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ABSTRACT

The influence of professional development programmes as a correlate to job performance in National Library of Nigeria is unverified. This study explored the influence of staff professional development on job performance in the National Library of Nigeria. The purpose of the study is to identify the types of professional development programmes provided to staff in the National Library of Nigeria (NLN); assess the criteria for selecting staff for professional development programmes in NLN; and determine the extent to which professional development influences the job performance of staff in the NLN. A descriptive survey design method was adopted. Six branches (Abuja, Rivers, Enugu, Bauchi, Kaduna and Lagos) of NLN were used. The sample size was 207, and a purposive stratified sampling technique was adopted. A questionnaire was used for data collection, while data were analysed using descriptive and inferential statistics. Mean and Standard deviation were used to analyse all research questions. Findings from the study indicated that staff participation in professional development programmes in the NLN is high. The overall level of staff performance in NLN is equally high, but their performance in relation to carrying out tasks towards achieving visibility of Nigerian authors through Wikidata showed greater variability, showing uneven skill levels in the digital platform.  Based on the findings, the recommendations include: the National Library of Nigeria management should endeavour to make participation in professional development a more regular exercise so as to sustain the existing momentum and bridge future performance gaps.
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1.1
Background to the Study



Information explosion and current advances in information and communication technology have brought about the development of a knowledge-based economy, while market globalisation has resulted in professional development and capacity building of human resources in libraries. Effective service delivery among professionals can be made possible through proactive professional development programmes such as coaching, mentorship, job rotation, attending conferences, seminars, and workshops, among others (Okolocha, Akam and Uchehara, 2021). Urhefe-Okotie and Ojeabulu (2023) noted that in the university system, high job performance makes the university library effective and relevant. Librarians are involved in the planning and implementation of various library programmes in consultation with the library committee and other academic staff, as well as collaborating with academic staff, computer specialists, and others. Job performance can also be referred to as achievements in terms of goals set. It is also considered an output of a staff member on the job, measurable in terms of the quality and quantity of the job performed. 



Staff development is any learning activity which is aimed at the acquisition of specific knowledge and skills for the purpose of a task or occupation (Demekaa, Bamidele & Okereke (2024). It is a structured and purposeful process designed to enhance individuals' knowledge, skills, and competencies in a specific domain or discipline. Development has a crucial role in facilitation competence, proficiency and professionalism across all fields including librarianship. Professional development is achieved after a series of learning as well as education has taken place. Staff development primarily focuses on teaching organisational members how to perform their current jobs and helping them acquire the knowledge and skills they need to be effective performers.  Professional development is a life-long process that never stops. In the present global world, library professionals mostly depend on new skills for providing quick, efficient, quality services to their users. 



According to Nakaziba and Ngulube (2023), ongoing professional learning is of great value as multiple benefits are achieved via these interventions. Continuous learning provides adequate skills among working practitioners and they become able to perform routine tasks efficiently.It is a universal requirement for all library staff in order to keep up with the rapid changes in the library field and maintain professionalism. The changing role of professional librarian as handler and manager of information need flexibility from teachable individuals who can manage changes effectively. These developments have necessitated librarians the need to update their knowledge, acquire new skills and maintain basic competencies. Professional development involves a planned effort by the organisation to facilitate individual learning and employee behavior with the core motive of uplifting organisational effectiveness. These programmes tend to impact skills into the employee which will bring about possible performance improvement and individual personal growth. The professional development programmes is generally used to denote imparting specific skills among operative workers and employees. Professional development programme is concerned with maintaining and improving current job performances. Development also seeks to increase competences. 


The National Library of Nigeria is the apex library of the nation. The construction of the National Library of Nigeria began in 1962 and it was finally opened for public use on 6 November 1964. The headquarters was moved from Lagos to Abuja in 1995. The National Library of Nigeria currently has 35 branches across the country, including the FCT. The National Library of Nigeria came into operation in the mid-1960s with the enactment of the National Library Act of 1964 which was later replaced by Act No. 29 of 1970. Before the passage of the National Library Act, a series of educational conferences conducted in Ibadan served as the intellectual basis for the creation of a network of libraries funded by the federal government to provide accessibility of educational materials to Nigerians(NBN 2022). Effective service delivery requires a motivated and skilled workforce, while the work environment and available resources significantly impact job performance. 



Studies indicate that improving these aspects can lead to better service quality and user satisfaction. The National Library of Nigeria (NLN) renders a wide range of services; prominent amongst these services are reader services and bibliographical services. While existing research has explored the factors that shape staff development among library staff, the influence of professional development on job performance among staff remains a notable gap in the National Library of Nigeria. Are there professional development programmes for staff in the National Library of Nigeria? Do these interventions translate to better job performance in the National Library of Nigeria? These are some of the questions this study seeks to address.
 1.2      Statement of the Problem



The National Library of Nigeria helps in meeting the needs of different users: students, publishers, lecturers, researchers and the general public. This is done through the assistance of staff members at various levels. The performance of these staff is vital to the attainment of the goal of setting up the National Library of Nigeria. But, due to information explosion and changes in the learning and research environment, new technologies are changing the services the library provides. These new services include online reference services, desktop document delivery, an ISBN/ISSN automated self-service system, an Online Public Access Catalogue and online legal deposit submission, wikidata visibility of African authors and creative outputs. Expectedly, the National Library of Nigeria, in response to these changes need to institute 21st-century skills to enhance staff performance. Clearly, staff productivity has a direct bearing on the level of learning or skill which he has acquired before or during employment.

However, from anecdotal reports and interactions with some users,  it is believed that some library users no longer show interest in using the library services. The researcher feels that this lack of optimum job performance could be attributed to inadequate staff professional development interventions. Apparently, apart from the headquarters, this situation might be replicating itself in other branches of NLN, hence the need to conduct the research. This situation, if not addressed properly, could have a negative effect on the staff as well as the wider service delivery of the National Library of Nigeria. Is the job performance of these staff influenced in anyway by these professional development interventions? This has necessitated the need for this study which focuses on examining whether professional development could be a predictable factor for job performance in the National Library of Nigeria.

 1.3
Purpose of the Study

       This study explored the influence of staff professional development on job performance in National Library of Nigeria. Specifically, it sets out to meet the following objectives:

i. Identify the types of professional development programmes provided to staff in the National Library of Nigeria;

ii. Assess the criteria for selecting staff for professional development programmes in the National Library of Nigeria; 

iii. Determine the extent to which professional development influences the job performance of staff in the National Library of Nigeria.

2.1 Literature Review


The conceptual framework for the study is self developed; it shows a relationship between the independent variable (professional development) and the dependent variable (job performance). The variables are related because the absence of professional development could affect negatively the level of job performance of staff in NLN. Whereas, the availability and exposure to professional development could have a positive effect on job performance of library staff in NLN. Job performance is how well a person completes tasks and also the attitude with which he completes the tasks. It is carrying out work schedule, efficiently and effectively to meet agreed organisational objectives. Job performance is using skills, ability and experience to carry out assigned task required by an organisation. Job performance means staff productivity and output as a result of professional development. Availability of staff performance will ultimately affect the organisation effectiveness. Organisational effectiveness refers to the achievement of overall organisational goals. Job performance means staff productivity and output as a result of professional development.

Professional development variable is operationalised by the sub variables of seminar, conferences, workshops, coaching, mentorship, job rotation, job exchange etc. These may lead to influence on skill acquisition, knowledge development and attitudinal improvement. Increase in the skill inventory level of a staff will bring about high degree of job performance. The skill growth is possible through professional development. The skill level will have an affect on the staff performance, while staff performance will affect the organisational performance. Knowledge development depends upon how much curiosity the staff puts into learning. When individual staff wants to develop his knowledge by learning, he would learn more and more, he would participate in many other activities such as attend seminars, workshops and other training sessions, either on the job or off the job. This indeed would lead to personnel development, and personnel development would lead to increase in staff performance. Attitudinal improvement refers to the responsiveness of a staff. When staff participates in professional development, the staff attitude and behavior will determine the seriousness in the professional development programmes. The responsive staff will learn different skills which will increase job performance. Staff performance will affect the organisational productivity.
Librarians are those who are constantly and intellectually curious and conscious of how they could apply those curious efforts so as to increase the knowledge base of the institution for research, teaching, and learning (Rubin & Rubin, 2020). Librarians manage, organize, evaluate and disseminate information, providing support to their clientele including students, researchers and academic staff. However, the gradual change of library from traditional to digital environment was as the result of the present ICT revolution that has led to the adoption of ICT application in libraries which have many benefits in information works. The new digital library environment required librarians to acquire new skills and abilities to succeed in the environment. 

Several empirical studies have been found to exist on staff professional development as having relationship with job performance in libraries. Wagu and Echedom (2021) did a study that examined librarians’ attendance to conferences and workshops as a correlate of job performance in university libraries in the South-South, Nigeria. The findings of the study revealed that there is a positive but weak relationships between librarians attendance to conferences and job performance in university libraries, and a non significant relationships between librarians attendance to conferences and job performance in university libraries in the South-South, Nigeria. Based on the findings, the study recommended among others that library managers should spend resources in sponsoring librarians on conferences that have direct bearing on the particular job librarians perform so that librarians may not end up been develop wrongly.

Adejo (2021) focused on the professional development needs for Academic Librarians in digital library environment. His research objective was to identify the professional development needs for academic librarians in Nigeria. The study utilized the library research approach which relied on secondary data sourced from articles, journals and publications for analysis. Findings showed that the professional development needs for academic librarians in digital library environment include interpersonal communication, management knowledge, professional (traditional core skill of Librarianship), Technical skills, Information Technology (particularly on Computer and Communication Network Technology) and acquisition of digital facilities in the library. It was recommended that academic librarians should have up-date knowledge to meet with the current library trends on digitalization in order to enable effective delivery of digital services to clients in the libraries and also library management should mandate all academic librarians to undergo digital training particularly in computer and communication network technology.

Similarly, Bello, Adeleke,  & Adenekan (2022) stated that some libraries have initiated training in computer literacy for staff, yet such trainings are not sufficient for what it takes to effectively manage library automation. Furthermore, they stated that 75% of libraries in Nigerian universities are still not fully automated while 20% are not automated at all.  Simply put, professional development leads to learning, which leads to doing better work, which in turn leads to increased performance

Professional development could serve as indicator to user in more skills and experience. Fabunmi, Ikonne and Madukoma (2023) investigated professional development as determinant of job performance of librarians in public universities in Southern Nigeria. A survey research design was adopted for this study. The academic librarians in public universities in Southern Nigeria formed the population of the study. Total enumeration sampling technique was used for the study. A total of 571 questionnaires were distributed across the universities with a retrieval success of 464 copies, representing 81.3% return rate. Data were analysed using percentages and linear regression analysis. The findings of this study revealed that there is a high level of staff training in public universities in Southern Nigeria. It was equally revealed that the level of job performance of librarians in Southern Nigeria was high as librarians indicated that their personal discipline, teamwork, job-specific task and non-job specific task was high. 

Fabunmi, et al (2023) further showed that staff professional development practices significantly influenced the job performance of librarians in universities in Southern, Nigeria. It also showed that staff training serves as a medium to acquire more skills and experience which enable the librarians to be a good performer at work place. The researcher recommended that the university management should prioritize the training and development of their librarians by providing regular staff training programs, workshops, and seminars. This will enable librarians to acquire the necessary skills and knowledge to improve their job performance by the university management.

A study on staff professional development was conducted by Karim, Choudhury and Latif (2019) who reported on employees' job performance in Bangladesh. The study found that employees are aware of training in the organisation and also motivated through training and that training results in higher employees’ job performance. Ooko (2020), reported in a study on strategic staff training, development and organisational performance in Kenya. It was revealed that successful staff training is expected to impact positively on employee job performance. 

Alegbeleye, Unegbu and Babalola (2020) aim was to investigate professional development as determinant of job performance of librarians in public universities in Southern Nigeria. The study found that majority of the librarians who were male 237(51.1%) constitutes the large respondents while others were female 227(48.9%). The study found that librarians that were between the ages of 50 and 59 years constitutes the large respondents, which showed that they are matured adult while, a large number of 186(40.1%) of the respondents have 16-20 years of work experience. As far as the designation of the respondents is concerned, majority 200(43.1%) were senior librarians. The respondent’s, by their academic qualification, master degree was of higher number indicating that they are qualified librarians. Findings revealed that there is high level of staff professional development in public universities in Southern Nigeria. 

The findings of Fabunmi, Ikonne and Madukoma (2023) revealed that there is a high level of staff training in public universities in Southern Nigeria (mean=34.68). It was equally revealed that the level of job performance of librarians in Southern Nigeria was high (mean=84.49) as librarians indicated that their personal discipline, (¯x= 3.66), teamwork (¯x= 3.64), job specific task (¯x= 3.62) and non-job specific task ((¯x= 3.50) was high. Findings further showed that staff training significantly influenced the job performance of librarians in universities in Southern Nigeria. 

According to Nakaziba and Nguilube (2023), a key criterion for professional development participant selection is whether the training is likely to improve individual performance and organisational outcomes. Their research shows that professional development correlates positively with job performance among library staff, especially when the training targets relevant job tasks and competencies. The surveys of library staff at Nigerian universities demonstrate that professional development participation is significantly associated with higher job performance and effectiveness in task execution. Assessment of professional development outcomes should consider both immediate skill improvement and its effects on service quality and workflow efficiency, making performance potential a practical selection criterion.
To provide the foundation for this study the researcher adopted the Human Capital Theory, which was propounded by Gary Becker in 1964. The theory is widely used to conceptualized human capital (education and skills) as a form of capital, similar to physical capital, into which individuals and organisation invest to reap future benefits. The benefits from human capital come in the form of higher organisational productivity and increased future staff performance. Investments in human capital are seen as crucial for both individual prosperity and broader economic growth by enhancing productivity. Ekinyemi, Bakare and Quadri (2023) used Berke’s Human Captal Theory to investigate human capital development and service delivery by Library Personnel in University Libraries in Ondo State, Nigeria. The findings reveal that human capital development among staff has a positive relationship to quality-of-service delivery in university libraries.
The researcher uses Berker’s theory to provide a framework that sees knowledge as an asset with long-term institutional growth. Professional development ensures a knowledgeable workforce that supports institutional literacy and developmental goals. It is believed that retention of skilled staff reduces turnover and increased job performance. Staff who feel supported through development opportunities are more likely to remain committed to the library. The researcher believes Berkers theory could provide a useful lens for studying professional development interventions in National Library as it relates to better service delivery, efficiency, and innovation in the organisation. The theory posited that investments in staff through education, training, and experience could enhance their productivity and value within the National Library of Nigeria.
3.1
Methodology

The study adopted a descriptive research design, which is appropriate for understanding the current status of staff opinions on professional development as it relates to their performance in six selected branches, and can be generalised to the broader population of National Library of Nigeria staff in other locations.The population of the study is all library staff in Abuja and all 34 state branches of the 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.  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. According to Nyimbili and Nyimbili (2024), the technique allows the researcher to select participants based on the certain criteria. To this end, the researcher’s prior knowledge of staff distribution was intentionally used to select zonal head offices in each geopolitical zone. These zonal branches have more staff than the other branches within their geo political zones. 

The face validity of the instrument was carried out with the assistance of the researcher’s supervisor and other test and measurement experts in the department of Library and Information Science, Faculty of Social Science, University of Abuja. After the validation process, corrections were affected, including rewording unclear items, adjusting the structure of the questionnaire, and ensuring all variables were properly represented. The reliability of the instrument was ascertained using the Pearson’s Product Moment Correlation coefficient (r) to determine the internal consistency. The test-retest method of administration was employed using 10 staff of the National Library of Nigeria, FCT Branch Office, Area 2 Garki, Abuja. They were informed it was a pilot test and would be required to repeat it after 2 weeks. These staff are not part of the sample for the study. The instrument was administered twice within 2 weeks interval. The result yielded reliability co-efficient of 0.79. The reliability co-efficient is considered appropriate because in most researches, a reliability index of 0.60 is considered adequate. 

A physical questionnaire was administered by the researcher with the help of six research assistants. They were told to show courtesy and to use persuasive language in giving out copies of the questionnaire to the respondents. The trained research assistants are staff of the National Library of Nigeria and are familiar with the respondents which made it easy for the instrument to be attended to. A period of up to two weeks was allowed for them to complete and return the questionnaire for data analysis. Ethical approval was obtained from the relevant authorities. Participation was voluntary and strict confidentiality was assured all respondents The data were analysed using descriptive and inferential 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. 

4.1 Data Presentation and Analysis
Table 1: Demographic information

Data analysis pertaining to the gender distribution of the respondents is presented in Table 4.2.

Table 4.2: Gender Distribution of the Respondents

	Gender
	Number of Responses
	      Percentage (%)

	Male
	92
	55.4

	Female
	74
	44.6

	Total
	166
	100


Source: Field work 2025

 Table 4.2 reveals the gender distribution of the respondents. It reveals that 92 respondents, representing 55.4% were males, while 74 respondents, representing 44.6% were females. This result showed that there are more males than their female counterparts. 

Table 4.3: Types of Professional Development Programmes Provided to Staff in the National Library of Nigeria

	S/N
	Programmes
	Available
	Not Available
	Mean
	SD

	I
	Job rotation
	149 (89.76%)
	17 (10.24%)
	0.90
	0.30

	Ii
	Study leave for formal education
	135 (81.33%)
	31 (18.67%)
	0.81
	0.39

	Iii
	Job exchange/secondment
	141 (84.94%)
	25 (15.06%)
	0.85
	0.36

	Iv
	Coaching and mentorship
	142 (85.54%)
	24 (14.46%)
	0.86
	0.35

	V
	Succession planning programme
	134 (80.72%)
	32 (19.28%)
	0.81
	0.40

	Vi
	In-house seminar/workshop
	151 (90.96%)
	15 (9.04%)
	0.91
	0.29

	Vii
	Readership promotion campaigns
	151 (90.96%)
	15 (9.04%)
	0.91
	0.29

	Viii
	Orientation/Induction/Internship
	165 (99.40%)
	1 (0.60%)
	0.99
	0.08

	Ix
	LRCN workshop/seminar
	139 (83.73%)
	27 (16.27%)
	0.84
	0.37

	X
	NLA Conferences
	141 (84.94%)
	24 (15.06%)
	0.85
	0.36

	Xi
	Cataloguing and Classification Workshop
	139 (83.73%)
	27 (16.27%)
	0.84
	0.37


 The findings on types of professional development programme provided to staff in National Library reveal that job rotation is largely available, as 149 respondents (89.76%) affirmed its availability while only 17 (10.24%) indicated otherwise. The mean score of 0.90 and a standard deviation of 0.30 confirm that the majority of staff experience job rotation as part of their professional exposure. Similarly, study leave for formal education was reported available by 135 respondents (81.33%) and unavailable by 31 (18.67%), with a mean of 0.81 and SD of 0.39, showing that though widely accessible, some staff still lack such opportunities. 

For job exchange or secondment, 141 respondents (84.94%) agreed it was available, whereas 25 (15.06%) disagreed, yielding a mean of 0.85 (SD = 0.36). Coaching and mentorship programmes also had high recognition, with 142 (85.54%) indicating availability and 24 (14.46%) not; its mean of 0.86 and SD of 0.35 indicate moderate consensus among staff. Succession planning programmes were available according to 134 (80.72%) and not available to 32 (19.28%), with a mean of 0.81 (SD = 0.40), suggesting lower consistency in access compared to others. The in-house seminar/workshop and readership promotion campaigns were both available to 151 respondents (90.96%) each, with means of 0.91 and SDs of 0.29, showing very strong institutional emphasis on internal training and reader engagement. Orientation, induction, or internship was nearly universal, as 165 (99.40%) affirmed availability and only one respondent (0.60%) disagreed, giving a mean of 0.99 and SD of 0.08, signifying near-unanimous agreement. 

The finding as revealed in the study is in agreement with the one by Okiki & Durodolu (2018) that library and information professionals need continuing professional development courses as new ways of providing information resources. Hence, librarians and other library staff should be exposed to developmental programmes in the library, such as: job rotation, study leave, succession planning, coaching and mentorship programmes. 

Similarly, LRCN workshop/seminar was available to 139 (83.73%) and not to 27 (16.27%), mean 0.84 (SD = 0.37). Similarly, NLA conferences were available to 141 (84.94%) and not available to 24 (15.06%) (M = 0.85; SD = 0.36). Lastly, cataloguing and classification workshops recorded 139 (83.73%) availability (M = 0.84; SD = 0.37). Overall, most professional development opportunities are well-provided in NLN, as mean scores cluster between 0.81 and 0.99 with low standard deviations, reflecting consistent staff exposure and institutional support for capacity building.

Table 4.4: Criteria for Selecting Staff for Professional Development Programmes

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

	I
	Quality of work
	142 (85.54%)
	23 (13.86%)
	0 (0.00%)
	0 (0.00%)
	3.86
	0.35

	Ii
	Initiative
	136 (81.93%)
	0 (0.00%)
	0 (0.00%)
	0 (0.00%)
	4.00
	0.00

	Iii
	Work output accuracy
	140 (84.34%)
	0 (0.00%)
	0 (0.00%)
	0 (0.00%)
	4.00
	0.00

	Iv
	Needs analysis
	18 (10.84%)
	0 (0.00%)
	0 (0.00%)
	0 (0.00%)
	4.00
	0.00

	V
	Nepotism
	0 (0.00%)
	17 (10.24%)
	70 (42.17%)
	79 (47.59%)
	1.55
	0.72

	Vi
	Welfare package
	18 (10.84%)
	0 (0.00%)
	65 (39.16%)
	83 (50.00%)
	1.61
	0.78

	Vii
	Motivation
	23 (13.86%)
	143 (86.14%)
	0 (0.00%)
	0 (0.00%)
	3.14
	0.34

	Viii
	Productivity
	5 (3.01%)
	161 (96.99%)
	0 (0.00%)
	0 (0.00%)
	3.03
	0.16

	Ix
	Resource utilization
	68 (40.96%)
	98 (59.04%)
	0 (0.00%)
	0 (0.00%)
	3.41
	0.49

	X
	Drive and determination
	72 (43.37%)
	94 (56.63%)
	0 (0.00%)
	0 (0.00%)
	3.43
	0.50


The results in Table 4.9 reveal that quality of work strongly influences staff selection for professional development.

On criteria for selection of staff for professional development programmes, the results indicates that 142 respondents (85.54%) strongly agreed and 23 (13.86%) agreed. The mean score (3.86) and low SD (0.35) indicate high uniformity in opinion. For initiative, all 136 respondents (81.93%) strongly agreed, giving a perfect mean of 4.00 and SD of 0.00, confirming unanimous belief in initiative as a major selection factor. The same holds for work output accuracy (140; 84.34%) and needs analysis (18; 10.84%) where every respondent strongly agreed, yielding mean 4.00 and SD 0.00 each, signifying total agreement. However, perceptions about nepotism were negative. None strongly agreed, but 17 (10.24%) agreed while 70 (42.17%) disagreed and 79 (47.59%) strongly disagreed. The mean of 1.55 and SD of 0.72 reveal that nepotism is generally rejected as a selection criterion. Similar views were observed for welfare package, where 18 (10.84%) strongly agreed, but 148 respondents (89.16%) either disagreed or strongly disagreed, producing a low mean of 1.61 and a high variability (SD = 0.78). This means staff see welfare as less relevant in determining selection. For motivation, 23 (13.86%) strongly agreed and 143 (86.14%) agreed, with a high mean of 3.14 (SD = 0.34), implying a consensus that motivation influences selection positively. Similarly, productivity was widely accepted as a criterion (5; 3.01% strongly agreed, 161; 96.99% agreed), yielding mean 3.03 (SD = 0.16). Resource utilization received 68 (40.96%) strong agreement and 98 (59.04%) agreement (M = 3.41, SD = 0.49), while drive and determination recorded similar figures (72; 43.37% strongly agree, 94; 56.63% agree, M = 3.43, SD = 0.50). 

These findings imply that staff perceive competence-based factors (quality, initiative, productivity, motivation, resource use) as key selection criteria, while non-merit factors such as nepotism and welfare have minimal influence.

Table 4.5: Extent to Which the Following Statements Represent the Assessment of Job Performance

	S/N
	Statements
	Excellent
	Above Average
	Average
	Below Average
	Mean
	SD

	I
	Production of National Bibliography of Nigeria
	1 (0.60%)
	99 (59.64%)
	61 (36.75%)
	0 (0.00%)
	2.62
	0.62

	Ii
	Job flexibility in assuming responsibilities
	0 (0.00%)
	104 (62.65%)
	62 (37.35%)
	0 (0.00%)
	2.63
	0.49

	Iii
	Provides efficient services to patrons
	0 (0.00%)
	107 (64.46%)
	59 (35.54%)
	0 (0.00%)
	2.64
	0.48

	Iv
	Resourcefulness and efficiency in bibliographic control
	0 (0.00%)
	111 (66.87%)
	54 (32.53%)
	0 (0.00%)
	2.67
	0.47

	V
	Problem-solving skills and knowledge of information sources
	0 (0.00%)
	103 (62.05%)
	63 (37.95%)
	0 (0.00%)
	2.62
	0.49

	Vi
	Use of technology for access to information
	0 (0.00%)
	106 (63.86%)
	60 (36.14%)
	0 (0.00%)
	2.64
	0.48

	Vii
	Provide readers’ advisory services
	1 (0.60%)
	106 (63.86%)
	59 (35.54%)
	0 (0.00%)
	2.64
	0.48

	Viii
	Cataloguing and classification of materials
	1 (0.60%)
	108 (65.06%)
	57 (34.34%)
	0 (0.00%)
	2.65
	0.48

	Ix
	Provide authors with online visibility (Wikidata)
	7 (4.22%)
	65 (39.16%)
	65 (39.16%)
	29 (17.47%)
	2.67
	0.82

	X
	Indexing of materials for storage and retrieval
	0 (0.00%)
	117 (70.48%)
	49 (29.52%)
	0 (0.00%)
	2.70
	0.46


This finding was also corroborated by the study by Chiganze & Sağsan (2022) which studied relationship between human capital, innovation capability and employee Job performance in academic libraries in Namibia, South Africa, and Zimbabwe. The findings suggested that human capital positively affects innovation capability and job performance of academic librarians/library assistants in the three Southern African countries. Information problem-solving skills also recorded 103 (62.05%) Above Average and 63 (37.95%) Average (M = 2.62; SD = 0.49). Likewise, use of technology for information access was Above Average for 106 (63.86%) and Average for 60 (36.14%), yielding M = 2.64, SD = 0.48. Readers’ advisory services was Above Average (106; 63.86%) and Average (59; 35.54%), with mean 2.64, SD 0.48. Cataloguing/classification had similar distribution (M = 2.65, SD = 0.48). Notably, visibility of Nigerian authors through Wikidata showed greater variability: 7 (4.22%) Excellent, 65 (39.16%) Above Average, 65 (39.16%) Average, 29 (17.47%) Below Average (M = 2.67; SD = 0.82), showing uneven skill levels in digital platforms. Finally, indexing materials achieved high Above Average ratings (117; 70.48%) with mean 2.70, SD 0.46. Overall, staff performance across the indicators ranged between Average and Above Average (means ≈ 2.6–2.7), showing competence but room for improvement, especially in technology-driven tasks. 

5.3
Conclusion

The study explored influence of professional development on job performance among staff in the National Library of Nigeria. It covered six locations of the National Library of Nigeria; comprising Abuja, Rivers, Enugu, Bauchi, Kaduna and Lagos State. The purpose of the study was to identify the types of professional development programmes provided to staff in the National Library of Nigeria; assess the criteria for selecting staff for professional development programmesin National Library of Nigeria; determine the extent to which professional development influences the job performance of staff in the National Library of Nigeria; identify the challenges affecting the provision of professional development programmes to library staff in the National Library of Nigeria; elicit suggestions on how the National Library of Nigeria can use professional development programmes to enhance the job performance of staff and determine the relationship between professional development and job performance 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 endeavour to make participation in staff professional development a more regular exercise so as to sustain existing momentum and bridge any future performance gap. 

ii. The management of the National Library of Nigeria should re-structure work arrangement and automate more library routines that will enable the provision of online visibility through the use of wikidata for global recognition. 

iii. The management of the National Library of Nigeria should establish a professional development policy that will outline performance indicators, evaluation and funding mechanism.
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