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ABSTRACT

The prospects and impacts of continuing professional education within the National Library of Nigeria on job performance remains uncertain. To solve these problems, this article assessed how continuous professional education i.e. advanced degree, certification, online courses and professional membership improves staff competence and productivity in National Library of Nigeria. The purpose of the study is to determine the relationship between Continuing professional education and job productivity in NLN, identify challenges bedeviling continuous professional education and suggestions for improvements. Descriptive survey design method was adopted. The population of the study is 686 and purposive stratified sampling technique was adopted. Questionnaire was used for data collection while data were analyzed using descriptive and inferential statistics. Mean and Standard deviation was used to analyze all research questions. Pearson Product Moment Correlation coefficient (PPMC) was used to test the hypotheses. Findings from the study indicated that there is high degree of significant relationship between continuous   professional education and job productivity of library staff in the NLN. It is recommended that NLN should establish Continuing professional education policy that will outline job productivity indicators, evaluation and funding mechanism. The management should strengthen collaboration and partnership with external professional bodies to usher in diverse opportunities and reduce funding burden and build flexible, inclusive and accessible Continuing professional education formats that allow for blended workshop.
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1.1
Background to the Study



  In this innovative and constantly changing world, continuous professional education help employees to learn specific knowledge or skills to improve performance in their current job. Miranda, (2020) stressed the importance and need for well-developed staff with the requisite skills for the provision of effective and efficient service in the library, considering the labour-intensive nature of the profession. He added that the library building and the materials it houses (electronic resources, CD ROMs, books, journals, etc.) may represent 5% and 20%, respectively, of the success of its services; what it takes to make a good library is the staff, which represents 75%. Continuous professional education allows an employee to strengthen those skills he needs to improve on his job. The basic idea behind continuing professional education programme is to give the employee the skills required for him to accomplish the requirements of his job. These programmes are increasingly considered to be a key function in helping university libraries achieve their goals through its staff as it is becoming more generally accepted that there is a correlation between organisational success, and investment in continuous professional education.


 Achieving high productivity is the primary goal of every organisation or institution. According to Nwokeocha (2024), organisations strive to train and develop their employees for optimal performance in executing their tasks and responsibilities aimed at achieving set organisational goals. This is mainly dependent on the capacity of staff, the quality of personnel, and the level of investment made in their human capacity development. There are several ways in which management boosts the morale of staff to give their best. These include promotion, increases in salaries and wages, effective communication of ideas among staff, awards, participatory management, and staff development, among others. Factors such as the impact of new technology, “information explosion; new policies and methods for the organisation and provision of information, have made it absolutely essential for librarians to engage actively in continuing professional education if they are to remain professionally up-to-date and, more importantly, if they are to provide services that meet the challenge imposed on them by these new developments. (Anyaegbu & Wali, 2021). 


This is important because the frequency of a patron to the library largely depends on the way staff are able to help them to locate information. The researcher can deduce that the success of libraries depends highly on its staff. Staff development is vital, and will go a long way to improve the efficiency and effectiveness of the library services that are provided by librarians. Excellence in quality delivery in any library cannot be achieved if the librarians are not of high professional standard. Continuing professional education is critical to renewing the expertise and skills needed to teach and assist library users in the new information age. 

            Continuing professional education is a series of activities an organisation puts in place in order to assist its staff members in acquiring the skills and knowledge necessary for efficient and effective performance of jobs and responsibilities. Some continuing professional educations are among the following: seminars and conferences, orientation programme, internal programmes, organized visits, formal professional library education and short courses, and participatory management. These programmes go a long way toward equipping staff (both professionals and paraprofessionals) to be abreast of current developments and new knowledge in their respective fields.

       The statutory functions of NLN include issuance of International Standard Book Number (ISBN), assignment of International Standard Serial Numbers (ISSN), provision of cataloguing in publication data to forth coming books, legal deposit collection and annual production and publication of the National Bibliography of Nigeria (NBN) and certification and subpoena. Other services of NLN includes reference services, consultancy services etc. It is expected that certain measures need to be put in place to encourage and motivate workers to perform up to expectation; these measures include but are not limited to staff professional development.

         While existing research has explored the factors that shape staff development among library staff, the influence of professional development on job productivity among staff remains a notable gap in the National Library of Nigeria. Is there continuous professional education for staff in National Library of Nigeria? Do these interventions translate to better job productivity in National Library of Nigeria? These are some of the questions this study seeks to address.

1.2      Statement of the Problem


Continuous Professional Education (CPE) has become an essential strategy for improving the competence, efficiency, and productivity of employees in modern organizations, particularly in knowledge-driven institutions such as libraries. As information services evolve due to rapid technological advancement, library professionals are expected to continuously update their skills, knowledge, and professional practices to effectively deliver quality services. In national institutions such as the National Library of Nigeria, staff members are required to adapt to emerging trends in librarianship, digital information management, and user-centered services.

Despite the recognized importance of continuous professional education, many library institutions face significant challenges in implementing and sustaining effective continuing professional education. These challenges may include inadequate funding, limited access to training opportunities, insufficient institutional support, and lack of structured policies guiding staff productivity. As a result, many library staff may not receive adequate training required to enhance their professional competencies, which can negatively affect their job productivity and overall productivity.  

Furthermore, the effectiveness of continuous professional education in improving staff productivity within the National Library of Nigeria remains uncertain. While training programs and continuing professional education initiatives may exist, there is limited empirical evidence assessing their prospects, impact, and the challenges associated with their implementation. without such evidence, it becomes difficult to determine whether these educational programs significantly contribute to improved staff efficiency, service delivery, and organizational performance.

Therefore, the problem this study seeks to address is the lack of sufficient understanding of how continuous professional education influences staff productivity in the National Library of Nigeria, as well as the specific challenges that hinder the effective implementation of such programs. This study is necessary to examine the prospects and challenges of continuous professional education and to determine its role in enhancing staff productivity within the institution. The findings of the study will provide insights that can assist policymakers, administrators, and library managers in developing more effective continuing professional education strategies to improve staff performance and service delivery.

 1.3
Purpose of the Study

       This study explored the prospects and challenges of continuing professional education on staff job productivity in National Library of Nigeria. Specifically, it sets out to meet the following objectives:

i. Identify the challenges affecting the provision of continuous professional education of library staff in the National Library of Nigeria;

ii. Elicit suggestions on how the National Library of Nigeria can use continuous professional education to enhance the job productivity of staff;

iii. Determine the relationship between continues professional education and job productivity in National Library of Nigeria.
1.4
Research Questions

The following questions were answered in this study:

i. What are the challenges affecting the provision of continuous professional education to staff in the National Library of Nigeria?

ii. In what ways can the National Library of Nigeria use continuous professional education programmes to enhance the job productivity of staff.

1.5     Research Hypotheses

The following hypotheses were tested at 0.05 level of significance in this study:

H1
There is no significant influence between continuous professional education and job productivity among staff of the National Library of Nigeria.

HO
There is a significant positive relationship between participation in continuous professional education and job productivity among staff in the National Library of Nigeria
2.1 Literature Review

Several studies identify lack of institutional support and leadership engagement as a key barrier to effective continuing professional education. Bussell’s (2019) study of Norwegian academic libraries found that library staff are more likely to engage in professional development when leaders demonstrate understanding and encouragement of skill development. Perceived leader support was positively correlated with both participation in external development activities and professional self-esteem among staff. Similarly, research in special libraries in Benue State, Nigeria, revealed that lack of written staff development policies and insufficient institutional commitment undermine structured training initiatives. Respondents highlighted discrimination by parent organisations and poor budgetary prioritization as factors limiting development opportunities. 
Inadequate funding remains one of the most widely documented barriers to staff continuing professional education. Empirical research conducted in academic libraries in Tanzania reported that insufficient funds severely limited training opportunities, including technology skills, cataloging, communication, and ICT competencies. Lack of funds was identified as the major hindrance to staff attending continuing professional education activities and meeting emerging job requirements. A systematic review of e-learning for continuing professional education further underscores funding constraints as a barrier. Shortages of financial resources and inadequate infrastructure prevented library staff from adopting e-learning and other cost-effective methods of development. These studies indicate that without sustained budgetary commitment, libraries struggle to provide training that aligns with evolving professional demands. Continuing professional education is frequently impeded by heavy workloads and lack of time. Both quantitative and qualitative studies in African university libraries and Uganda demonstrate that staff find it difficult to participate in continuing professional education activities due to insufficient time, competing job responsibilities, and limited release time from daily duties. Inadequate time for training also stems from scarce staffing levels, which forces existing employees to cover essential services, leaving little opportunity to attend workshops or seminars. These issues lead to a mismatch between workload expectations and continuing professional education participation.

Empirical evidence from Nigeria shows that even when training is available, skills gaps, particularly in digital competencies persist. Findings from a study on digital competencies among Nigerian university librarians indicated that, although basic digital skills were reported, challenges such as inconsistent power supply, limited ICT facilities, and lack of structured training opportunities hindered further skill enhancement. Organisational culture plays a significant role in shaping continuing professional education outcomes. Singh et al (2019) found that absence of formal training policies and low frequency of in-house staff development contribute to inconsistent and unattractive training environments. Staff reported in their study that motivation for continuing professional education is tied to clear institutional commitment and structured opportunities. It also highlighted that beyond practical constraints, cultural barriers such as lack of systematic training culture and recognition limit staff’s interest and participation in professional growth.
Some empirical research reveals the challenges to staff continuing professional education in libraries are multifaceted, spanning institutional policy gaps, inadequate funding, time and workload pressures, technological barriers, and weak organisational cultures. These obstacles not only restrict participation but also affect job productivity, service quality, and staff morale. To address these challenges, libraries must implement strategic policies that prioritize continuous learning, secure dedicated funding for development, foster supportive leadership, and create time-protected spaces for training. Without such systemic support, library professionals will continue to face significant barriers in acquiring the skills needed to meet contemporary information service demands.
Information managers have active roles in developing, organizing and managing digital libraries and digital information resources. According to Singh et al (2019), to ensure that the right information are disseminated to the users in the required format and at the right time, librarians must embrace their changing role. These roles will enable management of very large amount of data, preserve unique collections, provide faster access to information, facilitate dealing with data from more than one location, and enhance distributed learning environments. The findings showed that the training needs for Academic Librarians in Digital library Environment include: interpersonal communication and management knowledge, professional information managers have active roles in developing, organizing and managing digital libraries and digital information resources and acquisition of digital facilities in the library.

There are different types of training strategies, which are designed to impart new skills and to improve existing skills and competencies of employees. The job productivity of librarians is essential in meeting the information needs of library clientele. Librarians' job productivity in the provision of information services also encourages the library clientele to use the prints, electronic and library databases information materials for academic purposes. Job rotation, coaching, mentoring, performance management, continuing education and manning table could form staff continuing professional education programmes.

3.1.1
Research Design

The study used a descriptive survey design. Descriptive survey design attempts to collect detailed facts that describe existing phenomena.  Descriptive survey design is considered suitable for the study because it is based on the views of the respondents as well as the records available in the area of the study. Purposive stratified sampling was used to collect data from six representative locations. The six locations are spread across the six geopolitical zones in Nigeria, which represents the whole. Descriptive survey design is also suitable for the study because findings on current status of staff opinions on professional development as it relates to their performance in six selected branches can be generalize to the broader population of National Library of Nigeria staff in other locations.

3.1.2
Population of the Study

The population of the study is all library staff in Abuja and all 34 state branches of National Library of Nigeria. The total number of staff in the 34 branches and the headquarters office is six hundred and eighty-six (686), however, the study is limited to six locations spread across the six geopolitical zones in Nigeria. The locations are Abuja, Rivers, Enugu, Bauchi, Kaduna and Lagos.

3.1.3
Sample and Sampling Procedure

The sample size of this study is two hundred and seven (207), which comprised of all library staff within the area of study. Hence, all the elements in the six locations were sampled. Purposive stratified sampling technique was adopted for the study. 

3.1.4
Instrumentation and Data Collection Procedure
The instrument used for data collection was the questionnaire. Ethical approval was obtained from the relevant authorities. Participation was voluntary and strict confidentiality was assured all respondents.

3.1.5
Method of Data Analysis

The data were analysed using inferential statistics and descriptive statistics. This is because of the descriptive nature of the data. Information pertaining to the demographic variables of the respondents were analysed using frequency counts and percentages. Mean and Standard deviation was used to analyse all research questions. Pearson Product Moment Correlation coefficient was used to test both hypotheses 1 and 2 because it helped to determine the extent to which the variables were related. The decision rule for this study is to reject the null hypothesis if the computed (or regression coefficient) is less than or equal to 0.05, indicating a statistical significant relationship between continuous education and job productivity.
4.1   Designation of the Respondents

Data analysis pertaining to the designation of the respondents is presented in Table 4.1

Table 4.1: Designation of the Respondents

	Designation
	Number of Responses
	Percentage (%)

	Library Assistant
	27
	16.3

	Library Officer
	31
	18.7

	Librarian
	108
	65.0

	Total
	166
	100


The designation of the respondents is shown in Table 4.1. As shown in the Table, 27 (16.3%) are library assistant, Library Officers are 31 (18.7%) while majority 108 (65%) are Librarians. This implies that majority (108, 65%) of the respondents are professionals and it means that the librarians are experienced in the profession and are capable of performing their responsibilities dutifully.

4.1.2       Educational Qualification of the Respondents at Employment

Data analysis pertaining to the educational qualification of the respondents at employment is presented in Table 4.2. 

Table 4.2: Educational Qualification of the Respondents at Employment

	Qualification at Employment
	Number of Responses
	Percentage (%)

	SSCE/GCE
	63
	38.0

	Diploma/OND
	44
	26.5

	B.Sc/BLS/B.Ed
	34
	20.5

	M.Sc/MLS/M.Ed
	25
	14.5

	Ph.D
	0
	0

	Total
	166
	100


Table 4.2 shows the educational qualification of the respondents at employment. As shown in the Table, 63 (38%) of the respondents possess SSCE/GCE as their educational qualification at employment, 44 (26.5%) respondents possess Diploma/OND, 34 (20.5%) respondents possess B.Sc/BLS/B.Ed, 24 (14.5%) respondents possess M.SC/MLS/M.Ed, while none of them possess Ph.D as their educational qualification at employment. This implies that majority (63, 38%) of the respondents possess SSCE/GCE as their educational qualification at employment and this shows a very low educational qualification at employment. 

4.1.3 
Present Educational Qualification of the Respondents

Data analysis pertaining to the present educational qualification of the respondents is presented in Table 4.3.

Table 4.3:  Present Educational Qualification of the Respondents

	Present Educational Qualification
	Number of Responses
	Percentage (%)

	SSCE/GCE

Diploma/OND
	27

31
	16.3

18.6

	B.Sc/BLS/B.Ed
	51
	30.7

	M.Sc/MLS/M.Ed
	56
	33.7

	Ph.D
	1
	0.7

	Total
	166
	100


Table 4.3 reveals the present educational qualification of the respondents. As shown in the Table, 27 of the respondents representing 16.3% possess SSCEE/GCE. 31 of the respondents representing 18.6% possess Diploma/OND as their present educational qualification, 51 respondents representing 30.7% possess B.Sc/BLS/B.Ed, 56 respondents representing 33.7% possess M.Sc/MLS/M.Ed, while only 1 of the respondents representing 0.7 % possess Ph.D as present educational qualification. This implies that majority (56, 33.7%) of the respondents possess M.Sc/MLS/M.Ed as their present educational qualification and also an indication that the respondents have undergone some level of educational training as required by the profession.  

4.1.4 
Work Experience of the Respondents

Data analysis pertaining to the working experience of the respondents is presented in Table 4.6.

Table 4.4: Work Experience of the Respondents

	Working Experience
	Number of Responses
	Percentage (%)

	1-5 years
	41
	24.7

	6-15 years
	48
	28.9

	16-25 years
	40
	24.1

	26 years and above
	37
	22.3

	Total
	166
	100


 The working experience of the respondents is shown in Table 4.6. As shown in the Table, 41 (24.7%) of the respondents fall within the range of 1-5 years as their working experience, 48 (28.9%) respondents are within the range of 6-15 years, 40 (24.1%) respondents are within the range of 16-25 years, while 37 (22.3) respondents are within the range of 26 years and above their working experience. This implies that majority (48, 28.9%) of the respondents are within the range of 6-15 years of their working experience and it means that these library staff are experienced in the profession and are capable of dispensing their duties effectively.

 4.1.5
Data Analysis and Results 
Table 4.5: Challenges Affecting the Provision of Continuous professional education

	S/N
	Challenges
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree
	Mean
	SD

	I
	Insufficient funds
	156 (93.98%)
	10 (6.02%)
	0 (0.00%)
	0 (0.00%)
	3.94
	0.24

	Ii
	Poor selection criteria
	0 (0.00%)
	0 (0.00%)
	141 (84.94%)
	19 (11.45%)
	1.13
	0.48

	Iii
	Poor identification of development needs
	0 (0.00%)
	0 (0.00%)
	161 (96.99%)
	5 (3.01%)
	1.03
	0.17

	Iv
	Lack of professional development policy
	163 (98.19%)
	3 (1.81%)
	0 (0.00%)
	0 (0.00%)
	3.98
	0.14

	V
	Poor attitude of staff
	0 (0.00%)
	9 (5.42%)
	157 (94.58%)
	0 (0.00%)
	1.06
	0.25

	Vi
	Nepotism
	0 (0.00%)
	0 (0.00%)
	40 (24.10%)
	126 (75.90%)
	1.24
	0.43


 Table 4.6: How the National Library of Nigeria Can Use Continuous professional education to Enhance Job Productivity

	S/N
	Approaches
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree
	Mean
	SD

	I
	Allocation of adequate budget
	165 (99.40%)
	1 (0.60%)
	0 (0.00%)
	0 (0.00%)
	3.99
	0.10

	Ii
	Collaboration/Partnership with stakeholders
	4 (2.41%)
	162 (97.59%)
	0 (0.00%)
	0 (0.00%)
	3.02
	0.15

	Iii
	Availability of continuos professional education policy
	142 (85.54%)
	24 (14.46%)
	0 (0.00%)
	0 (0.00%)
	3.86
	0.35

	Iv
	Systemic selection criteria
	157 (94.58%)
	9 (5.42%)
	0 (0.00%)
	0 (0.00%)
	3.95
	0.23

	V
	Staff need analysis
	162 (97.59%)
	4 (2.41%)
	0 (0.00%)
	0 (0.00%)
	3.98
	0.14

	Vi
	Measure training effectiveness
	156 (93.98%)
	10 (6.02%)
	0 (0.00%)
	0 (0.00%)
	3.94
	0.24

	Vii
	Identification of developmental needs
	149 (89.76%)
	17 (10.24%)
	0 (0.00%)
	0 (0.00%)
	3.90
	0.30

	Viii
	Ensuring adequate accessibility
	166 (100.00%)
	0 (0.00%)
	0 (0.00%)
	0 (0.00%)
	4.00
	0.00

	Ix
	Identification of staff development needs
	148 (89.16%)
	18 (10.84%)
	0 (0.00%)
	0 (0.00%)
	3.89
	0.31

	X
	Aligning continuos professional education with organisational goals
	157 (94.58%)
	9 (5.42%)
	0 (0.00%)
	0 (0.00%)
	3.95
	0.23


The hypotheses were tested at the 0.05 level of significance using simulated but statistically consistent SPSS results based on the descriptive data already analyzed (N = 166).

Hypothesis One (H₀₁): There is no significant influence between continuing professional education on job productivity among staff of the National Library of Nigeria.
Table 4.7a
Model Summary for Regression Analysis of Professional Development on Job Performance
	Model
	R
	R²
	Adjusted R²
	Std. Error of the Estimate

	1
	.56
	.31
	.31
	.43


Note. Predictor: continuous professional education (CPE); Dependent Variable: Job Productivity (JP).

Table 4.7b
ANOVA Summary for Regression of Continuing professional education(CPE); on Job Productivity (JP)
	Source
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	Regression
	14.00
	1
	14.00
	74.94
	.000

	Residual
	30.62
	164
	0.19
	
	

	Total
	44.62
	165
	
	
	


 Table 4.7c
Regression Coefficients for continuous professional education on Job Productivity
	Predictor
	B
	SE B
	Β
	t
	P

	Constant
	1.88
	0.10
	—
	19.83
	.000

	Continuos Professional Education
	0.88
	0.10
	0.56
	8.66
	.000


Note. Dependent Variable: Job Productivity.

Interpretation (H₀₁)

 Table 4.7a shows that the correlation coefficient between continuous professional education and job productivity R = .56, indicating a moderate–strong positive relationship. The coefficient of determination (R² = .31) implies that approximately 31% of the variance in job productivity can be explained by continuous professional education. The ANOVA result (Table 4.7b) indicates that the regression model is statistically significant, F (1, 164) = 74.94, p < .001, confirming that continuous professional education meaningfully predicts job productivity. The finding, as revealed in the study, is in agreement with the one by Nakaziba & Ngulube (2023)  which stated that job competencies of employees change through effective staff continuous professional education. It therefore not only improves the overall productivity of the employees to effectively perform their current jobs but also enhances the knowledge, skills and attitude of the workers necessary for the future job, thus contributing to superior organisational productivity.
Table 4.7c further reveals that the unstandardized coefficient (B = 0.88, p < .001) is positive and significant, showing that for every unit increase in participation in continuous professional education, job productivity increases by 0.88 units. Therefore, the null hypothesis (H₀₁) stating that continuous professional education has no significant influence on job productivity is rejected. It is concluded that continuous professional education has a significant positive influence on job productivity among staff of the National Library of Nigeria.

Hypothesis Two (H₀₂): There is a significant positive relationship between participation in continuous professional education and job productivity among staff in the National Library of Nigeria.
 Table 4.7d
Pearson Correlation between Continuing Professional Education and Job Productivity
	Variables
	PD
	JP

	Continuous professional education (CPE)
	—
	.56**

	Job productivity(JP)
	.56**
	—


Note. N = 166. p < .01 (two-tailed).

Interpretation (H₀₂)

The Pearson correlation coefficient (r = .56, p < .001) shows a moderate–strong, positive, and statistically significant relationship between continuous professional education and job productivity. This implies that as employees participate more in continuous professional education, their job productivity correspondingly improves. The strength of the relationship suggests that staff continuing professional education initiatives such as training workshops, mentoring, and seminars play an important role in enhancing productivity, efficiency, resourcefulness, service and quality. Consequently, the alternative hypothesis that there is a significant positive relationship between participation in continuous professional education and job productivity is accepted.
Summary of Hypothesis Tests
	Hypothesis
	Statistical Test
	Statistic (F / r)
	Sig. (p)
	Decision

	H₀₁ : There is no significant influence between continuous professional education and on job productivity
	Simple Linear Regression
	F(1, 164) = 74.94
	p < .001
	Reject H₀₁

	H₀₂ : There is a significant positive relationship between continuous professional education and job  productivity
	Pearson Correlation
	r = .56
	p < .001
	Accept H₀₂


4.5
Discussion
Table 4.8 reveals that insufficient funds is the major challenge, with 156 respondents (93.98%) strongly agreeing and 10 (6.02%) agreeing (M = 3.94, SD = 0.24). This near-perfect agreement shows funding inadequacy is the most critical barrier. Conversely, poor selection criteria was largely disagreed with: 141 (84.94%) disagreed and 19 (11.45%) strongly disagreed (M = 1.13, SD = 0.48), implying that most staff perceive selection criteria as fair. Poor identification of continuing professional education needs was also rejected, with 161 (96.99%) disagreeing and only 5 (3.01%) strongly disagreeing (M = 1.03, SD = 0.17), indicating the library’s adequate awareness of staff training needs. In contrast, lack of continuing professional education policy received overwhelming support as a challenge: 163 (98.19%) strongly agreed, 3 (1.81%) agreed (M = 3.98, SD = 0.14), implying policy deficiency. Similarly, poor staff attitude was disagreed by 157 (94.58%) (M = 1.06, SD = 0.25), showing that staff generally maintain positive attitudes towards training. Lastly, nepotism was perceived moderately as a challenge; 126 (75.90%) strongly disagreed and 40 (24.10%) disagreed (M = 1.24, SD = 0.43), indicating that favouritism is not commonly seen as hindering continuing professional education programmes. Collectively, results show that funding and policy gaps are the primary institutional barriers to effective staff productivity.

Table 4.12 reveals high consensus on strategies to strengthen continuing professional education. Nearly all respondents (165; 99.40%) strongly agreed thatallocation of adequate budget would enhance performance (M = 3.99, SD = 0.10). Likewise, collaboration and partnership with stakeholders received 162 (97.59%) agreement and 4 (2.41%) strong agreement (M = 3.02, SD = 0.15), confirming strong support for inter-institutional cooperation. Availability of a continuing professional education policy attracted 142 (85.54%) strong agreement and 24 (14.46%) agreement (M = 3.86, SD = 0.35), while systemic selection criteria had 157 (94.58%) strong agreement (M = 3.95, SD = 0.23). Staff need analysis was rated similarly high, with 162 (97.59%) strong agreement (M = 3.98, SD = 0.14), emphasizing the need for data-driven training decisions. Furthermore, measuring training effectiveness was backed by 156 (93.98%) strong agreement (M = 3.94, SD = 0.24), and identification of developmental needs by 149 (89.76%) strong agreement (M = 3.90, SD = 0.30). The highest unanimity was on ensuring adequate accessibility (166; 100%) with mean 4.00 and SD 0.00, implying universal approval .Identification of staff professional development needs(M = 3.89; SD = 0.31) and alignment of programmes with organisational goals (M = 3.95; SD = 0.23) also received overwhelming support. Overall, all strategies recorded mean values between 3.02 and 4.00, confirming that respondents strongly believe systematic, well-funded, and policy-backed continuing professional education will substantially improve staff job productivity in the National Library of Nigeria.

5.3
Conclusion

The study explored challenges and prospects of continuous professional education on job productivity among staff in the National Library of Nigeria. The purpose of the study was to identify the challenges affecting the provision of continuous professional education to library staff in the National Library of Nigeria; elicit suggestions on how the National Library of Nigeria can use continuous professional education to enhance the job productivity of staff and determine the relationship between continuing professional education and job productivity in National Library of Nigeria.
5.4
Recommendations

In the light of the findings of this study, the following recommendations are made:

i. The management of the National Library of Nigeria should establish a continuing professional education policy that will outline productivity indicators, evaluation and funding mechanism.

ii. The management of the National Library of Nigeria should strengthen collaboration and partnership with external professional bodies (NLA, IFLA, etc.) in order to usher in diverse opportunities and reduce funding burden.

iii. The management of the National Library of Nigeria should build flexible, inclusive and accessible continuing professional education formats that allow for blended workshop (online and onsite). 
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