y  of 

N i g e r i a .  
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Conceptual Framework 

w i th  dimension 

Independent  var iab le  w i t ?  dimens ions  

Dependent var iab le  

r  Human resource management practices 

• Human resource planning 
e Recruitment, selection and placement 

• Performance appraisal 
. #  
..  

.  

Figure 1 :  Conceptual Framework of the study 

» Job Performance 

• Adaptive Performance 

The conceptual framework proposed for th i s  study was designed by tl 

researcher. The model shows the independent var iab le (Human resour 

l  [  

I  

management pract ices)  with dimensions (human resource planning, performan 

appraisal, recruitment, selection & placement which influence the dependent variab 

( Job  performance) w ith dimensions (Adaptive performance). 

Thus,  performance; (Adaptive performance), which i s  the dependent variabl  

is greatly influenced by the independent variable either negatively or posit ively. 
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Public Service 

on human resource reiv ing 
-  2  

The presentation and analysis of data was based on the retrieved responses. I'We 

Thus, such personnei' performance is likely 

Department (PSD SOUTH), Col lec t ion Development and Processing Departmenl 
Officer's office, Public Service Department ( P S D  NORTH), 

ques t ionna ire .  Questionnaire distribution and response rate cut across a l l  departments in the 
Nat ional l ibrary of Niger ia .  { h e  percentage of questionnaires returned are as follow: 
10 ( 9 3 . 0% 1 4 5  (78 .4%} 75 ( 78 . 9%) ,  40 (93 .0%) ,  7 1  (89.9%. 45 ( 8 8 . 2 % :  i' 
( 86 .2%) :  65 ( 9 1 . 5 % ) ;  and 29 (85 .2%)  from National Librarian Chief  Execute 

response rate o f  85 .4% .  The different leaves such as annual leave, casuai lee. 

maternity leave, sick leave, study leave, leave of absent affected the return rate of tht 

thirty ( 6 3 0 ) .  The retrieved questionnaires were found vaiid for analysis, gin {  

hundred and thirty eight ( 5 3 8 )  questionnaires were retrieved out of  six undie am 

Presentation and Analysis a~ 

to the fact that any modification on the independent variable w i i i  have z sign!ien 
influence on National iibrary of Nigeria' personnel' job performance. 

management praetices. The success or failure of  National l ibrary o!  Nigeria l i kely 
depends on how human resource management practices are manage Ths trans!at 

resource planning, performance appraisal, recruitment, select ion & placement re 
likely to have influence on job performance (Adaptive performance) of personnel 1 
the National Library of Nigeria. 

addition, it is  believed that, human resource management practices such a '~3a 



( C D P D ) .  N a t i o n a l  Bib l iograph ic  Control Department ( N B C D ) .  Virtual  Library 

S e r v i c e s  D e p a r t m e n t ( V L S D ) ,  P l ann ing  Research and Statistic Department ( P R S D ) .  

Human Resource/Admin is trat ion Department and Acount & F i n a n c e  Department 

respectively. T h i s  implies t h a t  a  t o t a l  number f 5 3 8  which w a s  8 5 . 4 %  of the t o t a l  

populat ion of630  q u e s t i o n n a i r e s  distr ibuted were returned. 

H o L :  There are no significant r e l a t i o n s h i p s  among human resource plann i ng 

performance a p p r a i s a l s .  recruitment,  selection and placement an job performance o t  

personnel in t he  Nat iona l  hbrary of Nigeria 

1  I  
Table I :  Presentation and Analysis of 'urn!ary cf Tests o f  Significant 

Correlations between Human Resource Panning, Recruitment Selection and 

Placement, Performance Appraisal  and Soi Performance of Personnel  or the 

National library of Nigeria 

.  (  )( )  ( )  

. 0 { 0  

r I  .  A. .ii.roll 
- - 

H R P  1 5 7 7  5  50,pr r 7 i F  

R S  5 3 8  S < J . 'l : l l l ()  1 1  J  7 . 0 5  -  

I  I  p.\ 5 3 8  4 , 9 J o o  1 3 . 4 7  0 . 1 2 9 8 5 3  

I  I P  5 3 8  7 9 . 6 9 0 0  I 8 . 7 5  '  -  

I  
0 . 2 6 7 1 8 9  

,i  

I . 0 0 0  

Ar.Lt 1 

I 

' I 
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Author's field survey 2 0 1 5  

The presentation of Table 1 revealed that the correlation coefficient ' r'  between human 

resource planning, recruitment selection and placement, performance appraisal-and 

job performance of personnel of the National library of Nigeria was . 1 8 9 5 3 5 . ­  

1298 5 3 , - . 2 67 1 8 9  and P-0.05 respectively. Since P-0.05. Based on th i s .  the n u l l  

hy poth esis was rejected. It implies t h a t  there were s i g n i f i c a n t  c o r r e l a t i o n s  b e t w e e n  

human resource p l a n n i n g ,  r e c r u i t m e n t  s e l e c t i o n  and p l a c e m e n t ,  performance 

a p p r a i s a l  a n d  j o b  performance of p e r s o n n e l  of t h e  N a t i o n a l  l ibrary o f  N i g e r i a .  This 

finding supported Akhigbe ( 2 0 1 3 )  i n d i c ated that human resource p lann ing is a key 

factor in ensuring the effectiveness and efficiency o f  organisat ions.  Kepha, et a l ( 2 0 1 4 )  

indicated that the correlation between employee performance and recruitment, 

se lect ion and placement were h ighly significant .  A standardised methodology o f  

selection has a direct l ink to high lob performance (Opayemi and Oyesola, 2 0 1 3 ) .  

There was a significant posit ive relationship between placement (person- job fit) and 

job performance (June and Mahmood, 2 0 1 1 ) .  Adequate performance of employees is 

based on performance appraisal pol icy that w i l l  improve j o b  performance 

(Akinbowale, 2 0 1 3 ) .  

Ho2:  There is no significant jo int  influence of human resource p lann ing ,  performance 

appraisals, recruitment, selection and placement on job performance of personnel in  

the National library of  Nigeria 

Table 2 :  Presentation and Analysis of Joint Influence of Human Resource 

Planning (HRP), Recruitment Selection and Placement (RSP), Performance 

Appraisal (PA) on Job Performance (JP) of Personnel i n  National library of 

Nigeria 

N IGERB IBL IOS VOL 27 NOS 1 & 2 ,  JAN-DEC. 2 0 1 8  

58 



4 : • • • • •  v  e . s e e .  -  n  1  I  t  I  
i  ti j u 4 t u t  4 4 t a t  t  w  ,  w  a  

A N 0 V A  

S u m  o f  

M o d e l  S q u a r e s  

l  R e g r e s s i o n  0 9 5 . 2 3 1 7  

R e s i d u a l  1 7 3 1 7 . 8 1 7 3  

I 
[ 5 4 1 3  0 4 9 0  

I  

p0.05 

A u t h o r ' s  f i e l d  s u r v e y ,  2 0 1 5  

Predictors: Human Resource Planning, Recruitment, Select ion,  Placement, 

Performance Appraisal 

Dependent variable :Job Performance 

The presentation of Table 2 revealed significant combined influence of the 

independent variables (human resource planning, recruitment selecti on and 

placement, performance appra isa l )  to the predict ion of job performance of personnel 

of National library of Nigeria . The result yielded a coefficient of multiple regressions 

R-0 .6 1 8 ,mu l t i p l e  R-square =-0.382 and Adjusted R square -.0.150. 
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i[his suggests that the three factors combined accounted for 3 8 % ( R 0 . 3 8 )  variation 

in the prediction of job performance. The other factors accounting for 62% variation 

in the prediction of job performance arc beyond the scope of this study. The Analysis 

f variance result from the regression analysis shown that the analysis of variance for 

I [ h e  regression yielded a F-ratio o f 9 . 1 9 3 2 .  The results o f  the Analysis of Variance in 

[ [ h e  table shown that there was a s ign i ficant  difference in the h u m a n  resource p lanning,  

[recruitment selection and placement, performance appraisal practices among 

personnel in re lat ions to their job performance. The differences were significant at 

Pe0.05. This finding supported Nelson ( 1 9 9 7 )  cited in Sasirekha and Ashok (20 13 )  

and Ubeku ( 1 9 8 3 )  in Anyadike ( 2 0 1 3 )  that human resource planning, performance 

appraisal, recruitment, selection and placement practices had significant influence on 

job performance. 

H o 3 :  There is no highest significant difference in human resource planning, 

performance appraisals, recruitment, selection and placement and job purlortan 

practices among personnel in the National library of Nigeria. 

Table 3 :  Presentation and Analysis of Tukey Highest significant Difference Post 

Hoe Scheffe Test in Human Resource Planning (HRP), Recruitment Selection 

and Placement (RSP), Performance Appraisal (PA) and Job Performance (JP) 

Practices among Personnel in the National library of Nigeria 
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The presentation of Table 3 shows that there was significant difference between 

job performance and human resource planning; job performance and recruitment, 

selection and placement; job performance and performance appraisa l .  The 

performance appraisal had higher mean difference than the recruitment, selection and 

placement, which implies higher difference. Similarly, both performance appraisal 

and recruitment, selection and placement had higher mean values than human 

resource planning. The implication of this is that both the performance appraisal and 

recruitment selection and placement had higher differences. One major novel 

significant revelation in this analysis was that there was no significant difference 

between human resource planning and recruitment, selection and placement; human 

resource planning and performance appraisal; recruitment, selection and placement 

and performance appraisal respectively. As a result, there is  dearth i n  literature to 

corroborate or disagree with these findings.  

Conclusion 

Conclusively,  the main thrust of t h i s  study was to e m p i r i c a l l y  analyse human 

resource management practices in  the Nat ional  l ibrary of N i g e r i a .  In doing ths, three 

research questions and three hypotheses were formulated to undertake the task. The 

summary of the sal ient findings are presented as follows: 

I .  There were significant correlations between human resource p lanning,  

recruitment select ion and placement, performance appraisal and job 

performance of personnel ofthe Nat ional  library of Nigeria; 

2 .  There was significant jo int  influence of human resource planning, 

recruitment selection and placement and performance appraisal on job 

performance of personnel of Nat ional library of Nigeria; 
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3 .  There was no significant difference between human resource planning 

and recruitment, selection and placement; human resource planning and 

performance appraisal ;  recruitment, select ion and placement and 

performance appraisal respectively. 

From the findings, it can be deduced that a good human resource planning is as 

good as human resource management practices because human resource planning 

involved a l l  d imensions of human resource management practices. In other words, a 

good plan i s  as good as work done.  Also performance appraisal is a good determinant 

of recruitment, select ion and placement. An objective performance appraisa l  

determines which candidate should be selected and placed to what pos i t ion 

respectively. 

For job performance to be high among personnel of  National library of Nigeria 

there is need for strategic joint  appl ication of human resource planning, performance 

appraisal, and recruitment selection and placement as dimensions of human resource 

management practices. Once these factors are carefully taken care of in the Nat ional  

library of Nigeria, the level of  job performance is expected to increase. 

Recommendations 

Based on the findings of th i s  studv, the following recommendations are herebv made. 
4 

1 .  The management of the Na t iona l  library ofN igeria should have an ergonomic 

human resource plan which should be executed strategically and accordingly 

to boost personnel' job performance; 

The management of the National library of Nigeria should engage in al l  human 

resource practices so as to bring about joint performance; 

3 .  The management of the National library of Nigeria should imbibe the practice 

of objective performance appraisal. It is a good determinant of proper 

recruitment, selection and placement.  
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