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HUMAN RESGURCE MANAGEMENT PRACTICES IN THE NATIONAL
LIBRARY OF NIGERIA: AN EMPIRICAL ANALYSIS
OYETUNJL, O.D
NATIONAL LIBRARY OF NIGERIA

Abstract

The study empirically analyvzed human resource managrement practices in National
Library of Nigeria. It adopted a survey design. Data were collected using validated
questionnaire and was analvzed using Descriprive statistics, Analvsis of Variance
(AN OVA), Multiple Linear Regression and Tukev Highest signiticant Difference post
hoe Schetfe test with the aid of Statistical Package for Social S'ciences. The study
found significant readerships between human resburce planning:,  recruitment,

selection and placement, performance appraisal and job performance of personnel of

National library  of Nigewa (r= [89335-129833,-267189 and P<0.05
respectively). Analvsis of multiple regression unveiled that independent variables
(human resource planning:, recruitinent, selection and placement, performance
appraisal) had significant joini ivfluence on job pertormance of staft of National
library of Nigeria: F-ratio of 91932 . P<000: R =0.618, nultiple R-square =0.382
and Adjusied R square =(.150; P < .05). The independent variables jointly
accounted for 387 o R . 58°) variation in the prediction of job 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; recruitiaent, selection and placement and performance
appraisal respectivelyv. It was recommended that hman resource mancigrement
practices should be accorded importance managed in National library of Nigeria
because vwithout objective manpowei plannings, performance appraisal, recruitment,
selection and placement, high job performance cannot be achieved.
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Introduction

Human resource manag ement practices in the National library of Nigeria have
been topical issues because pertormance of statt depends on it. Most ot the problems
of the National library of Nigeria emanate from poor human resource managenient
practices (human resource planning, performance appraisals, recruitment, selection
and placement. Job performance of National library of Nigeria stat T depends on human
resource planning, pert ormance appraisals and recr uitment. selection and placements
which are human resource management practices in the National library of Nigeria.
Human resource management practices in the National library of Nigeria are s upposed
to positively boost staft” morale and influence their task. contextual and adaptive
performances agamst counterproductive perlormance.

The management of the Nationu tibrary of Nigeria under the leadersiip of the
National librarian(NL)CEO:Prol Lenrie Olatokunbo Aina has @k en it upon himsell
to use crgonomic human resource management practices o b oost staft morale and
causc high job performances. Human resource management is 1 management
methodology that involves the establishment and execttion of policies. programmes
and procedures that mtluence the performance, capabilities and loyalty of the
employees of an organisation (Dec, 2010 cited in Nyameh and Altine, 2013). Human

resources are the lite bloods of National library ot Nigeria, combining other resources
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in the right mix formulate appropriate strategies tor the accomplishment of the desired
arce . -
objectives (Anyim, Ekwoaba and Idch, 2011). Human rcsource management is a

rent, planned approach to managing staft eltectively for pertormance (Ojebiyt and Amos,
2013). Planning 1s an important ingredient in all endeavours.

Human resource planning is essential to National library of Nigeria. A good
human resource planning is crucial to the achicvement of high job pertormance.

l Having the right emiployees to meet National library of Nigeria mandates is the secret
1ave
of 1ts success. Theretore; National library of Nigeria should endeavour to recruit the
cms
right personnel mto the system by making and exccuting a good human

1ent . .
resource/manpower recruitment plan. Human resource planning s a systematic

tion
analysis process of ensuring that the human resource (manpower) needs of National

nan , e : - . o :
library of Nigeria are identitied and plans are made for satislying those requircments

nts . .. . - e B :
for productivity and organisational eflectiveness and ctficiency (Akhig be, 2013).
ria, . : : . : . :

Successtul recruitment starts with proper employment planning and forccasting

<€d (D‘j'db‘dtc}/ﬂ 2012)

Recruitment begins with the identification of vacant position in an organisation
tollowed by internal or external advertisement of such position and then selcction
betore placement. [t vacant position 1s well advertised, this will give room to the
management of organisation to select the best potential personnel with promising hig h
job performance through mternal and external advertisements. National libraries'
human resource practitioners and academics worldwide hold the belief that, survival,
erowth and development of national librarics grossly depend on an cffe ctive and
ctticient culture of recruitment, sclection and placement of people endowed with broad
and deeper range of core competencics, preterred attitudes, knowledge, skills and
experiences (Ofort and Aryeetey, 2011). Organisation recruiters need to be more
selective m their choices, since poor selection decisions can produce long-term

L,

2014).

(Ve

negative eltects(Azzam, eta
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Sclection 1s a process of gathering information for the purposes of evaluating
and deciding who should be employed in a particular organisation jobs (Madan,
2012). Sclection interview and selection test arc most suitable tools to predict
prospective organisation cmployee placement and pertormance (Armstrong, 2009 in
Opayemt and Oyesola, 2013). Placement is the process ot assig ning a new library
employece to a detined position and given a job description within his or her sphere of
authority wherc the emwployee will have a good chance of being successtul and
appraisable (Dawra, 2001 in Adom 2009; Dessler. 2008 cited m Linge and Kiruri,
2013).

The ultimate goal of pertormance appraisal in the organisation should be to
provide information that will best cnable managers improve statf performance
(Oshode.Alade and Arogundade, 2014).Adequate job pertormance of employees that
1s based on performance appraisal policy will improve communication, quality of
working lite, make employees feel valued by the organisation and improve job
performance (Akinbowale and Lourens, 2013).

Job pertormance is a multidimien sional phenonmienon whose elements include

ettectiveness, etliciency, economy, productivity, behaviour, output of a staft on the

job, measurable in terms of quality and quantity of job pertformed or done (Obadan,

1999 cited m Nakpodia, 2011). Job pertormance in National library of Nigeria has
been Jow due to human resource management practices problems such as poor human
resource planning: performance appraisal; recruitment, selection and placenmient
which have led to low performance in satistaction of users' inf ormation need.

It was against this background that this study cmpirically analysed human

resource management practices in the National library of Nigeria.
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Statement of the problem

Prior studies and my 18 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 challenges such as: poor human resource
management practices (Oyetunji, 2015); human resource (manpower) planning;
performance appraisals, recruitment, sclection and placement practices in National
library of Nigeria arc affe-cted by political and interpersonal connecttons, as a result,
superior officers do not have adequate control over the subordinates who arc
supposedly more connected and could use thesc connections to pay back for any
disciplinary actions taken agamst them (Akoh, 2012). Thercby short-circutting the
recruitment laid down procedures. Staft that were released and sponsored based on
manpower needs ot National library of Nigeria taced problem ot delayed conversion
as a result of no acknowledgment; wrongtul acknowledgment and non processing ot
applications for National hbrarian's approval in order to truncate timely conversion
and payment of training allowances after completion of course(s) of instruction); poor
rescarch skills amongst the stalt and demotivation of few statf that embark on
research; non-paymient of master's sponsorship allowance, demotivation and
administrative harassment ot staff willing to embark on Ph.D. research to solve the
National library of Nigeria's problenis; hoarding of vital intformation such as circulars
and sentimental information dissemination which have led to low job pertormance
and information scrvices (LISs) and contributed to exaccrbate poor satistaction of
users'queries or information needs (Bivan, 2017).

National library of Nigeria personnel were not aware of the human resource
management practices such as reward progranime in place and may not understand

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

nomination tor sponsored Nigerian Library Association, Librarian Registration

Council of Nigeria, African Library & Intormation Association, International
Federation of Library Associations and Institutions
confercnces/seminarsiworkshops, sensitization, attitudinal change, capacity building
training and readers promotion camipaigns programmes every vear at the expense of
the majority in the Public Services Department (all branches across 36 States of
Nigeria including Federal Capital Territory, Abuja). All these have demoralized and
demotivated the marginalized staft and as a result generated to low job performance as
cvidenced in poor satistaction of users' mformation needs. Though the National
library of Nigeria has made great eftorts in managing these problems, these cttorts
were largely madequate in relation to its enviable position as the library ol libraries,
These problems mmpact negatively on National library of Nigeria's personnel' job
performance. In some instances, users like security personnel, public and civil
servants complain bitterly of poor services, inadequate attention to their requests and
unsafisiied answers to queries ik ¢ information for their research information needs. It
was against these rcasons that this study empirically analysed human resource
management practices in the National library of Nigeria.

Objective of the study

The broad objective of this study was to empirically analyse human resource
management practices i National library of Nigeria. Specitically the study sought to
investigate:

[. The signiticant relationships among human resource planning, pertformance
appraisals, recruitment, sclection and placement and job pertormance of
personnel in the National library of Niger1a;
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The significant joint influence of human resource planning, performance
appraisals, recruitment, selection and placement on job performance of
personnel in the National library of Nigeria;

3. The high significant difference in human resource planning, perfOrmance
appraisals, recruitment, selection and placement and job pert ormance practices
among personnel in the National library of Nigeria.

Research Hypotheses
The tollowing null hypotheses guided the conduct of this study and they were tested at
05 level of significance.
Hol: There are no significant relationships among human resource planning,
pert ormance appraisals, recruitment, sclection and placement and job pertormance of
personnel in the National library of Nigeria;
Ho2: There is no significant joint int Tuence of human resource planning, pert ormance
appraisais, recruitment, sclection and placement on job pertormance of personnel in
the National library of Nigeria;
Hos: There is no high signiticant difterence in human resource planning, pertormance
appraisals, recruitment, sclection and placement and job performance practices

among personnel in the National library of Nigeria.

Research Methodology

The research design adopted tor this study was survey desien. 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 Pertormance

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 Statisticai Package for Social Sciences. The
questionnaire was divided into tive 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 Scaie-
Developed by Ugwoke (Z2011); the scale had 42 itemis. It was divided into tive
segments such as A; human resource planning, it was adapted, validated and had a
rcliability coefficient Cronbach alpha 0.75, B; recruitmient, selection and placement, it
was adapted, validated and had a reliability coetticient of (@ =0.83) using Cronbach
alpha method. C; pertormance appraisal scale developed by Agbo (2014): it was
adapted, validated and had reliability coetticient of (« =0.83) using Cronbach alpha
method. The scale adopted response patterns of Likert 5-point scale ot strongly agree
=35, agree =4, undecided = 3, disagree= 2, and strongly disagree = 1. Section C: Job
Pertormance Scale - Developed by Ponoola's (2002) the scale had 21 items. Tt
measuied the level ot job pertormance among personncl of National library of
Nigeria. It was adapted, validated and had reliability coefticient of ( ¢ =0.82) using
Cronbach alpha micthod. The response categories are Excellent(Exc) =5, Verv good

(VG) =4, Good (G)=3, Fair (F)=2, Poor (P) =1

The Human Resource Management Practices and Job Performance
Questionnaire was adapted, validated and had reliability coefficient of (¢=-0.97). The
instrument was thercfore considered reliable since it is the gencral rule of thumb in
research, a rule that allows one to estimate quickly whenever a large calculation 1s
required, 1s that reliability should be at least 0.70 (Orodho, 2005).
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Literature review

The purpose ot this literature review 1s to esitablish what is already known about
the human resource management practices, to evaluate the empirical clams of
published literature, and to 1dentify the weaknesses or imitations ol this knowledge as
the basis for this study. The essence 1s to track down every scholarly presented paper
that 1s somehow related to the rescarch topic. The related literature is reviewed under
the tollowmg sub-headings: Human Resource Manasement Practices: Human
Resource Planning: Recruitment, Selection & Placement: Performance Appraisal;
Human Resource  Managenment  Practices and  Job Performance:;  Theoretical

Framework and Conceptual Framework.

Human Resource Management Practices

Human resource management practices  are  human  resource  planning,
performance appraisals, recruitne nt, selecuon and placement practices. Human
resource management practices have evolved from personnel management m the
carly 1900s and throug h the term "human capital management'- popularly used by
many large firms. Human resource management practices play an mportant roie mn
formulating and implementing organisational stratcoy ( Asiedu- Appiah. Kontor and
Asamoah, 2013). Human resource management practices consist ol many policies
and practices such as recruttment and selection, pertormance appraisals, traming,and
compensation that are used by managers (o recruit, select, develop, utilise, reward,
and maximize the potential of human resources - organisations  (\degams on,
Frankling and Byrd, 1993 eited m Tangthong,  Trimetsoontorn and Rojmiruntk ul,
2014, It s the philosophies, policies, procedures, and practices related to the
management of personnel within an  organisation (Beardwell, 2004 cited 1n
Majumder. 2012y, Natonal library ol Nigeria needs o formulate strategic human
resource management practices based on best practices o mfluence high job

pertormance ol its pers onnel.
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Human Resource Planning
The first step in human resource planning is personnel; it aticmpts to determine
the supply ot and demand for various types of human resource to predict arcas within
organisation where there will be fabour shortages and surpluses (Noeetal,, 2011).
Human resource planning is the entry point ot human resource management
concerned with the determination ol human resource requirements, job analysis.
recruttment, sclection and placcment (Vondy and Noe, 2006c¢ited inAnyadike 2013).
Proper human resource planning facilitates human cesource utilisation system that
affords human resource more ette ctive cqual employvment opportunity planning, o
better chance to participate in planning their own careers and to share m traming and
development experience (Akhigbe, 2013). It deals with the systematic and continuing
process of analysing manpower needs under mutating conditions and developing
worktiorce policies suitable to the longer-term cffectiveness of an organisation
(Fajana, 2002 cited in Anyim, et al. 2012). It would help organisaton to overcone
from such challenges by scheming the number of employees, as well as their job
description (Klemman, 2000ctted m Balatbat, 2010; Khera and Gulat, 2012). Human

FobGuide praniing is ossential i organisations ke Svadioaal Hbrary of Nigeria,

planning ts the architect of achievement. Without good and ob jective human resource

planning recruttment, selection & placement activities would be waste eftorts.

Recruitment, Seicction & Placeraent

Recruitment, sclection & placement exercises are at the heart of organisation
and they have to be well done 1o pave the way for the effectiveness of the organisation
(Nnadr, 2010 cited i Okolocha, 201.2). Recruttment 1s a process throug h which an
organisation attracts individuals with suttable job knowledge and ability to select and

placed(Hsu,ctal.. 2007).
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L loction s the process of choosing the most suitable persons and interviewed those

o are most hkely to he suited to the job under consideration by matching the

ithit P itications of applicants with placement (Grupta, 2 2306 cited in Kepha, 2014). Just

Sruiting and selecting an emplovee to i organisation is not enough. Placig the
Yt man in the right job is cqually important Placement is the process of assigning a
“emiployee to a position within hus or her sphere of authority where the employee

PR Lave a reasonable chance for suceess in an organisation (AKpan, 2009 cited n
Mkoh, 2012; Dessler, 2603 cited in Kavoo-Linge and Kir wri. 2013y, Towas detined as

TR dotermination of the job to which an acce pted candidate is to be assigned and his

W ionment to that job (Dawra, 2001 cited in Adom, 2009). After an employee 13

o ruited, selected und placed. ltis necessary for the employee to be appraised in order
0¥ determine his or hel - pertormance on the job. The outcome of the appraisal would
thor deternine whether he or she s pmnmtabk or not.

Performance Appraisal

Performance appraisal 1s a4 system w hich provides organisations with a means
hidentitying not only what personnel pertormance levels are but which arcas those

X ols need to be improved it maximum use 13 to be made of human resources

It has been detined as the process ol evaluating the performance and
Lalifications of the employees i terms of the requirements ol the job tor which they
Tre cmployed. for the purpose of adnmimistration including placement. selection and
Mher action. which require prctc‘rentml (reatment among members of @ group as
Uistinguished trom actions in respect of their current performance as well as thew
Yotential Tor future development (Atakpa, ct al 20131 To @ i chieve high performance
among Nationai hibrary ol Nigeria's employees, objective prrrformance appraisal
F.ods to be ergonomically prac fised. It is very critical thing to cvaluate the human

tosources objectively i an Organisation.

NIGERBIBLIOS VOL 27 NOS 1 & 2. JAN-DEC. 2018,

e




Human Resource Management Practicesand Job Pertormance

[n crery organisation human resource management pracices loctses or
optimal utilization and management of their human resources eltectively m order b
achieve maximum output and that human resources play an integral role i achieving
an innovative and high-quality product sersice (Jeet and Saveeduzatarn 2014
Studies like Meshack, Paymaster and Lyndon (2013) and Kaveri and Prabakaray
(2013 tound that there was a very strong positive relationship between hum;n‘;

resource management practices and employees'job performance. Others have als

'

established that human resource planning as a dimension of human resowre

management practices had influence on performance of employees in orga nisations. |

Akoh (20121 Opavemi and Ovesola (2013) and Kepha et al (2014) reveal
that employvees' pertormance and recruitment and selection were highly sieniticant
June and Mahmood (201 1)y andMessler. 2008 cited in Kavoo-Linge and Kiruri, 2013

concluded that there was a signiticant positive relationship between placement an

| job performance. Kiciman. (2000) cited m Balatbat. (2010) and Akinbowale, (2012

revealed positive signiticant correlations benween job perfiormance and performane,

appraisal. From the foregomg. it can be deduced that i human resource man;lgemc*n‘

prctices oapplicd appropriatedy m the Natonal Tibrary of Niger, it will cause higlii
Socformunc ot the personnel.

I'heoretical Framework

Job performance is a central construct in industrial organisational psyvcholow
CAustin and Villanova, 1992:Campbell, 1990: Murphy and Cleveland, 199505 ¢hnid
and Hunter. 1992 cited in Chockaling-am and Deniz, 2000). Performance dimension

- have been desiened Tor library jobs or related w work generally, working conditionso

- new work requirements resulting from the incrdent.
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and have been either developed as stand-alone micasures or as a sct of dimensions
mtended to cover a large proportion of the total performance variance ol employees

Binning and Barrett, 1989 cited m Viswes-varan and Ones. 2000). The crux of this
Ptudy s on job pertformance, theretore, the theoretical tramework on which to anchor
s the heory of adaptive pertormance by Pulakos. etal (2000)cited in Li and Huang,
2012). Adaptive performance refers to as individuals * behavior that 1s modified to
wetchanges mnew

Adaptive performance was divided  mto ecight dimensions, thev are: handling

emergencices or crists situations. handling work stress, solving problems creativelyr,

TSQUT

dealing with uncertam unpredictable  work  sttuations. Tearning  work  tasks,
technologies, and  procedures. demonstrating nterpersonal  adaptability,
demonstrating  cultural adaptability  and  demonstrating  physically  oriented
adaptability(Pulakos, et al (2000) cited in Li and Huang,(2012), and bascd on these
dimensions he developed ajob adaptive inventory.

1t ang
2013

1ang;

Adaptive performance is the el fectiveness, elficiency, economy, productivity,
behaviour and output display by imformation profiessionals as expected by their job
description. annual performance appraisal or evaluation torm and mandate of the

merf@®
LR Groanisation.

| PR
Wy . . N . .
' [t relates to this present study m the sense that tf the personnel of the National

library of Nigeria adapt to solving problems crcatively, dealing  with
uncertain unpredictable work situations, learning work tasks and technologies,
consequently these will enhance their job pertormance. This study was set to
empirically analyse human resource management practices in the National library of

Nigeria.
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Conceptual Framework

Dependent variable

with dimension

independent sariable with dimensions

R -y
~ Human resource management practices : )
e  Human resource planning

Job Performance
e  Adaptive Performance

e - Recruitment, selection and placement
o Performance appraisal
&

Figure 1: Conceptual Framework of the study

The conceptual tramework proposed for this study was designed by tl
researcher.  The model shows the independent variable (Fluman  resour

management practices) with dimensions (human resource planning. pertorman:

appraisal, recruitment, selection & placement which int Tuence the dependent variab
(Job pertformance) with dimensions (Adaptive perf Ormance).
J Thus, pertormance: (Adaptive pert ormance), which is the dependent variabl

= is greatly influenced by the independent variable either negatively or positively.

NIGERBIBLIOS VOL 27 NOS 1 & 2, JAN-DEC. 20




Jddition, it is believed that. human resource Management pracices suc b oas hagsan

resource planning, performance appraisal, recruitment. celection Ao place ment are

likely to have influcnce on job performance (Adaptive performance) of personnel 1n

the National Library of Nigeria.

Thus. such personnei. performanice 18 likely relying on human resouree

1

management practices. The success o Failure of National library of Nig-eria likely
depends on how hunyan resource management praclices are maa.ge G This transtaies

o the fact that any moditicotion on the independent variabic will have 2 signitican:

influence on National Library of Nigeria's personnel’ jod performance

pPresentation and Analysis of daia

The presentation nd analysis of data was based on the refrieved responses. Five
huncied and thirty eight (338) (uestionnaires were 1 ficved out of six handred and
thirty (630). The retrieved questionnatres were found vaiicd for analysis. given o

response rate of 3 4%, The difterent leaves such as annual leave, casuai leave,

maternity leave, sick leave, study leave, leave of absent alie cted the retuin raic of the

questionnaire
Questionnaire distribution and response rate cut dcross all departments in the

<o

National library of Nigeria ‘The percentage of questionnaires returned are as follow:
10 (93.0%): 143 (78.4%%y, 75 (78.9%); 40 (93.0%); 71 (RG.9%) 45 (88.2%%), 21D
(86.2%0) 65 (Y1 3%); and 29 (85.29%) from Nationa! Libraran {Chief Executive
Oflicer's oftice, Public Service Department (PSD NORTH). public  Scrvice

Department (PSD SOUTH), Coilection Development and Processing Department
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(CDPD). National Bibliographic Control Department (NBCD). Virtual Library
Services Departmen ¢(VISD). Planning Rescarch and S tatisie Department (PRSD),
Human Resource’ A dnmistration Department and Ac-count & Finance Department
respectively. This implies that o total number of 538 which was 85.4%, of the total

population o630 questionnaires distributed were retimed.

Hol: There are no steaticant relationships among human resource planning

performance appraisals. recruitment, sele ction and p lacement and job perlormance o

personnel m the National ibrary ol Nigeria

Table 1: Presentation and Apalysis of Surimary of Tests of Signiticant

Correlations between Human Resource Planning, Recruitment Selection and
s

Placement, Performuance Appraisal and Job Pertormance of Personnel of the
National library of Nigeria

Variables \—! X Eil S.D Ei CO(r) Sio P
|
1 ; . _...._,_jl_f; L i —_— I
HRP i. AN 62 700! )!}rl 6 é RO 3533 ﬁ)(m
RSP AN 3O .9R00 785 1} - 000
; i
PA SAN P AS9100 1347 0129833 i,mm
Iy
Ip 538 W 796000 | 1875 ] il -
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Author's field survey 2015

The presentation of Table 1 revealed that the correlation coctticient 't between human

resource planning, recruitment selection and placement, pert ormanee appraisal-and -

job pertormance of personnel of the National library of Nigeria was 89535, -
129853,-.267189 and P<0.05 respectively. Since P<0.05. Bascd on this. the null
hypothesis was rejected. Tt implies that there were significant correlations between
human resource planning, reeruitment selection and  placement, performance
appraisal and job performance of personnel of the National library of Nigeria. This
finding supported Akhigbe (2013) indicated that human resource planning is a key
tactor in ensuring the efte-ctiveness and efticicncy of organisations. Kepha, etal(2014)
indicated that the correlation between employee performance and recruitment,
selection and placement were highly signiticant. A standardised methodology of
selection has a direct link to high Job pertformance (Opayemi and Oyesola, 2013).
There was a significant positive relationship between placement (person-job [1t) and
job pertormance (June and Mahmood, 2011). Adequate pertormance oi employees 1s
based on performance appraisal policy that will mprove joo pertormance

(Akinbowale, 2013).

Ho2: There is no signif icant joint intluence of human resource planning, pertormance
appraisals, recruitiment, sclection and placenient on job pertormance of personnel in

the National library of Nigeria

Table 2: Presentation and Analysis of Joint Intluence of Human Resource
Planning (HRP), Recruitment Selection and Placement (RSP), Performance
Appraisal (PA) on Job Performance (JP) of Personnel in National library of
Nigeria
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R Sguare=.0,3821
Adyveted R scpaare = C.1E0E
ANOV A
- N
IS U 0l Mean
Model Squares d.r Square N
. 1 Revression |[soos 217 1B SN LAUEN | KRR | I
Resrdual 7317 8173 S54 29 zs223
Total 5413 .0490 S37
*P<20.05
ﬁ Author’s field survey, 2015
Predictors: Human Resource Planning, Recruitment, Selection, Placement,

Performance A ppraisal

Dependent variable:Job Pert ormance

The presentation of Table 2 revealed significant combined mtluence of the
independent variables (human icsource planning, recruitment selection and
placement, performance appraisal) to the prediction of job pert ormance of personnel
of National library of Nigeria. The result yielded a coefficient of multiple regressions
R=0.618, multiple R-square =0.382 and Adjusted R square ——0.150.
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'his suggests that the three tactors comibined accounted for 38%(R"= 0.38) variation

i the prediction of job pertormance. The other factors accounting for 62% variation
i the prediction of job performance arc beyond the scope of this study. The Analysis
of variance result from the regression analysis shown that the analysis of variance for
1¢ regression yielded a F-ratio 019.1932. The results of the Analysis of Variance in
R e table shown that there was a significant dif ference in the human resource planning,
recruitment selection and placement, performance appraisal  practices among
personnel in relations to their job performance. The ditferences were si_oniticant at
P<0.03. This tinding supported Nelson (1997) cited in Sasirckha and Ashok (2013)
and Ubek u (1983) in Anyadike (2013) that human resource planning, performance
appraisal, recruitment, selection and placement practices had signiticant influence on

job performance.
Ho3: There 1s no highest signiticant ditference in human resource planning,
pertormance appraisals, recruiiment, sclection and placenient and jub paiorinaiice

practices among personnel in the National library of Nigeria.

Table 3: Presentation and Analysis of Tukey Highest significant Difference Post
Hoc 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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Author's field survey 2015
The presentation of Table 3 shows that there was signif icant ditt erence between

job pertformance and human resource planning; job performance and rccruitment,
selection and  placement; job pertormance and performance appraisal. The
performance appraisal had higher mean difterence than the recruitment. selection and
placement, which implies higher ditfierence. Similarly, both performance appraisal
and recruitment, sclection and placement had higher mean values than human
resource planning. The implication of this is that both the perfOrmance appratsal and
recruitment  selection and placement had higher ditfercences. One major novel
signiticant revelation in this analysis was that there was no signilicant ditterence
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 in literature to

corroborate or disagree with these tindings.

Conclusion
Conclusively, the main thrust of this study was to empirically analyse human
resource management practices in the National library ot Nigeria. In doing this, three
research questions and three hypotheses were tormulated to undertake the task. The
summary of the salient findings arc presented as t ollows:
L. Therc were signiticant correlations between human resource planning,
recruitment selection and placement, performance appraisal and job

pertormance ol person nel of the National library of Nigeria;

o

There was significant joint mmtluence of human resource planning,
recruitment sclection and placement and pertormance appraisal on job

pertOrmance of personnel of National library ot Nigeria;
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3, There was no significant ditference between human resource planning
and recruitment, selection and placement; human resource planning and
performance appraisal; recruitment, sclection and placement and
pertormance appraisal respectively.

From the tindings, it can be deduced that a good human resource planning is as
good as human resource managemient practices because human resource planning
involved all dimensions of human resource managenicnt practices. In other words, a
good plan is as good as work done. Also pertormance appraisal is a good determinant
of recruitment, selection and placement. An objective pertormance appraisal
determines which candidate should be sclected and placed to what position
respectively.

For job pertormance to be high among personnel of National library ot Nigeria
there is need for strategic joint application of human resource planning, pertormance
appraisal, and recruitment sclection and placement as dimensions ot human resource
management practices. Once these tactors are caretully taken care ol in the National
library of Nigeria, the level of job performance is expected to increasc:.
Kecommendations
Based on the tindings of this study, the following recommendations are hereby made.

1. The management of the National library ot Nigeria should have an ergonomic
human resource plan which should be executed strategically and accordingly

to boost personnel’ job pertormance;

[ES]

The management of the National library ot Nigeria should engage in all human
resource practices so as to bring about joint pert ormance;

3. The management of the National library of Nigeria should imbibe the practice
of objective pertformance appraisal. It 15 a good determmant of proper

recruitment, selection and placement.

NIGERBIBLIOS VOL 27 NOS 1 & 2, JAN-DEC. 2018.

63




ing

nd
nd

d

«

)

References

Adon, M.L. (2009), Issues and challenges of recrujtment. selection and placement in
the Ghana National fire service in the central region. MA.Project.Deptof
human resource nanagement. University of Cape Coast, Ghana.x.192
Retrieved06/16:2014 from www.google.com

Agbo. G.C. (2014, Evaluation of staft personnel management practices in
polytechnics n South-Fast Nigeria. PL.D.Thesis.Dept.Educational
administration and planning. University Of Nigeria, Nsukkaxive 18 0

Akhigbe, 0.1.(2013). Human Resource Planning: A Key Factor m Fnsuring the
Efectiveness and Etticiency of Organisation: Journal of Emerging Trends m
Feonomics and Management Sciences (JETEMS).4.4:388-396 ¢ Scholarlink
Rescarch Institute Journals Retricved 0671672014 from
jctems.scholarlinkrcsea,rch.org

Akinbowale, L.. & Lourens, L. (2013) Role of performance appraisal policy and its
offects on cmployee performance. Journal of Business MManagemeit
Retrieved 7/20: 2014t om hitp: Swww s puib o sibinh il

Akoh. P (2012).Recruitment, sclection and placement in public sector
cstablishments in Nigeria. International Journal of Scientitic Rescarch in
Education.3a:132-165.Retricved0o 172014 vom htlp: wwwisre.com

Anyadike, N.O. (2013). Human resource planning and employee productivity in
Nigeria public organisation. Global Journal of Human Resource Management
1(.4).pp.b'(w—68,4Rctricvcd()7?1()/'2(')14 from (wwwiea-journals.org)

Anvim F.C. Ekwoaba, 1.O. & [deh. D.A.(2012). The role of human resouree planning

i1 recruitment and selection process. British Journal of TTumanitics and Social

NIGERBIBLIOS VOL 27 NOS 1 & 2. JAN-DEC. 2 0B.

-
L :“;’3




Sciences British Journals .6.2. Retrieved09/1602014 from www:g oogle.com

Asiedu-Appiah, FKontor, E. & Asamoah, D.(20)EfFe et of human resource
management practices on employee retention: perspectives from the mining
mdustry m Ghana Retrieved07,20,2014 trom www. cooule.com

Atakpa, M. Ochent S & Nwankwo B.C(.2013). Review ol Parformance Appraisal
and Objective Assessment of Subordinate Officers m Nigeria, International
Journal of Public Admimistration and Management Rescarch
(TJPANIR).2.1.2350-2231 Retrieved 0616/ 2014 trom wwwiremss.com

Avzzam, A AL & Jaradat, S.AC (2015 Impact of recruitment process on Jordanian
universities effeetiveness. (an cmpirical study on Jordanian universities)
‘Global journal of” human resource management jownals.org) -published by
European centre tor research training and development uk. 2(hpp.16-29
Retrieved06/167 2014 from(www.ca- journals.org

Balatbat, L.(2010).Perccived Implementation of Human Resources Management
(HRNM) Practices and Demographic Variables of Fmployees in Private Tigher
ducation Institutions: SISC KAIZEN Retriecved 061672014 from

nupsowww southlle.eduph opencms exporvsiies detault Southile v Do

wiloads Rescarches Imp lomentaton of HRIVE Practices pdf

Bivan, N.(2017). Weekend Mag azine, Saturday, July 29 . 2017page 42.
Chockalingam, V., & Deniz.. S.O. (2000). Perspectives on Models of job
nerformance.London Blackwell publisher. Retrieved06,27 2014 from
Desster, GU2006). Human Resource Management, Tenth Edition (Translation), New
York: Index. Jowmnal of Business Research Retrieved 060272014 from

www.google.com

Dijabatey, E.N. (2012). Recruitment and selection practices of organisations, a casc

NIGERBIBLIOS VOL 27 NOS 1 & 2, JAN-DEC. 2.0




study of HEC bank (GH) ltcl Retrieved06/27 2014 from www.cooszle.com

Hatala, LI, & Lutta, 1.G. {Z009). Managing Information Sharmng Within an
(f)rganizational Sctting: A Social Network Perspective

009:Retricved06/1652014 from{www.interscience.wiley.com). DO

10.1002:p1.20036

Hsu, Y.Chang, W. & Yang, V.(2007).A study on the recruitment and job performance
of newly recruited Product designers and Thenr Implications i Design
Education: The International Journal of Arts Education NTALEC Retrieved
72072014 rom www.cooe lecom

Jawahar, P.D., & Raghavendra, S. N.(2C1).Perceptual DitTe rence ol Role based

Pertormance —A Gender Study: inte rnational Journal of Business, Humantties

and Technology 1.7:17>Keirieved06/1572014 rom www.ijbhtnet.com

Jeet, Vo, & Sayceeduzatar, S, (20145 A Study of THIRIM Practices and its Impact on
Employees job Satisfa ctien in Private Scctor Banks: A Case Study of HDIC
Bank .International journal of’ Advance Research in Computer Scienee and

Management Studies 2 (. Retrieved06716/2014 fromywwi jaresims. ¢ om

June, 5. & Mahmood. RO (21D . The Relationship between Person-job Fit and Job
Performance: A Study among the Emplovees of the Service Sector SIMEs in
Malaysia. International Journal of Busmess, Humanitics and Technology 1(2):
RetrievedS 212014 roim www.pbhtnet.com

Kamal, M.R.. Singh., D.SV. & Ahmad, Ko (2012). Factors I[ntluencing

Interdepartmental Information Sharing Practice In Electronic Government
Agencies Knowledge Management liniternational Conte rence (KVITCe) Tohor

Bahru, Malavsia, 4 —6July 2012

Kavert, L. & Prabakaran. L.(2015).Inipact of high performance human resource

NIGERBIBLIOS VOL 27 NOS 1 & 2, JAN-DEC. 2018.

656




£

practices on employees' job performance in leatber goods manulacturing
companics at vellore district’ International Journal of Business. Flumanitics and
Techmology. 2 »: 17> Retrieved06/ 132014 o m waww Lijbhtnet.com

Kavoo-LingeT.. & Kiruri. ). K.(2013). The Effe-ct of Placement Practices on Employvee

Performance in Small Service Firms in the Information Technology Sector in
Kenva International Journal of Business and Social Science 415, Retriev ed
7202014 iromwan oo fe.com

Kepha, G, Mukulu, E.. &Waititu, GLAL (2014). The Influence ol recruitment and

Seiection on the Performance of emplovees in Rescarch Institutes in Kenya.

-~

International Journal of Scicnce and Rescarch (1ISR) 3.5 Retrieved 77202014

from www.ist.net
Khera, SN & Gulati, K.(2012). IFluman resources imtormation system and its impact

on human resource planninig: A pereeptual analysis of Information Techinology
companies [OSR Journal of Business and Managenment(IOSRIBM). 5.6:06-13.

Retrieved 77202014 trom www.tostjournals.org

Kirk, 1. (2002). Theorising Information Use:r managers and their Work. Unpublished
Doctoral Dissertation. University of Technologv, Svdney, Australia. Retrieved
1072072614 trom www «coouzle.com

Li, J.. & Huang.Y. (2012). An Impirical Studay of Transformational Leadership on
Employees' Adaptive Pertormance. Procecdings  from  International
Conference on  Information Management and  Engincering. Retrieved
72072014 from wwiw google.com

Linge. T.K., & Kiruri J.LK. (2013). The Effect of Placement Practices on Employee

Performance in Small Service Firms in the Intormation Technology Sector m
Kenva: International Journal ol Business and Social Science 413 Retrieved

OGIOG2014H Tom www 1 jbssnet.ecom

NIGERBIBLIOS VOL 27 NOS 1& 2. JAN-DEC. 2018.




Madan, R. (2012). Recruitment and selection practices across cultures international
journal of research in commerce& managenient volume no. 3,2012, issue no. |
(January)ISSN 0976-2183Retrieved06 [ 2014 romy wwijrem.org.in

Majumder, T.H.(2012) Human Resource Management Practices and I~ mployces’
Satistaction towards Private Bankig Secctor in Bangladesh. International
Review of Management and Marketing. 2.1:532-38. Retrieved  7/2( 0/2014
wwvw.econjournals.com

Meshack, 1.S., Paymaster. B. & Lyndon. E. (2013).An Assessment of Human

Resource Capital and Goodwill: A Study of Selected Commereial Banks in

Nigeria Journal of Business & Management 2. 4:36-48 Retrieved 7/20/2014
from

Nakpodia E.D. (2011). Training and utilization of stalt and job pertormance n post
primary cducation board, in North Senatorial District of Delta State, Nigeria
Journal of Eeonomics and International Finance, 3(3), pp. 279-288. Retrieved

06/19/2014 {romwww.academicjournals orearticlel379

Noe.ctal., (2011)Managing human resources.London iMeGraw Hill

Nyameh, J., & Altine N. 12012 Human resource management, Civil Service and
Achieving Management Objectives. International Journal of Business and
Management Invention. 2.4:68-73 Retrieved 7/207 2014 rom WWWEBmLorg

Obisi, C.(2011). Emplovee pertormance appraisal and its implication for individual
and organisational growth. Australian journal ol business and management
research.l9:92-97 Retrieved06/19/2014 from hittp:www _vooglecon.

Ofor, D. & Avveetey, M. (2011) Recruitment and S election Practices i Small and

Medium  Enterprises: Perspectives from Ghana. International Journal of

Business Administration 2. (3); Published by Sciedu Press 43 Retrieved

O6/16/2014from www stiedu.ca/jba

NIGERBIBLIOS VOL 27 MOS 1 & 2, JAN-DEC. 2018.

%




Ojebiyi, O. A& Amos, ALA. (2013). Quality Human Resources Management for
Eftective Educational System: Global. Journal of Managenient and Busimess
Rescarch  Adnmunistration and Management.>(3). Retrieved 06142014

fromw ww. globaljournals.org: .../

; Okojic, V. (2009) Rewards Policy and Emiployee Motivation in the National Library
of Nigeria (NLN): Samaru Journal of Information Studies. 9 (2) Page
33.Retrieved06,/16/ 2014 romy wiw. Samaru journals.org

Omale, M1 (2012). The role of pertormance appraisal i managing human resources
in the hotel businesses in Kogi state. M.Sc.Project.Dept. ol management.

. University of Nigeria,Nnsukka, x+80

P
s

Opayemi, A.S.. & Oyesola, T.IV (2015).Perception of sclection interview, selection
‘ test and employee pertormance: An o emipirical analysis: Academic
Journals.3(4) pp. 95-101, .Retrieved 0327 720104
fromhttprvwwacademicjournals.org JIPAPR

Orodho, J.A. (2005).Elements of Education and Social Science Research Methods.

Nairobi: Masola Publishers. Retrieved 72172014 (rom wwweooe le.con

Ovyetunji, O.D. (2013). Human Resources Management Practices, Informaton
Sharing, Information Use and Personnel Job Performance in the National
Library of Nigeria. Project. Dept. of Library and Information Studices
University of Ibadan, Ibadan. ix+172

Popoola, S. O. (2002). Evaluation of job performance ot emiployees in public scetor
organization. Journal of Management Studies, 24(2), 120-134.

Popoola. S.0. (2006) Intluence of information availability and utilization on
decision-making of managers in large-scale manutacturmg industrics
Nigeria: SA Inl Libs and Info Sci721Retricved 772172004 from

www.google.com

NIGERBIBLIOS VOL 27 NOS 1 & 2, JAN-DEC. 2018.




Sasirckha, AL, & Ashok . J.(2013).A Study on HRD Climate in a Public Sector Cenient

Comipany -An emipirical study.Retrieved06/18/2014 from
htt pwwwilil tscicncesite.com
Sutheriand, R.. & du bruin, G.P, & Crous. F.(2007). The Relation Between

Conscientiousness,  Empowerment and Pertormances -Journal of Human

Resource Managenient™(2):60-67. Retrieved 7/21/2017 from
www.google.com

Tangthong, S., Trimetsoontorn. 1., & Rojniruntikul, N.(2014).JTRNM practices and
employec retention in Thailand —a literature review international Journal of
trade, economics and tinance S(2)Retrieved 7.1 2014 rom wwwngooglecom

Ugwok e, C.i. (2011). Achicving efte ciive productivity in public service through
manpower planning and development in Nigeria MPA. Pro’ject, Dept.ot public
administration and local government University of Nigeria. Nsukk ax. +97

Viswesvaran, C. & Ones, D. S. {2000). Perspectives on models of job performance.
[nternational Journal of Se-lection and Assessnient, S.(4): 216-226. Retrieved

0671972014 from http:/ fvww:googlecom

NIGERBIBLIOS VOL 27 NOS 1 & 2, JAN-DEC. 2018



