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Abstract

Managing an Institutional Repository (IR) is a challenging and multifaceted responsibility, often
underestimated in academic libraries. Beyond the human aspects, the infrastructure and systems
needed for effective IR management introduce further layers of complexity. This study
thoroughly explored the impact of organisational culture, digital competence, and emotional
intelligence on institutional repository management by personnel in academic libraries in
Southwest Nigeria. The study population was 352 library personnel employed in the 14
university libraries that had adopted IR across Southwest Nigeria at the time of the research and
the university librarians of the institutions. The entire 352 personnel and 14 university\librarians
were selected given the small size of the population and in a bid to eliminate biag using total
population sampling. A mixed-method approach was applied, combininig™ structured
questionnaires titled 'Questionnaire on Management of Institutional{ Répésitories and
Organisational Culture, Digital Competence, Emotional Intelligence£among Personnel in
Academic Libraries in Southwest Nigeria' for library personnel and gterview guide for an in-
depth interview session with the university librarians. Experts with RhlD.status from the library
school validated the instruments. The instrument's reliability and adequacy were confirmed. Two
hundred and ninety-eight (298) copies of the questionnaire wefte returned, of which two hundred
and forty-six (246) copies were certified as duly filled and=considered usable. Also, ten
university librarians were available for the interview. Data analysis involved both descriptive and
inferential statistics. Frequency, percentage, and mean were used for analysing demographic
information and the four (4) research questions,/while regression analysis tested four (4)
hypotheses at a 0.05 significance level. Findings r€wealed a high management level of IR among
the library personnel. Similarly, the organisational”culture of the academic libraries was high,
and the personnel possessed a high degree ofvdigital competence and emotional intelligence.
However, the digital competence of library personnel had the highest impact on the management
of IR, with a total weighted mean,falue of 3.58. The results further showed a significant
combined effect of organisational gultyr€, digital competence, and emotional intelligence on the
management of institutional sepositeries among personnel in academic libraries in Southwest
Nigeria (F(3, 242) = 98.18], p<'0.05). The study concluded these factors are crucial for effective
IR management in these libtaries. It was recommended that the management of academic
libraries strengthen workpla€e culture, enhance training in digital competencies and emotional
intelligence, and_epriotfitise the recruitment of skilled personnel. Additionally, university
administrators ate advistd to make publication submission to institutional repositories a
requirement for promotion and tenure renewal, helping to address authors' reluctance and
encourage rgpository use.

Keywoxds:*Organizational culture, Digital competence, Emotional intelligence, Management of
Institutional Repository, Library personnel, Academic libraries

Word Count: 421

vi



Table of Content

Content Page
Title Page i
Certification i
Dedication il

Acknowledgement v
Abstract Q\ vi
Table of Contents 0 vii
List of Tables /\QJ

List of Figures Q

List of Appendices %

Chapter One: Introduction QO

1.1 Background to the Study 1
1.2 Statement of the Problem &Q 16
1.3 Aim and Objectives of the Study fb 17

1.5. Hypotheses

1.4  Research Questions @ 18
1.6 Scope of the Study \(‘)\ 19

1.7  Significance of the Stud&g 19
1.8  Limitations of th@
1.8.  Definition of Te 23

Endnotes ,\\. 28

Chapter TwoiLiterature Review
2.1. C()é} al Review 31
1

\v Overview of Management of Institutional Repository 32

2.1.2 Overview of Organisational Culture 36

2.1.3 Overview of Digital Competence 40

2.1.4 Overview of Emotional Intelligence 44

2.2 Theoretical Framework 49
2.2.1 IR Evaluation Model 49

2.2.2 Denison Model of Organisational Culture 54

vil



2.2.3 The Digital Competence Framework for Citizens (DigComp) 56

2.2.4 Daniel Goleman’s Emotional Intelligence (EI) Theory 57
2.3 Review of Empirical Studies 59
2.3.1 Organisational Culture and Management of Institutional Repository 59
2.3.2 Digital Competence and Management of Institutional Repository 74

2.3.3 Emotional Intelligence and Management of Institutional Repository 9
2.4 Conceptual Model 113

5
2.5 Summary of Gap in Literature Reviewed : OQ 115

Endnotes 120
Chapter Three: Methodology 6\
3.1 Research Design % 136
3.2 Population of the Study 0 136
33 Sample Size and Sampling Techniques Q 137
3.4  Description of the Research Instrument (s) ’bQ 138
3.5  Validity of the Research Instrument b 140
3.6  Reliability of the Research Instrumen&g 141
3.7  Method of Data Collection . ,\% 141
3.8  Methods of Data Analysis KC)\ 141
Endnotes Q 143
Chapter Four: Results a xlssion of Findings 144
4.1 Demographic D uﬁhe Respondents 145
42  Analysis %g h Questions 147
43. Testo gmheses 214
24  Dis of Findings 223

\E/l%btes 239

Chapter Five: Conclusion

5.1 Summary of Findings 242
5.2 Conclusion 245
5.3 Recommendations 246
54  Contribution to Knowledge 248

5.5 Areas for Further Studies 250

viil



Bibliography 253

Appendices 269
Bio-Data 280
The University Compliance Certification 285

X



List of Tables

Table Title Page
3.1.  Population Table 137
4.1. Response Rate 144
4.2.  Demographic Profiles of Respondents 145
4.3.  Analysis of responses on the management of IR 147
4.4.  Analysis of responses on prevalent organisational culture \ 164
4.5.  Analysis of responses on the level of digital competence of personnel Q 185
4.6.  Analysis of responses on the level of emotional intelligence of personnel 198
4.7.  Regression analysis for influence of organisational culture e management of
institutional repositories among personnel in academic libragi Qouthwest Nigeria
215
4.8.  Regression analysis for influence of digital com Q of library personnel on the
management of institutional repositories amonQpersonnel in academic libraries of
Southwest Nigeria 6 217
4.9.  Regression analysis for influence onal intelligence on the management of
institutional repositories among pers kl in academic libraries of Southwest Nigeria
’\\ 219
4.10. Regression analysis for Cm@hed Influence of organisational culture, digital competence

[ ]
and emotional intelli BQ on the management of institutional repositories among

personnel in acadb@ tbraries of Southwest Nigeria 221
P



Figure Title
2.4 Conceptual Model

List of Figures

xi

Page
113



Chapter One

Introduction
1.1 Background to the Study
Managing an Institutional Repository (IR) is a formidable task and its complexity is often
overlooked in academic libraries. Beyond the human factors involved, the materials and systems
required for IR management add another layer of complexity. This broad sccQﬁhkes the
otherwise routine task even more challenging. Like many other countries, N@/@as embraced
the adoption of IRs to showcase the intellectual products of the acader@ wever, maintaining
these repositories through effective management of both internal%extemal stakeholders, as
well as the necessary systems and materials, remains a si t challenge. The result is the
visibility challenge and incomprehensive content that’§nely updated. The corporate culture
within academic libraries needs to be positi nd sufficiently utilised to support IR
management. Additionally, management, a %al science, demands that library professionals
possess core competencies in social SE;HQ\? icularly emotional intelligence, and digital skills
in this digital age for efﬁcient.di&'g}brary administration. It is worrisome that the need for the
presence of these three {b’s@haracteristics—organisational culture, digital competence, and

emotional intelligeng&%s essential tools that should be embedded in the library environment

and among p%ogﬁd for the effective management of IRs in Southwest university libraries is

rarely nol@literature on IR.

Institutional Repositories (IRs) are digital collections or databases owned and operated by an
organisation. Such an institution may be an academy, a university, or a research centre. An
institution's purpose is to collect, store, and make available the intellectual work and scholarly

papers its members produce to the public. The management of IR therefore comprises four



elements; content, management and policy, system and network, and use, user and submitter'.
Firstly, the selection process for admitting research publications and related materials into an IR
must be well scrutinised to ensure that the quality of materials that are eventually enlisted aligns
with the standard that the academic institution envisions. It is however important to implement

user-friendly submission processes to encourage active participation and ensure a steady influx

In the same vein, the currency, diversity (to manage diverse types of cg%rgyd.lch as datasets,

of content?.

multimedia, and non-textual materials), management and de-dupl@f content is important
to maintain clean and organized information materials and n@erve as an impetus to further
motivate the user to patronize the IR. Some content may be@ outdated or irrelevant over time.
Regularly reviewing and updating content, or impl%%ing version control mechanisms, helps
maintain the relevance of the repository. Th@t management is essential to the successful
implantation of IR. Similarly, managem: ﬁ%es not start with quality assurance but rather with
setting the right standards at the co@ce?\:ement of the adoption of any system. The management
of IR therefore cannot be an@tion to these natural rules. These standards that come in the
form of policies ernb’o% ght marketing and advocacy strategies that not only lead to general

awareness of the@&) among the academic community and potential users of the resources

but also enaessibility and visibility of the content.

Copyrgﬁ%md other legal issues are sorted when policies are carefully fashioned to address all
scopes relevant to the management of IR. Preservation processes and ensuring that the quality of
the electronic format in which the information has been preserved is of high standard is crucial to
the continuous sustainability of the IR. Addressing these policy and management issues requires

a strategic and holistic approach, involving collaboration between repository managers,



administrators, legal experts, and other stakeholders. Regular review and updates to policies,
coupled with effective communication and outreach, contribute to the successful management

and sustainability of IR3.

Aside the management of the content and human elements in the IR, the technology itself is
important to the success of the whole system. Though, flexible and amenable s@are, the
choice of the app between open source and propriety one, between the various @ on display
could lay the foundation for an ineffective IR if not properly considere@ghlof these brands
has its areas of strength and weaknesses which should be examine lly to determine their
alignment with the purpose, mission and shared values of thg c community. Optimum
performance is guaranteed when an IR is easily integrated@other information systems in the
library. Online Public Access Catalogue and simil%g@ware used for operationalising library

routines could pose a conflicting enterprise@te additional encumbrance in enabling the

provision of services if they are not careﬁQ\ntegrated“.

Also, there may be a pressir.lg &Q‘g\ct—g interact with other institutions in this age of multi-
institutional and multidisc research. Therefore, the interoperability of a modern-day IR
will be handy in agcg&ﬁng research collaborations across authors and institutions. Apart from
the software, er(gp also the hardware components and technology performance issues relating
to securité/ erability, content accessibility and metadata management that lead to smooth
running IR if well managed. In all, the above-highlighted issues in IR technology are
considered system and network issues in IR management. Addressing these requires a

combination of technical expertise, strategic planning, and regular monitoring’.



The essence of library services is to make information resources readily available to their
potential users. The information needs of the users therefore occupy an enviable position in
information resources management. Effective user management in institutional repositories
requires a user-centred approach, ongoing communication, and a commitment to providing a
seamless and supportive user experience. It involves balancing security and access control with
user engagement and collaboration. Regular assessments and updates to useQan gement
practices contribute to the success and sustainability of the IR. Also, managi%s/ itters, often
referred to as contributors or authors, in an institutional repository i@% creating processes
and implementing policies to facilitate the submission of schola orks and other relevant
content. Both the authors and the users should be consider: 1 training and education while
regular and functional feedback mechanisms s oy@e evolved to attain an effective
management®. Usage issues in institutional re ies due to low content discoverability,
complex submission processes, and limix\ﬁﬁegraﬁon to other platforms among others can
impact the effectiveness of the repo{@ n ‘disseminating scholarly works and supporting the
research community. Summaﬁl&ﬂagement of IR requires adequate consideration of content,

management and policy, %% and network, and use, user and submitter’.

Management of @@geria as applicable elsewhere involves daunting tasks that could be
discouragingbépoorly organised and technologically deficient institutional libraries. Any
innovz%@/g{ as good as the ability of those it is meant to domesticate and internalize within the
cultural atmosphere of the institution or organisation. Organisational culture can be referred to as
those shared values, beliefs, attitudes, and behaviours that define an organization. It is the social
mechanism that determines the interaction of people internally within the organisation and

externally with other stakeholders. It guides the way the organisational routines are carried out,



the extent of collaboration, and the general ambience within the entity. Organisational culture
includes essential elements such as beliefs held by members, values and standards that guide the
organisation, socialization, unwritten rules and expectations, leadership attitude and actions
which mould the culture of the organization, symbols and language (workplace terminology) and
finally adaptability that enables the organisational culture to evolve and adapt to changing
scenario. All these have tremendous influence on different spheres of the organiQn, morale,
productivity, innovation and organizational performance. Ultimately, orga@a/ al culture is

defined as ‘how organisations do things’®. O

In an academic environment where the university library is sit organisational culture is
structured by the values, traditions and collective attitudes@he personnel, administrators and
users of the library resources. The service orientagrrbhat produces a strong commitment to
serve the information needs of their users, i ion access and literacy that guarantees the
fulfilment of the essence of librarianshi e collaboration with faculty, researchers, and other
departments to support academic p&{ mes and research initiatives of the institution, and the
integration of new technolog&{%service provision all define the organisational culture of the
academic libraries. Inc Qin the library culture as a corporate entity are the ever-evolving
pedagogical app@ d the changing information needs of users, continuous learning and
professional lopment of contemporary library professionals. The diversity and inclusivity
broug%gﬁt by the diverse background of users and fellow information professionals, the
broader academic community that needs constant engagement and advocacy, and the
preservation initiatives, and archival activities required to preserve human knowledge are

contributory to what determine the unique organisational culture of the university library®.



This organisational culture in the academic library aligns with the values of open access,
knowledge dissemination, and preservation of the scholarly output of the institution. It also
creates collaboration between the library, academic departments, and IT services, provides a
digital platform for archiving and sharing academic works, and midwifes between the content
creators (faculty, researchers) and users seeking access to scholarly outputs. Finally, it ensures

contribution to the long-term preservation of the institution's scholarly output readily provided

by the institutional repository. <

N

A positive organisational culture and environment will greatly enh% e ability of the IR to
fulfil the laws of library science as espoused by Ranganatha@he productivity of the library
staff will be impacted positively showcasing the grey literag of the institution to the outside
world, boosting the visibility of the library and @’bﬂversity to which it is affiliated and
increasing the prominence of the universi@chers. Subsequently, the gap between the
global north and the global south aboug&ss to information by the mass of their citizenry is
further reduced. This has the poteétji{(n\o create economic benefits for both the staff and the
institution through research @oration with pairs in other climes. Most importantly, the
unalienable rights of libraty/users to information resources at no cost are given a lifeline. To
capture the abov{s.t%é&i pact of organisational culture on performance and effectiveness in the
workplace, %@emen‘[, consistency and adaptability play active roles in shaping the culture of

such cbq}zﬁe entity'?.

Involvement as a concept in organisational culture refers to the active participation and
engagement of individuals within an organisation in shaping and sustaining its culture. Library
personnel who are actively involved and participate in decision-making processes feel a sense of

ownership and connection to the organisation. Such personnel are encouraged to provide



feedback and suggestions on organizational practices. This involvement allows them to
contribute to the improvement of the culture. This culture that involves the librarians in the
decision-making process, feedback harvest, empowerment of the librarians with necessary tools
and skills, capacity development and team orientation enhances a conducive environment for the
successful implementation of IR. Empowered personnel can become advocates for the repository,

promoting its benefits to their peers and encouraging increased usage and contribule1 :

Similarly, an empowered IR team can actively advocate for the promoti&&l repository as a
tool for sharing knowledge freely and contributing to the institution emic visibility. In the
same way, the team-oriented approach, a concept of invol nt, encourages collaboration
among faculty, researchers, and other contributors to @it their scholarly work in the
repository and ensures the completeness, accuracy, @evance of the content. New knowledge
and skills are acquired when information isB\k@’bamong participating librarians. Sometimes,
the experienced officers serve as mentoni\' he upcoming ones, passing field experiences on to
the younger generation of library %{%}With this organisational involvement, all participating

librarians take ownership of @tform and work for better service delivery and organisational

performance'?. Q
Q

Consistency 16 isational culture is crucial for creating a stable and predictable work
environm%@ consistent culture helps the staff understand the values, expectations, and norms
of the%ﬁnisation, fostering a sense of belonging and alignment. Consistency in organisational
culture requires a holistic approach that touches various aspects of communication, human
resources, and organisational practices. When these elements work together cohesively,

personnel are more likely to understand, embrace, and contribute to the desired organisational



culture. In the library environment, when consistency with the core values of provision of access
to information resources to users by the staff is adhered to, IR can evolve into a platform that

ultimately guarantees research distribution among the academia.

Also, agreement and coordination among the various stakeholders in the academic community
can brighten the prospect of open access which the IR is meant to enhance. Thus, é&tems and
stakeholders are integrated to provide access to literary and research r@ﬁs hitherto
inaccessible to potential users. However, adaptability in organisatiow e refers to an
organisation's ability to adjust, evolve, and respond effectively to ¢ internal and external
environments. An adaptable culture is crucial for staying rnt, fostering innovation, and
thriving in dynamic academic environments. It fostersg‘nindset that embraces change,
continuous learning, and innovation, especially in t%%{ al age when librarianship is driven by
disruptive technologies. It requires a co@rbn of leadership practices, organisational
structures, and cultural norms that suppﬂwxibility and responsiveness to evolving situations

N

often witnessed in IR managemenb;ﬂlcﬁ-avating adaptable culture positions libraries to navigate

IR challenges effectively an alize on emerging opportunities in the modern information

business environment!3. Q

The introduction nformation Communications Technologies (ICT) into the operations of
library ro@ﬁas made inter and intra-organisational collaboration with stakeholders in the
field of @e@demic librarianship highly unavoidable. Similarly, beyond the usual computer literacy
skills, leverage on 21%-century digital competence and other soft skills is necessary to garnish the
lubricants of contemporary library service delivery. Thus, it can be said authoritatively, that

knowledge management work which IR symbolises is a process that is both human and



technologically driven. The successful engagement of these two elements has a big impact on the

outcome of the IR management system ',

Digital competencies in academic libraries allude to the knowledge, expertise and skills required
by a library professional to successfully navigate and leverage digital technologies in their
workplace. It is therefore pertinent that a contemporary librarian should po% strong
information and digital literacy skills to effectively locate, evaluate and information
resources as well as navigate digital platforms. He should also posses§§he(eﬁlity to manage
digital collections and manage library systems and technologies, as integrated library
systems (ILS), discovery tools, and other library management @va e. Similarly, knowledge of
preservation standards, metadata, and best practices for digital archiving, provision of digital
reference services, including online chat suppo%%ail reference, and virtual reference
interviews, knowledge of data curation, @ and sharing, ability to safeguard digital
resources, user data, and library systemsy\' g informed about new tools, platforms, and trends
in information technology and %ﬁ@\to collaborate with other library staff, academic
departments, and external a@n implementing and supporting digital initiatives are features
$ 15

of a digitally competent an’.

The Europea &}’x\;hrough The European Digital Competence Framework for Citizens
commonlbl&d to as DigComp 2.0, grouped digital skills needed for the future into five
categoks,/ Information and Data Literacy, Communication and Collaboration, Digital Content
Creation, Safety (of the devices) and Problem-solving'®. Even though there exists palpable
apprehension among academic librarians about the future of traditional librarianship in light of

the domination of technology over core librarianship, the contributions of these tools and

applications in promoting the profession and ensuring the core tasks are seamlessly performed



are obvious to all analytical experts in the field. Digital competencies are crucial for the effective
development, management, and use of an institutional repository (IR) in an academic setting. An
institutional repository is a digital platform that stores organises, and provides open access to an
institution's scholarly and creative output. This will enable the IR manager to understand and
apply metadata standards to describe digital resources within the repository and manage digital

assets, including organising, preserving, and providing access to diverse types of d@l ntent.

Also, knowledge of the software and infrastructure supporting the repo&r&oﬂd the ability to
configure and customize the system to meet institutional needs a Q ential. Knowledge of
digital preservation practices, understanding of repository inte@on and operability with other
systems, digital competencies in promotion and outreach @security of the repository are all
digital competencies on which effective impler@’@ion and success of an institutional

repository depend. Therefore, the acquisition@ve skills highlighted under DigComp 2.0 is

crucial to the attainment of digital compe[& needed to manage institutional repositories.

N
Information and data literacy.aQ%X? components of digital competence, encompassing the
ability to locate, evaluate , and effectively use information and data in the digital context.
Information and da.t%&lcy are integral to the management of an institutional repository. These
literacies enable ﬁwltory managers to effectively curate, organize, and share information and
data, whil&i&suring compliance with legal and ethical standards. Also, communications and
collaan refer to the ability to effectively interact, share information, and work together with
others using digital tools and technologies. Leveraging digital tools and technologies enhances
communication efficiency, facilitates collaboration among stakeholders, and contributes to the

overall success of the repository!”.

10



On the other hand, digital content creation is the capability to conceive, design, and produce
diverse forms of digital media content, ranging from written documents and graphic images to
videos and interactive multimedia presentations. Digital content creation in the management of
an institutional repository involves a combination of creativity, technical skills, and strategic
communication to showcase the repository's valuable content, enhance the overall user

experience and contribute to the repository's visibility, accessibility, and imf®hin the

academic community. <

Problem-solving, another skill in digital competence is the capacity ss and resolve issues,
obstacles, or tasks encountered in digital contexts. In the %ment of an institutional
repository (IR), problem-solving in digital competencegssential for addressing various
challenges that may arise in the digital environmeh’b\e nature of an institutional repository
involves dealing with digital content, tech@% and information, and effective problem-
solving skills are crucial for ensurings&h%repository’s functionality, security, and usability.
Finally, in the context of digital co%ﬁg}ce, safety refers to the ability of individuals to navigate,
use, and engage with dig@hnologies securely and responsibly. It encompasses the
knowledge, skills, and @ours necessary to protect oneself, others, and digital assets while
leveraging digit(.tb:é? d platforms. Digital safety involves understanding and mitigating
potential ris@@sociated with online activities. Safety in the management of an institutional
reposim&k) is crucial to ensure the security, integrity, and responsible use of digital assets. As

institutional repositories often contain sensitive scholarly and research materials, it is important

to implement measures that safeguard these resources!'®.

Emotional intelligence (EI) refers to the ability to understand, manage, and effectively use one's

own emotions, as well as the ability to empathize with and influence the emotions of others. It is

11



often associated with interpersonal relationships. Emotional intelligence (EI) plays a crucial role
in the functioning of an academic library, influencing how library staff interact with each other,
collaborate with patrons, and navigate the various challenges of their roles. Library staff with
high emotional intelligence are better equipped to understand and respond to the needs and
emotions of library patrons effectively managing interactions, demonstrating empathy, and
providing support in a way that meets the emotional needs of patrons. In a Q setting,
collaboration among staff is essential. Emotional intelligence contributes to positive working
relationships by fostering effective communication, conflict resolut@d teamwork. Thus,
library staffs understand the emotions and motivations of tl%eam members, provide
constructive feedback, and foster a positive organizational . This further aids library staff

in understanding the underlying emotions co?v'@tg to conflicts, facilitating open

communication, and finding constructive resoluﬂ'@ 7 enables library staff to adapt to change

more effectively by managing their own e }fons and helping others navigate transitions with
¥

AN\

in continuous learning and profes&gél development'®.

empathy and resilience, and contribu owth mindset, encouraging library staff to engage

researchers, adm@s:\}b

also play t e of empathising with users' needs, addressing concerns effectively, and

EI can contribute to @raﬁon by engaging with various stakeholders, including faculty,

and IT professionals involved in the institutional repository. It can

commﬁxki/glng technical information in a way that is accessible and user-friendly. Similarly,
navigating resistance to change, understanding the emotions of staff affected by changes, and
fostering a positive and supportive environment are achieved through EI application. Building
stronger working relationships, leading to more efficient and harmonious teamwork, resolving

conflicts by understanding the underlying emotions, facilitating open communication, and

12



finding mutually beneficial solutions are attained. Ultimately, creating engaging outreach
materials that inspire participation and contributions to the repository, in empathising with users,
anticipating their expectations, and designing user interfaces are other ways through which EI

contributes to the integration of IR in the university system.

Self-awareness is a fundamental aspect of emotional intelligence (EI) and involves %bility to
recognize and understand one's own emotions (both positive and negative s and the
specific situations, events, or interactions that trigger certain emotional rgQrgai, and being able
to anticipate and manage these triggers and the recurring pattern Qnotional experiences,
behaviours, and reactions), strengths, weaknesses, values, and@%ons. The management of
an institutional repository involves the ability of reposi‘@managers and administrators to
understand their emotions in the context of their ro@’é responsibilities. They should have a
clear understanding of their own profession@ values, and priorities, and how these align
with the mission and objectives of the ‘&his awareness allows individuals to leverage their
strengths effectively and seek sup%\%i}development in areas where they may have challenges
leading to more objective an@sive decisions and robust collaboration within the repository

community. By cultiv&i1 1f-awareness, repository managers can enhance their effectiveness

in leading and m(na@

contribute @success and sustainability of the repository as a valuable resource for the

stitutional repositories, promote a positive organisational culture, and

instituﬁ@/ d its stakeholders.

Emotional intelligence encompasses various skills related to understanding and managing one's
emotions and the emotions of others, and empathy is one of the key components as it involves
the ability to understand and share the feelings of others and connect with others on a deeper

level by acknowledging and validating their emotions. It allows individuals to appreciate and
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respect cultural differences, avoid cultural misunderstandings, and build inclusive environments
where everyone feels valued and understood. Empathy enables repository managers to
understand the needs, preferences, and challenges of repository users, such as researchers,
students, and faculty members. By empathizing with users' perspectives, repository managers
can tailor the repository's services, features, and interfaces to better meet their needs, ultimately
enhancing user satisfaction and engagement. Empathy helps repository man@s listen
actively, address concerns, and collaborate effectively with others, @/@mg positive
relationships and teamwork. Empathy allows managers to underhe challenges and
motivations of content contributors, providing them with the ec% support, guidance, and
incentives to participate actively in the repository's initi By understanding users' skill
levels, interests, and learning styles, managers r@n effective training materials and
workshops that empower users to navigate the r ry and leverage its resources effectively.
Overall, empathy plays a vital role in cre%&sercentric and inclusive environment within

the institutional repository, fosterin{@s’sﬁ ¢ relationships, enhancing user engagement, and

ultimately maximizing the repos&@! value to the institution and its community?°.

\

Social skills are a key &nent of emotional intelligence (EI) and play a crucial role in how
individuals navie.té:\\b al interactions and build relationships. They facilitate effective
communicati relationship building, conflict resolution, collaboration, leadership, and
adaptab{ig'fn various social contexts. Social skills are vital for the effective management of an
institutional repository (IR) due to the repository's inherently collaborative nature and its reliance
on engaging with various stakeholders. Repository managers often need to collaborate with

researchers, faculty members, and other content contributors to ensure a steady flow of high-

quality scholarly materials into the repository. Strong social skills enable managers to establish
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rapport, communicate effectively, and foster positive relationships with these stakeholders. This
can involve providing support and guidance to contributors, addressing their concerns, and

recognizing their contributions, thereby encouraging ongoing participation in the IR.

Social skills are essential for promoting awareness of the institutional repository within the
institution and encouraging its adoption by faculty, researchers, and students. Repository
managers may need to organise outreach activities, such as workshops, trai Qessions, or
informational sessions, where they can engage with potential users&dgﬁo!s questions or
concerns, and highlight the benefits of using the repository for s communication and
knowledge dissemination. Effective negotiation requires stron@%mal skills, including the
ability to communicate clearly, build consensus, and &re conflicts diplomatically. By
engaging in constructive dialogue with stakeholders@agers can establish mutually beneficial
policies and agreements that balance the i@)f all parties. Managers must demonstrate
empathy, patience, and responsivenesaq'%n interacting with stakeholders who may have
questions, suggestions, or comp%gs?\By maintaining open lines of communication and

demonstrating a willingness @&n and adapt, managers can foster trust and goodwill among

repository users and contributors.

.
Possibly, wh ag,g:a\t\lv'e organisational culture (built on the tripod of involvement, consistency
and adaptél is created in the academic library, the management of the IR becomes less
hectic.\b% integration of digital skills that make managers of the IR digitally competent to
navigate the difficult terrain that the IR technology represents is crucial to the management of the
platform. Above all, the positive organizational culture and digital competence are better
coordinated with emotional intelligence that encompasses self-awareness, empathy, and social

skills. These are requirements needed for the management of IRs in Nigerian university libraries
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which can only further improve its functionality and reduce ensuing operational issues within the
sphere of IR implementation. Presumably, effective organisational culture, digital skills and a set
of emotional intelligence competencies should help to project a formidable management of IRs

in the university libraries.

1.2 Statement of the Problem \

Institutional repositories in Nigeria have faced challenges such as low t uploads,
dependence on external ICT experts for technical support and limited le)xl&operation from
academic staff, resulting in inadequate updates, and minimal patro @ 2. Most research on
Institutional Repositories (IR) in Nigeria has focused on the@sﬁal evolution, awareness,
adoption, availability and infrastructure with limited a@ion given to the management
processes of IRs’?*” 2% 25 The existing literatur@ ights a particular lack of focus on
management indices related to IR admini@rbin Southwest Nigeria. Mastery of digital
competencies, positive emotional inteU@, and an organisational culture that fosters digital

capability, internal integration, co@) tion, and teamwork with stakeholders are crucial for

managing IR resources and s@ in contemporary university libraries.

There is dearth of @ical studies on factors influencing the management of institutional
repositories a ogybrary personnel in Southwest Nigeria. Available research evidence rarely
explored uiterrelationship between organisational culture, digital competence, emotional
intelligc\é and management of institutional repositories. Therefore, this study aims to examine
the influence of organisational culture, digital competence, and emotional intelligence as
individual factors on the management of IRs by library personnel in Southwest Nigeria.
Additionally, it will assess the combined impact of these three variables on IR management by

library personnel to achieve the goals of IR management in these institutions of higher learning.
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1.3 Aim and Objectives of the Study

The study investigates the influence of organisational culture, digital competencies and

emotional intelligence on the management of institutional repositories by personnel in academic

libraries of Southwest Nigeria. The objectives of the study are to:

1l

iii.

1v.

Vi.

Vii.

Vviii.

assess the level of management of institutional repositories among personnel in academic
libraries of Southwest, Nigeria. Q

assess the prevalent organisational culture among personnel in aca@ibraﬁes of
Southwest, Nigeria. 0&

identify the level of digital competence of personnel in a a(@ libraries of Southwest,
Nigeria. Q

identify the level of emotional intelligen e,ﬁrsonnel in academic libraries of
Southwest, Nigeria. %B

examine the influence of organisati 5& culture on the management of institutional
repositories among personnel {;\gﬁ;nic libraries of Southwest, Nigeria.

determine the inﬂuemQ%igital competence on the management of institutional
repositories amo@%mel in academic libraries of Southwest, Nigeria.

determine H@uence of emotional intelligence on the management of institutional
reposit 'gﬁfnong personnel in academic libraries of Southwest, Nigeria.

as@n the combined influence of organisational culture, digital competence and
emotional intelligence on the management of institutional repositories among personnel

in academic libraries of Southwest, Nigeria.
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1.4 Research Questions

The following research questions guide the study:

ii.

iii.

1v.

What is the level of management of institutional repositories among personnel in
academic libraries of Southwest, Nigeria?

What is the prevalent organisational culture in academic libraries of Southwewgeria?
What is the level of digital competence of personnel in academic librarie@puthwest,

Nigeria? &Q/

What is the level of emotional intelligence of person@cademic libraries in

Southwest, Nigeria? Q

1.5 Hypotheses Q

QO

Based on the above-stated research objectives, the f@ ing null hypotheses were formulated to

be tested at < 0.05 level of significance. @

Hol:

Ho2:

Ho3:

Ho4:

There will be no significant infl of organisational culture on the management of
institutional repositories .arK rsonnel in academic libraries of Southwest Nigeria.
There will be no si @ influence of digital competencies of library personnel on the
management .og\' itutional repositories in academic libraries of Southwest Nigeria.

There ill@o significant influence of emotional intelligence on the management of
instit repositories among personnel in academic libraries of Southwest Nigeria
Ne will be no significant combined influence of organisational culture, digital
competence and emotional intelligence on the management of institutional repositories

among personnel in academic libraries of Southwest Nigeria
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1.6 Scope of the Study

This research study is intended to focus on the influence of organisational culture, digital
competence and emotional intelligence on the management of institutional repositories among
library personnel in the fourteen universities deploying IR in Southwest Nigeria. The
independent variables are organisational culture, digital competence and emotional_ihtelligence
while management of institutional repositories is the dependent variable. '@easures of
management of institutional repositories are content, management a&fg&y, system and
network, and use, user and submitter. The components of organisati Iture are involvement,
consistency and adaptability, while digital competence h. %ation and data literacy,
communications and collaboration, digital content creatig safety and problem-solving as
constituents. Similarly, the elements that define &@ional intelligence are self-awareness,
empathy and social skills. The intended resp re the library personnel working in libraries
of University of Ibadan; University .o@%os; Obafemi Awolowo University, Ife; Federal
University of Technology, Akure; %r\University, Oye-Ekiti; Lagos State University; Bowen
University, Iwo; Covenant .&%rsity, Otta; Ajayi Crowther University, Oyo; Redeemer’s
University, Ede; Lead &Iniversity, Ibadan; Afe Babalola University, Ado-Ekiti; Elizade

University, Ilara@' # ahd Mountain Top University, Lagos-Ibadan Expressway.

1.7 Signif&j@ of the Study

The ﬁhﬁ{gs of this study will hold significant implications for a wide range of stakeholders
within the academic community, particularly university administrators, library managers,
institutional repository (IR) managers, researchers and library users. By investigating the
interplay between organisational culture, digital competence, emotional intelligence, and their

impact on the capability of academic library personnel to manage institutional repositories in
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Southwest Nigeria, this research offers invaluable insights and benefits to each of these key
groups. The research outcomes have the potential to catalyse positive change and innovation in
the management of institutional repositories within academic institutions in Southwest Nigeria,
ultimately benefiting stakeholders at all levels and contributing to the advancement of scholarly
communication. The findings will communicate the value proposition of institutional repositories
to administrators effectively, without which they may be less inclined toQio itize IR
development and management. They can therefore use the findings to make{in ed decisions

regarding resource allocation and strategic planning aimed at 0ptimis®titutional repository
management. %

The findings will enable academic library heads to acquire@eper understanding of the role of
organisational culture, digital competence, an%g&) ional intelligence in shaping the
performance of library personnel tasked \\Q’Qanaging institutional repositories. These
university librarians will be able to idents@tential areas for improvement within their libraries,
such as refining organisational c&r to better support repository management initiatives.
Similarly, they can impleme X ted training programs to enhance digital skills and emotional
intelligence among sta&g the findings, the university librarians will also be in a position to

develop evidentﬁ%@%ﬂ

institutional @itory services. Thereby the visibility and impact of their institutions' scholarly

strategies for optimising the effectiveness and sustainability of

output$\ are<ultimately enhanced. IR managers will gain valuable insights into the factors
influencing their effectiveness in managing institutional repositories. This will enable these
managers to adapt their approaches and practices accordingly. The IR managers can also identify
opportunities for professional development and skill enhancement, particularly in the areas of

digital literacy and emotional intelligence. With these opportunities, the IR managers
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can better meet the evolving needs and expectations of stakeholders. Ultimately, the managers
can collaborate with university administrators and library managers to advocate for institutional

support and resources necessary for maintaining and enhancing institutional repository services.

Researchers will benefit from improved access to and usability of scholarly resources stored
within institutional repositories, resulting from more effective management practicﬁinformed
by the research findings. The research scholars can also gain a better und@ing of the
contextual factors influencing repository management in the Nigeri&g&éﬂic landscape,
thereby facilitating more nuanced and targeted investigations in rel as. These researchers
will also have the opportunity to contribute to ongoing dis@%and initiatives aimed at
enhancing scholarly communication within the academicglmunity. Ultimately, researchers
will be able to better appreciate the opportunities t%’@ deposition of their publications in IR
holds for their academic progression and ra@‘l\s@f their institutions. Above all, the existing
literature is strengthened with the outcom&the research work contributing to bridging a gap in

N

the body of knowledge on IR mana@%ﬁt in Nigeria and the field of librarianship.

Q

1.8 Limitations of the Stw@

During this stud(/@earcher faced numerous constraints and challenges that could have
significantly @eded its successful completion. The primary challenge was the limited
availab@o’?empirical studies in existing literature that focused on the specific interactions
among the variables of interest within academic libraries, particularly about personnel in
Southwest Nigeria. The researcher undertook rigorous efforts to locate, analyse, and synthesise
available literature to address this gap. This process involved a comprehensive review of studies

from similar contexts and carefully extracting and adapting insights from these related works.
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Through this extensive approach, the researcher built a foundation for the study by drawing
inferences from comparable studies, ensuring that the research remained well-informed and

credible despite the initial lack of direct resources.

The researcher also encountered significant financial challenges, as carrying out a
comprehensive study across the six states in Southwest Nigeria required substantial funding.
Financial resources were necessary for travel to multiple locations, conti inting and
documentation, engaging research assistants, and the collation and anal&g'ﬂata. To address
this funding gap, the researcher opted to take out a loan to ensure ential activities could
proceed, thus mitigating some of the financial constraints tk@lreatened to limit the study's
scope and quality. In addition to financial constraints, égearcher faced considerable time
limitations. Due to strict deadlines and concurrent p@ﬁonal and personal commitments, there
needed to be more time to conduct a more em‘@fgnvestigation that included multiple types of
academic libraries beyond university lib@or to embark on a longitudinal survey. Nonetheless,
the researcher firmly committed tA "Gf?roject by prioritising this study above other obligations.

This dedication allowed %;@rch to be completed within the given timeframe, ensuring the
ec

study’s quality despite t straints.

v&

.
N\

Another sign %/constraint encountered during this study was the reluctance of certain

persorn\elﬁéﬁin the academic libraries to volunteer information despite their roles as

information professionals. Even with an official introduction letter outlining the study's purpose

and several additional efforts to secure appointments, the process proved challenging. The

university librarians, often constrained by their busy schedules, were only sometimes

immediately available, and securing their time for interviews required patience and perseverance.
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In some cases, these interactions were prolonged and sometimes fell short of the desired
cooperation, making it evident that additional persistence and diplomacy were necessary.
Moreover, some university librarians' and staff's attitudes presented further difficulties,
occasionally creating an environment that could have been more supportive for gathering in-

depth insights.

A
Likewise, distributing, completing, and collecting questionnaires pose @enges; the
researcher and the assistants often found it demanding to motivate respeadentS to complete the
questionnaires thoroughly and promptly. Many respondents nee more confident and
responsive, necessitating multiple follow-ups and reminde@espite these challenges, the
researcher employed a combination of endurance and & sive communication, ultimately
obtaining the essential data needed to advance theét@ Through these efforts, the researcher
was able to secure the cooperation required,s\\@'(gg that the study's data collection objectives
were achieved. . @
1.9 Definition of Terms é
Management of Instituti @epository (IR): This is the process of planning, collecting,
organising, preserving and ‘providing access to digital collections of scholarly works and other
XN
materials created@)he aculty, researchers, units and students of academic institutions by the

library pers n South-West Nigeria via the repository platform.

Conter%e his is the collection of library information resources captured by library personnel in
electronic formats preserved and made accessible to the academic community through the IR in

academic libraries in Southwest, Nigeria.
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Policy: Tt is the enactment of policies that guide adequate implementation of institutional
repository as well as coordination of the human elements within and without the academic
libraries in Southwest, Nigeria for effective marketing, advocacy and creation of awareness for

the IR.

System and network: It is the management of the software and other hardware in tl%pository

by library personnel and integration of the platform with other complemen@%chnologies

within the academic libraries in Southwest, Nigeria. &
Use, User, Submitter: It is the process of managing the user and th ributors of content to the
repository by the personnel in academic libraries in So Nigeria in a way that will

guarantee adequate content, sustain completeness of Q\resources in the IR and make the

patronage of the repository sustainable. f@rb

Organisational Culture: - It is the share XIues, beliefs, norms, customs, behaviours, and
artefacts that characterize the way m@s of an organisation interact with each other and work
together. It is the social fabrk@%hapes the identity of an organisation and influences how
individuals within that @l?mion perceive and respond to various situations. In this study,
organisational cu @s to the prevailing norms in academic libraries in Southwest, Nigeria.
Involvement: 65&(6 degree to which the library personnel actively participate, engage, and
contri@’qle shared values, norms, beliefs, and practices within the academic libraries in
Southwest, Nigeria, especially concerning the management of institutional repositories.

Consistency: It is the degree of uniformity, coherence, and stability in the values, beliefs, norms,

symbols, and practices that define the culture of the library. It reflects the extent to which these
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cultural elements are aligned and consistently manifested across different levels, departments,
and functions within the academic libraries in Southwest, Nigeria.

Adaptability: Tt is the ability of library and library personnel to respond effectively to changes in
its internal and external environment while maintaining its core values, identity, and purpose in
information service delivery. It involves fostering a culture that encourages flexibility,
innovation, and resilience in the face of challenges, uncertainties, and opportuniLQbr ught by
modern information technologies to the academic libraries in Southwest, Nigeéria.

Digital Competence: This refers to the knowledge, skills, and attitud@ndividual personnel
need to effectively use and navigate digital technologies i V$ aspects of life. These
competencies encompass a broad range of abilities, from echnical skills to higher-order
cognitive and socio-emotional capabilities necess ,@mving in a digital society. In this

study, it refers to the presence of these skills in t onnel in academic libraries in Southwest,

Nigeria. @

Information and data literacy: It en@ssses the knowledge, skills, and attitudes necessary to
navigate the vast amount of in& on available on the repository, critically assess its quality
and reliability, and levem@ a effectively for decision-making and scholarly dissemination by

the library person e@fdemic libraries in Southwest, Nigeria.
and

Communicatio, collaboration: These involve the ability to effectively communicate, share
informati%,’gd work together with others using digital repository technologies and platforms
by the library personnel in academic libraries in Southwest, Nigeria.

Digital content creation: Library personnel in academic libraries in Southwest, Nigeria can

generate, design, develop, and publish various forms of multimedia content using digital tools

and platforms in the electronic library, especially the IR.
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Safety: It defines the ability of library personnel in academic libraries in Southwest, Nigeria to
navigate and utilise digital technologies such as IR securely and responsibly, ensuring the
protection of the content, library data, privacy, and cyber-security.

Problem-solving: It is a concept that signifies the ability of individual library personnel in
academic libraries in Southwest, Nigeria to effectively identify, analyse, and address challenges
or issues encountered in digital IR environments using appropriate digital tools ufces, and

strategies. <

Emotional intelligence (EI): This refers to the ability of library pers@i academic libraries

in Southwest, Nigeria to recognize, understand, manage, and effecti use one's own emotions,

~Q\ otions of other personnel within

as well as the ability to perceive, interpret, and respond to
and outside the library. It involves a set of skills nd@petencies that enable individuals to
navigate social situations, build and maintain rel ips, and make sound decisions based on
emotional awareness. @

Self-awareness: This is the conscioi ﬁtanding and recognition by library personnel in
academic libraries in South@%igeria of their thoughts, feelings, beliefs, strengths,
weaknesses, motivations@ehaviours in the context of their professional roles within IR
management. ° @

Empathy: This\involves understanding and sharing the feelings, perspectives, and needs of
stakehold %Volved in the scholarly communication process by the library personnel in
academic libraries in Southwest, Nigeria.

Social skills: They enable managers of IR in academic libraries in Southwest, Nigeria to

communicate effectively, engage stakeholders collaboratively, resolve conflicts diplomatically,
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lead teams inspirationally, support users empathetically, and advocate for the repository
persuasively.
Library Personnel: This refers to the academic librarians and library officers working in the

academic libraries situated in Southwest Nigeria.

Academic Library: It is a library that is affiliated with an educational institution%ically a
college or university, and serves the information needs of its students, faculty@chers, and

staff. Here, it refers to libraries situated in universities of Southwest Nige&
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Chapter Two

Literature Review

This chapter critically examines relevant literature integral to the concepts central to the study.

Reviewing existing works provides insights into perspectives and highlights distinctions in the

present study. The chapter is organized into the following sections for a structured presentation:

2.1

2.2

23

24

2.5
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2.2.4 Daniel Gc@ Emotional Intelligence (EI) Theory

Review ofd@cal Studies

2.3.1 @gamsanonal Culture and Management of Institutional Repositories
\{/Qa Digital Competence and Management of Institutional Repositories

2.3.3 Emotional Intelligence and Management of Institutional Repositories

Conceptual Model

Summary of Gap in Literature Reviewed

Endnotes
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2.1 Conceptual Review

2.1.1 Overview of Management of Institutional Repository

Institutional Repository (IR) stands as a veritable platform, serving to aggregate and showcase
the intellectual products stemming from the diverse academic endeavours within an institution.
Its pivotal role extends beyond being a mere repository, encompassing aspects of visibility
enhancement, resource-sharing facilitation, and the provision of accessibility to Qar works
that might otherwise remain undiscovered. Interestingly, the author highli@/@e advantages
and opportunities that IR provides to scholars, researchers, and inst@&s, as well as to the
nation as a whole noted that Nigeria is home to many universities research institutions that
produce large volumes of scholarly work that are often no Q/ information users due to the
lack, of reluctance, and value attached to institutional itories (IR). One notable outcome of
IR adoption is the elevation of the institution's s g on the ranking radar, coupled with the
promotion of open-access principles, fosteriKngulture of knowledge dissemination'.
Institutional Repository has playe{(%s immeasurable role in advancing the frontiers of
knowledge dissemination and-s{gk% of scholarly research works. Several studies attest to this.
The development of instit %11 repositories (IR) in Tanzania has made publications easily
accessible, access'b@ retrievable. IRs have undoubtedly enhanced the visibility of the host
institutions a t&( researchers leading to higher ranking. Consequently, in Tanzania, many
Higher L@g Institutions (HLIs) have installed IRs to host their institutional research output?.
The author attempted to illustrate the conceptual foundation and growth of institutional

repositories as well as their effects on academic and scientific circles in terms of increased

visibility, a larger audience, and early research communication. This is in addition to the other
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features that distinguish the institutional repositories from the rest of the open-access academic
platform family?.

Several definitions have been propounded for IR by scholars from varying climes since it
emerged as a tool for disseminating scholarly works. An author had defined IR as a set of
services that a university offers to the members of its community for the management and
dissemination of digital materials created by the institution and its commu members®.
Another author defined it as a set of services offered by an institution for t@/ agement and
dissemination of digital materials created by the members of th@%tution or scholarly
community®. On the other hand, some other scholars con it as 'an organizational
commitment to the stewardship of its digital material Qdmg long-term preservation,
organization, and access or distribution'®. While the ﬁrpb% second definitions place a premium
on services, management, and dissemination of s(@ly works in digital format, the last one is
more specific mentioning critical hbrarx ices such as preservation, organization, and
providing access to the 1nformat10 urces on the platform. These are some of the core
functions performed in any aca@%lbrary

IRs portend tools that %‘[e scholarly communication, interdisciplinary research, and
platforms for aca, @ubhshmg when integrated into the digital commons of an academic
institution. Sl ilarly, access to subject headings, journal titles, and cited references which are
three key@%ss points that could aid acquisition tasks predisposes such institutions to easy
collection development practices” 8. Besides, university scholarship preservation, information
storage and support for open-access are the desired expectations of university IRs” 19 11,

Research works of varying degrees are archived on the IR to ensure their accessibility, especially

in the face of the ever-shrinking library budgets that have necessitated cost-cutting measures to
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stay afloat. Some of the materials archived on IR include published journal articles, books,
electronic theses and dissertations, monographs, datasets, conference proceedings, etc.'?

Despite the undeniable benefits, the installation and subsequent management of an Institutional
Repository can pose significant challenges. The complexity of its operation goes beyond
technical considerations; it necessitates the active involvement and collaboration of personnel
both within and outside the university's confines. The effective management of QR emands
the collective buy-in of all stakeholders within the academic community. multifaceted
approach is required to address the diverse facets of IR adm@\ion. This includes
considerations such as ensuring the availability of the reposito ,%ulous content archiving,
ensuring operability, maintaining the comprehensiveness ollection, fostering utilization
by the intended audience, and establishing sou %%ional policies. The success of an
Institutional Repository hinges on a harmonious i tion of these elements, requiring ongoing
commitment and collaboration from all KX involved in its stewardship. As the academic
landscape evolves, the adaptability @&ponsiveness of IR management become increasingly
crucial for sustaining its role Q\QQJ dynamic hub for intellectual exchange and knowledge
preservation'3. QQ

The management @ititutional repository refers to the planning, organization, coordination,
and oversight@a ivities related to the creation, acquisition, preservation, dissemination, and
utilizatio@’bdigital resources within an institution. It involves strategic planning and
coordination to ensure that the repository's goals align with the mission and objectives of the
institution. It entails developing policies, procedures, and workflows for acquiring, organizing,
and preserving digital content. Similarly, management encompasses the acquisition and curation

of digital materials, including research articles, datasets, theses, dissertations, multimedia
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content, and archival records. It involves establishing criteria for selecting and ingesting content,
as well as metadata creation, enhancement, and quality control. Strategies and technologies for
the long-term preservation and access of digital assets are catered for in IR management. This

aspect includes managing storage infrastructure, backup systems, and data migration processes to

S\

Developing and enforcing policies related to copyright, licensing, access, usage @ preservation

ensure the integrity, authenticity, and usability of digital content over time'“.

of digital materials is another section in IR management. It involves add@g&gal and ethical
considerations, as well as balancing the interests of content creato% s, and rights holders.
Engaging with stakeholders, including faculty, researchers, s@ﬂs, librarians, archivists, and
external partners, to promote the repository's value and rele@e forms part of what translates to
management. Here, outreach, training, and suppo%@ces to encourage content submission,
usage, and collaboration are designed and ix@rg‘[ed. Overseeing the technical infrastructure
of the repository, including software plv@ns, metadata standards, interoperability protocols,
and user interfaces is essential to s& ful IR management. To ensure this, the evaluation and
implementation of technolo&*ﬁat support the repository's functionality, scalability, and
usability are crucial. %gnagement of an institutional repository encompasses a range of

°
activities and resﬂorr%'ﬂ

digital materi support of the institution's mission and goals. The academic libraries and their

ities aimed at acquiring, organizing, preserving, and providing access to

library\&e)gﬁmel play crucial roles in the management of institutional repositories. These roles
include the acquisition of software and training of personnel in the use of the applications,
formulation of policies for the catalogue system and metadata, collection development

management, evaluation of submission to guarantee the quality, advocacy jobs to the
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contributors, management of copyright issues, user education and marketing of the repositories

to the potential users'>.

2.1.2 Overview of Organisational Culture

Organisational Culture is applicable in organisations such as academic institutions, government
establishments, non-governmental agencies, and business enterprises. Corporate %ure and
company culture are synonyms of organisational culture. There is no consensu@gng scholars
on the definition of organisational culture. Some authors defined organj{igbd culture as "the
way things get done around here". In another definition, the cult factory refers to its
established and traditional approach to thinking and operating, @h s shared to varying extents

by its members. New members are expected to learn and at@t partially embrace this culture in

order to be accepted into the organisation'. &Q

However, another author considered orga}}&)nal culture as a "shared pattern of basic
assumptions" that is acquired by mem.e’é\o he group over some time as the members learn to
adapt to with internal and .e)@ challenges of the organisation. Yet, another scholar
considered it as "the colle @rogramming of the mind which distinguishes the members of

one organisation frg@her”. This concept was introduced in a book; The Changing Culture of

a Factory, széc@s a case study report on development issues in an industrial company

spanning %@
servicié%

f metal bearings. The book was published in 1951. The concept however gained

n 1948 and 1950. The British company was involved in the production, sale, and

prominence in the global business circle in the 1980s and became officially recognised in the

1990s'".
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The theory of organisational culture comprised organisational behaviour and some social science
subjects such as sociology, anthropology social psychology in the early part of the 1980s. Later
in 1982, Peters and Waterman moved ahead to profile forty-six performing corporate
organizations in the United States of America based on their indicated characteristics of
organisational culture'®. Organisational culture was later broken into three entities in 1985 by
Schein in recognition of its value and impact on organisational performance. ThesQre entities
include: assumptions, artifacts, and values. Assumptions stand for those rule§ that-dre significant
but do not carry an official logo within the workplace. Artifacts on the@hand represent those
discernible entities of organisational culture such as workplace settings, organisational structures,

and work processes. The beliefs and business strategi embers of the organization

Kotter and Heskett found a strong correlation

N

performance in a study of over two hundre& orations in the United States of America in 1992.

een organisational culture and business

constitute the values. The three elements constitut; tl)%@é of effective organisational culture.

This observation was further strengt in related works in 2011 and 2013 confirming that

organisational culture is an integ@omponent of organisational performance and a source of

competitive advantage'® QQ

Organisational c@apsulates the prevailing atmosphere within an organisation, shaping
the backdro% inst which staff members conduct their activities. It goes beyond the physical
enviro\Q}g{ delving into the behavioural dynamics and individual as well as collective
perceptions that define the organisational culture. The synergy of individual attitudes and shared
beliefs contributes significantly to the overall organisational culture. Organisational culture is a
dynamic force that permeates every aspect of a living organisation, shaping its identity and

influencing its trajectory in the global landscape. Far from being a mere backdrop, it serves as
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the very foundation from which the organisation takes flight into the world. The significance of
organisational culture cannot be overstated, as it is intricately woven into the fabric of the

business, dictating norms, values, and behaviours that collectively define its character®.

At the heart of a thriving business lies a robust organisational culture that acts as a compass,
guiding the collective mindset of employees and leaders alike. This culture and cli%ereate a
synergistic environment that plays a pivotal role in determining the success @ure of the
enterprise. It is not merely a superficial aspect but an integral part that m)%(hivery essence of
the organisation. One of the critical functions of organisational cultu @s role in managing the
inherent diversity within the entity. In today's interconn@% multicultural business
landscape, organisations grapple with a diverse work bringing varied perspectives,
experiences, and skills to the table. A well-defined @’bclusive organisational culture provides
a common ground, fostering collaboration\@ty among employees irrespective of their
backgrounds. This cultural cohesivenes&comes a catalyst for innovation and creativity,

propelling the organisation forwardégaever-evolving market?!,

Q

Furthermore, the impact Q@lisational culture extends deeply into the policy system of a
business. It serves.k'% moral compass, delineating the values that are instrumental to the
success of th enﬁm}se. These values not only guide decision-making processes but also shape
the ethica ework within which the organisation operates. A positive and ethically sound
organi%&nal culture sets the stage for responsible business practices, earning the trust and
loyalty of customers, stakeholders, and the community at large. In essence, the intricate interplay
of organisational culture and climate is a driving force that propels the success of any business. It
is a multifaceted phenomenon that goes beyond mere rhetoric, seeping into the roots of the

organisation and influencing its every move. As businesses navigate the complexities of the
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modern world, nurturing a vibrant and adaptive organisational culture emerges as a strategic

imperative, laying the groundwork for sustained growth, resilience, and enduring success??.

Different methods were used by scholars to categorise organisational culture. Even though no
single "type" of organisational culture exists and organisational cultures vary widely across
groups and firms, researchers have come up with models to describe different %ators of
organisational cultures. Organisational culture can be conceptualized and ud through
various models that highlight different aspects of culture within an organj{i&u@ne such model
is Hofstede's National Culture Dimensions. He described national @ional cultural classes
that influence the behaviour of organisations and identified %ensions of culture in his
study of national cultures namely: Power distance (The ex@to which less powerful members
accept unequal distribution of power), Uncertai%’boidance (The level of tolerance for
uncertainty and ambiguity), Individualism V@ivism (The degree to which individuals are
integrated into groups) and Masculiniﬁ&_ femininity (The distribution of roles between

genders). Later, the fifth element, 1@&5&11 vs. short-term orientation was added to it?,

Deal and Kennedy's Cu@es: Deal and Kennedy proposed four types of organizational

culture based on the leyel™of risk and feedback: Tough-guy/macho culture: High risk, quick
feedback; Work@—hard culture: High risk, rapid feedback; Process culture: Low risk,
slow feedb t-your-company culture: High risk, slow feedback?*. Schein's Three Levels of
Culturé\&eloped by Edgar Schein, this model suggests that organisational culture consists of
three levels namely: Artifacts and Behaviors; Visible manifestations of culture such as symbols,
rituals, language, and physical environment, Espoused Values: Stated beliefs, philosophies, and

norms that guide behaviour and decision-making, Underlying Assumptions: Deeply ingrained,
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unconscious beliefs and values that influence how members perceive and interpret their

experiences?®.

Organisational Culture Profile (OCP): Developed by O'Reilly, Chatman, and Caldwell, this
model identifies seven dimensions of organizational culture: innovation, stability, respect for
people, outcome orientation, attention to detail, team orientation, and aggressiveness®$. Cameron
and Quinn's Competing Values Framework (CVF): This model propose types of
organizational culture based on two dimensions. The four types of organisati@ culture include

clan, adhocracy, market, and hierarchy cultures?’.

2.1.3 Overview of Digital Competence Q E
In the contemporary landscape, certain competencies, particulagly digital skills, have emerged as
crucial contributors to organisational prowess. @skills, encompassing technological

proficiency and adaptability, equip an orga%% to navigate the rapidly evolving digital
landscape. These skills not only enhangfs@onal efficiency but also facilitate the exploration
of innovative avenues, potentially }K@g to the creation of larger markets. The conceptual
meaning of digital competen.m%refers to the comprehensive set of knowledge, skills, and
attitudes that individuals\éi to effectively and responsibly navigate the digital world. Digital
competencies er@/@ws a broad range of abilities related to using digital technologies,

understanding@ital information, and engaging in digital communication?®,

O

These}wpetencies are essential in today's technologically driven society and are applicable
across various domains, including education, employment, and everyday life. The skills include
digital literacy which involves understanding how to find and verify information online, as well
as assessing the credibility and reliability of digital. Included is proficiency in using digital tools

and platforms for various purposes. This includes skills such as using software applications,
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coding, navigating online environments, and employing digital communication tools. Also, it
includes understanding concepts like data privacy, digital security, and responsible information
sharing. Similarly, included is the capability to address challenges and find solutions using
digital tools and resources, the ability to express ideas, collaborate, and engage with others
effectively through digital means, and the ability to learn and adapt to new digital technologies

X

The evolution of digital competence has been closely intertwined w& dvancement of

and changes in the digital landscape®.

technology and the changing demands of the digital age. In the ee%@ of computing, digital
skil

competence primarily revolved around basic computer lit@ Is, such as operating a
computer, using software applications, and navigating the/internet. Individuals needed to
understand fundamental concepts like file m%%ment, word processing, and email
communication. As technology advanced, ¢ of digital tools and platforms expanded,
requiring individuals to develop mom}&nced skills. This included proficiency in using
specialized software applications %ﬁ% such as graphic design, data analysis, programming,
and web development. Di&@@etence has become increasingly specialized and diverse to

meet the needs of various essions and industries°.

.
With the widespn%i/%'(')p ion of the internet, digital competence evolved to include skills related
to informatj eracy and online research. Individuals need to evaluate the credibility and
reliabih& online sources, navigate vast amounts of information, and discern relevant from
irrelevant content. Critical thinking, media literacy, and digital citizenship became essential
components of digital competence. The rise of social media and digital communication platforms
shifted the focus of digital competence towards interpersonal skills and online collaboration.

Individuals need to understand social media etiquette, manage their online presence, and
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communicate effectively in digital environments. Skills such as online networking, digital
storytelling, and community engagement became increasingly important. As data became
increasingly central to decision-making in organisations, digital competence expanded to include
skills related to data literacy and analytics. Individuals needed to understand concepts such as
data collection, analysis, visualisation, and interpretation. Proficiency in using data analysis tools
and techniques became valuable across various professions, from business ananr ting to

healthcare and education’'.

C
With the growing prevalence of cyber threats and data breaches, di petence evolved to
encompass skills related to cybersecurity and privacy. Indivi %needed to protect their
personal information, secure their devices and accounts, ecognize and respond to online
threats. Awareness of cybersecurity best practices, meusing strong passwords, encrypting
data, and avoiding phishing scams, became e%ﬁé or digital competence. Digital competence
continues to evolve in response to eme.r%i\'%nologies such as artificial intelligence, machine
learning, the Internet of Things (IoTK@augmented reality. Individuals need to stay abreast of

technological developments, ad@%}new tools and platforms, and acquire new skills to remain
competitive in the digital\é%y”.

The evolution of] .ig@mpetence models reflects the growing recognition of the importance
of digital skill§ and literacy in navigating the increasingly digitized world. Here's an overview of
the evs@p of digital competence models: In the early stages of the digital revolution, models
of digital competence primarily focused on computer literacy skills, such as operating a
computer, using basic software applications (e.g., word processing, spreadsheets), and navigating
the graphical user interface. As digital technologies advanced and the internet became more

prevalent, models of digital competence expanded to include dimensions of information literacy
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and digital citizenship. These models emphasised skills such as evaluating online information,
understanding digital rights and responsibilities, and practicing safe and ethical behaviour online.
In response to the multifaceted nature of digital competence, integrated frameworks began to
emerge that encompassed a broader range of skills, knowledge, attitudes, and behaviors. These
frameworks articulated multiple dimensions of digital competence, such as technical skills,

information literacy, communication skills, critical thinking, problem—solv@n ethical

behavior. <

In Europe, the European Commission played a key role in devedigital competence
frameworks to guide digital skills development across membe &he DigComp framework
(Digital Competence Framework for Citizens) and thmpEdu framework (Digital
Competence Framework for Educators) provided c n@nsive frameworks for assessing and
developing digital competence among citize §lcators, respectively. With the increasing
complexity of digital technologies an.d t Eﬂand for higher-level digital skills, models of
digital competence began to differe&@ between digital literacy and digital fluency. Digital
literacy refers to foundational s in using digital tools and resources, while digital fluency
encompasses higher—levé@% in leveraging digital technologies effectively for learning,
communication, 1®ion, and problem-solving. In the context of education and workforce
development, geéompetency-based models of digital competence gained prominence. These
model\ﬂ;%’gi on defining specific competencies or learning outcomes related to digital skills

and assessing individuals' proficiency in these competencies through performance-based

assessments or portfolio-based evaluations??.

Recognising the need for lifelong learning and continuous upskilling in the digital age, models of

digital competence began to emphasize the importance of ongoing learning and professional
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development. Lifelong learning frameworks and continuous professional development (CPD)
programs were designed to support individuals in acquiring and updating their digital skills
throughout their lives and careers. With the rapid pace of technological innovation, digital
competence models continue to evolve to encompass emerging technologies such as artificial
intelligence, machine learning, big data, cloud computing, and the Internet of Things (IoT).
Models of digital competence now include dimensions related to Al literac Qﬁliteracy,
cybersecurity, digital ethics, and responsible technology use. The e@u} of digital
competence models reflects a shift from basic computer literacy@ore comprehensive
frameworks that encompass a wide range of digital skills, litera ie% competencies needed to
thrive in the digital age. These models provide valuabl ce for individuals, educators,

employers, and policymakers in assessing, developiﬁ g@romoting digital competence across

various sectors and contexts>*. fb

O

2.1.4 Overview of Emotional Intellige.n’c\'
N
Emotional intelligence (EI) is e@csp as the ability to recognise, understand, manage, and
effectively use one's own \hs and those of others in various situations. It involves a set of
skills and compete.ngi\' that contribute to building healthy interpersonal relationships, making
sound decisions, and gtavigating the complexities of social interactions. Emotional intelligence is
often consi a crucial factor in personal and professional success. It influences various
aspects\of life, including leadership, teamwork, communication, and decision-making.
Individuals with high emotional intelligence are often better equipped to handle stress, form
positive relationships, and navigate complex social dynamics. The concept of emotional

intelligence was popularised by psychologist Daniel Goleman, who introduced the idea in the

1990s. Since then, it has gained recognition as an important aspect of personal development and
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is frequently considered alongside traditional measures of intelligence (IQ) in assessing an

individual's overall capabilities>.

The evolution of emotional intelligence (EI) as a concept has undergone several stages of
development since its inception. The roots of emotional intelligence can be traced back to early
psychological theories that emphasised the importance of emotions in human bs%/ior and
cognition. Psychologists such as Charles Darwin, William James, and Sigm Qd explored
the role of emotions in adaptation, motivation, and social interaction, la tifgroundwork for
later theories of emotional intelligence. In the early 1990s, Pete vey and John Mayer
proposed a formal model of emotional intelligence, deﬁni as the ability to perceive,

understand, manage, and use emotions effectively. T&r odel conceptualised emotional

intelligence as a set of cognitive abilities that co@te to adaptive functioning in various

domains of life*®. ®%

Daniel Goleman's best-selling book "]".%\;ﬁl Intelligence" in 1995 popularised the concept of
emotional intelligence in mai@m culture. Goleman expanded the scope of emotional
intelligence beyond Sz@nd Mayer's model, incorporating social and interpersonal
competencies such.@athy, interpersonal skills, and social awareness. His mixed model of
emotional int&@ highlighted the importance of both personal and social competencies in
achieving@ﬂess and well-being. The concept of emotional intelligence spurred a surge of
researc}ﬁld interest in understanding its implications for personal development, education,
leadership, and workplace performance. Researchers developed various measures of emotional
intelligence, including self-report questionnaires, performance-based assessments, and 360-

degree feedback tools, to measure different aspects of emotional intelligence.
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The concept of emotional intelligence has faced criticism and debate within the scientific
community. Some researchers question the validity and reliability of existing measures of
emotional intelligence, as well as the conceptualisation and operationalisation of the construct.
Others argue that emotional intelligence may be context-dependent and culturally specific,
challenging its universality and generalisability across diverse populations. Emotional
intelligence has been integrated into various fields and disciplines, inclu@s hology,
education, leadership, organisational behaviour, and healthcare. Researcher@ ¢ the role of

emotional intelligence in promoting mental health, academic achieve@, ffective leadership,

and interpersonal relationships, as well as its implications fff %dual and organisational

performance?’. Q

The study of emotional intelligence continues to e@ with ongoing research exploring new
dimensions, measurement approaches, andb\;@"aﬁons of the concept. Scholars investigate
topics such as the neural basis of emoti intelligence, interventions to enhance emotional
intelligence skills, and the role of @ca}nal intelligence in promoting resilience and well-being
in diverse populations. Ove@: evolution of emotional intelligence as a concept reflects a
growing recognition o Qimportance of emotions in human functioning and the need to
understand and @%ﬁ motional competencies for personal and social success. While the

concept ha;b d challenges and debates, it continues to inspire research, practice, and

innova 'ogﬁ various fields of study®.

The theoretical foundations of emotional intelligence (EI) encompass various psychological,
cognitive, and socio-emotional theories that emphasize the role of emotions in human behavior,
cognition, and social interaction. Peter Salovey and John Mayer proposed one of the earliest and

most influential models of emotional intelligence, which conceptualizes EI as a set of cognitive
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abilities related to emotions. According to this model referred to as Ability Model, emotional
intelligence involves four core components: Perceiving emotions (which involves recognizing
and accurately interpreting one's own and others' emotions), using emotions (this involves
harnessing emotions to facilitate thinking, problem-solving, and decision-making),
understanding emotions (it entails comprehending the causes and consequences of emotions,
including the ability to label and differentiate between different emotional state%@anaging

emotions (to regulate and control one's own emotions, as well as respond effectively to others'

emotions). O&

In Mixed Model, Daniel Goleman popularised the concept (@ﬁnal intelligence with his
book "Emotional Intelligence" which introduced a broader more holistic perspective on EI.
Goleman's model incorporates elements of Salc@and Mayer's ability model but also
emphasizes social and interpersonal com@rg. He identifies five key components of
emotional intelligence; self-awareness, s&egulation, motivation, empathy, and social skills.
The trait Model of Petrides and Goéﬁffa—hs a model that views emotional intelligence as a stable
personality trait or disposit'. her than a set of cognitive abilities. Individuals high in
emotional intelligence t &re characterised by their emotional self-awareness, self-regulation,
empathy, and s@etence. They tend to exhibit consistent patterns of emotion-related
behaviors a different situations and contexts. Albert Bandura's social learning theory
emphebi{e/%e importance of observational learning, modeling, and social reinforcement in the
development of emotional intelligence. According to this perspective, individuals acquire

emotional intelligence skills through observing and imitating the behaviors of others, as well as

receiving feedback and reinforcement from social interactions®”.
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Constructivist theories of emotional intelligence emphasise the role of socialisation, experience,
and cognitive development in shaping individuals' emotional competencies. From a
developmental perspective, emotional intelligence is seen as evolving over the lifespan through
processes of maturation, socialisation, and learning, with early experiences and relationships
playing a crucial role in its formation. These theoretical foundations provide a framework for
understanding the nature, development, and implications of emotional intelli eQ% various
domains of human behavior and functioning. While there is ongoing debate ngearch on the

conceptualisation and measurement of emotional intelligence, thries highlight the

importance of emotions in shaping individuals' thoughts, actions, relationships, and well-being*.

O

Emotional intelligence (EI) encompasses a set of skills a&ilities that enable individuals to
recognise, understand, manage, and utilize emotion%% ively in various aspects of their lives.
The key components of emotional intelligen@%entiﬁed by various models and researchers,
typically include the following: self-awg@s (recognizing one's own emotions as they occur,
understanding the impact of emoti@ thoughts, behaviors, and decision-making, and having
insight into one's strengths, v@sses, values, and motivations), self-regulation (managing and
controlling one's own Qﬁs, impulses, and reactions, remaining calm and composed under
pressure or str S;quations, being adaptable and flexible in response to changing
circumstanc% delaying gratification and exercising self-discipline), motivation (setting and
pursuih&/gdaningful goals with energy, persistence, and optimism, being driven by intrinsic
motivations, such as passion, curiosity, and a sense of purpose, and recovering from setbacks and
failures, and maintaining a positive attitude), empathy (understanding and resonating with others'

emotions, perspectives, and experiences, showing compassion, concern, and sensitivity towards

others' feelings and needs, and Listening attentively and nonjudgmentally, and validating others'
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emotions) and social skills (building and maintaining positive relationships with others,
communicating effectively and assertively, both verbally and nonverbally, resolving conflicts
and negotiating win-win solutions, collaborating and working effectively in teams, and inspiring

and influencing others through leadership and persuasion*!.

2.2 Theoretical Framework \

The study is anchored on three different models and a theory namely: QQ

2.2.1 IR Evaluation Model &

This model is a product of research articles by scholars on the righ del for the evaluation

of the management of institutional repositories. In 2006, Th@rean Education and Research
Information Service funded a research activity to assess the‘performance of forty (40) different
repositories in Korea. In the course of this assessm%f,@ur key elements became prominent in
the evaluation consideration. These same a t metrics were echoed in another research
work aimed at considering a global sta@for the evaluation of IR management in 2008. In
furtherance of the earlier work fl@’/&é@\by The Korean Education and Research Information
Service, the authors of the r@ater came up with an evaluation standard for the management
of IR which has four ( )§:

gories and nineteen indicators. These categories or elements are

°
content, manage@d olicy, systems and network, and finally use, user, and submitter*?.

Selecting %ﬁq for an institutional repository involves careful consideration of the repository's
purpos}\lrget audience, and scope, as well as legal and ethical considerations. The content to be
selected should with the mission and objectives of the institution and the repository. The types of
content that are suitable for inclusion in the repository should be identified. This may include
research articles, conference papers, theses and dissertations, datasets, multimedia materials,

teaching materials, institutional publications, reports, and archival materials. Compliance with
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copyright laws and licensing agreements is equally crucial. Content that meets standards of
quality, relevance, and scholarly integrity should be given priority. Evaluation should therefore
be carried out to determine the significance, originality, and academic merit of research output,
and consider peer-reviewed publications or materials vetted by subject experts. Content that
enhances accessibility and inclusivity should form the basis of selection to ensure that diverse
perspectives, disciplines, languages, and formats are represented in the repoSitdry. Ethical
considerations such as privacy, confidentiality, consent, and cultural sensitivity=are necessary
when selecting and managing content, particularly when dealing with@lglﬁve or personal data,
human subjects research, or indigenous knowledge. Diversit %ﬂent in an institutional
repository is essential for ensuring that the repository re 1% e full spectrum of scholarly
output, institutional activities, and intellectual con ib@ of the community it serves. Thus,
research outputs (i.e. journals, conference pa % reprints, technical reports, ETDs, etc),
scholarly communications, institutional pl&éﬁons, data and datasets, creative works, archival

materials, and cultural contents fall @1

repository refers to the timel'mw&%levance, and freshness of the materials housed within it.

is circle. The currency of content in an institutional

Maintaining currency is o@or ensuring that the repository remains valuable and useful to its

users, whether thei @earchers, students, faculty, or the broader community*>.

Raising awa s of an institutional repository as well as marketing it is crucial for maximising

its imﬂs{t/g{d ensuring that it serves as a valuable resource for the institution's community. To
effectively market the IR, the primary target audience for the repository, including faculty,
researchers, students, librarians, administrators, funding agencies, and the broader academic
community should be identified for a comprehensive marketing plan that outlines goals,

objectives, target audience segments, messaging, communication channels, and promotional
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tactics. The task of marketing and promoting the IR can be achieved through the development of
a comprehensive communication plan to promote the repository to various stakeholders,
including faculty, researchers, students, librarians, administrators, and the broader community.
Multiple communication channels such as email newsletters, social media platforms, institutional
websites, blogs, and mailing lists can be utilised to disseminate information about the repository.
Academic networks, discussion forums, and online communities relevant to th sitory's
content areas should form part of the entities to be engaged with. Social media platforms such as
Twitter, Facebook, LinkedIn, and Instagram can be deployed t@e repository news,
announcements, and content highlights. Besides, training and_wotkshops can be organized to
educate users about the repository's features, functionali Qd benefits on one hand and
intimate them on how to effectively engage with the itory. Promotional materials such as
brochures, flyers, posters, banners, infographics 1deos can be developed and distributed to
showcase the repository's features, conte{ g\h\ﬁQghts, and impact*.

Formulating policies for an inst'@(a\al repository is essential for ensuring its effective
management, governance, an liance with relevant standards, laws, and best practices. This
involves defining the mg and objectives of the institutional repository stating its purpose,
goals, target aud@ scope to guide policy development and implementation. The policies
include (1) nt selection and submission policies (criteria and guidelines for selection,
proce(fs{e/gdnd requirements for submission, and workflows and responsibilities for content
submission). (2) Access and use policies (policies for accessing and using repository content,
including access rights, permissions, and restrictions; user roles and permissions, authentication

mechanisms, and access control settings to regulate who can view, download, and reuse

repository materials; and issues related to privacy, confidentiality, and data protection). (3)
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Metadata standards and documentation (metadata standards and guidelines for describing
repository content; documentation of resources to support users in creating accurate and
consistent metadata). (4) Intellectual property and copyright policies (policies and procedures for
managing intellectual property rights, copyright compliance, and licensing agreements for
repository content; rights and responsibilities regarding ownership, use, reproduction, and
distribution of repository materials). (5) Preservation and long-term access (theQre policies
and strategies for preserving repository content and ensuring its long—terﬁa} ssibility and
usability; issues related to file formats, digital preservation standar@&tadata preservation,
backup procedures, and disaster recovery plans). (6) Ethical a d@considerations to ensure

compliance with relevant laws, regulations, and ethical nes governing research, data

Integration in an institutional repository ref ’Qe process of connecting the repository with

management, and scholarly publishing®.

external systems, services, and workﬂg@;o enhance its functionality, interoperability, and
utility. Integration of the reposito@cai existing library systems and platforms, such as the

library catalog (OPAC), disc services, institutional website, and digital asset management

systems allows users @over repository content through familiar library interfaces and
S

°
ensures consiste@%&'

easy with t e@uplemen‘[ation of standards-compliant protocols, such as the Open Archives

o digital resources across library platforms. This integration becomes

Initiatl\(/gdtocol for Metadata Harvesting (OAI-PMH), to enable interoperability and metadata
exchange with external repositories, aggregators, and search engines. Prioritising interoperability
in the design, implementation, and operation of an institutional repository, institutions can
enhance its connectivity, accessibility, and usability within the scholarly ecosystem, fostering

collaboration, innovation, and knowledge exchange across disciplinary boundaries and
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institutional boundaries. The repository can also be integrated with publication and citation
management tools commonly used by researchers, such as ORCID (Open Researcher and
Contributor ID), CrossRef, and citation managers like Zotero and Mendeley to facilitate seamless
import and export of publication data, ensure accurate attribution of authorship, and enhance
visibility and discoverability of repository content. Repository widgets, plugins, or search boxes
can similarly be embedded into institutional websites, portals, and research proﬁQto romote

repository content and facilitate access for users*. <

Software management in an institutional repository involves th ion, implementation,

customisation, maintenance, and support of software solut@t at power the repository's
infrastructure, functionality, and services. A thoroughgds assessment to identify the
requirements, goals, and priorities of the IR is usualhB ucted. Stakeholders, including faculty,
researchers, librarians, administrators, and I%’Qe subsequently engaged to gather input and
feedback on desired features and funq@ities. Thereafter, available software options are
evaluated, including open-source re@éa\ry platforms, commercial solutions, and hosted services,
based on their suitability, sc@%y, flexibility, and cost-effectiveness. After the selection, the
selected repository sof‘[%gs customised to align with institutional branding, workflows, and

user preferences @%ﬁ

the IR, its iggétion into external systems, maintenance and upgrade, and system performance

gured to meet the specific needs of the institution. The deployment of

and opti gd[ion make the systems and network operations of the IR optimal.

The hardware that supports the repository system equally requires a clear process of management.
This involves the selection, procurement, configuration, maintenance, and optimisation of the
hardware infrastructure that supports the repository's operations, storage, and access. Hardware

components, servers, storage systems, networking equipment, and peripherals
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that meet the requirements and specifications identified during the needs assessment should be
selected. Robust network connectivity and bandwidth capacity should be selected to support data
transfer, content delivery, and user access to the repository. Similarly, backup and recovery

solutions are needed to protect repository data against loss, corruption, or accidental deletion®’.
2.2.2 Denison Model of Organisational Culture \

The Denison Model of Organisational Culture, often assessed thr@he Denison
Organisational Culture Survey, offers a comprehensive framewor ’&\understanding and
measuring organisational effectiveness. In 1990, Denison prop at the behaviours and
perceptions of individuals within an organisation are sha @the prevailing culture in that
entity. This model identifies four critical cultural traits tability, Mission, Involvement, and
Consistency. Each of these traits encompasses 3,@(9 associated management practices that

collectively shape the organisation's characte@unctioning“g.

Adaptability connotes that an organi(@l with a high level of adaptability exhibits flexibility
and innovation. The culture ’Q@g/university library will go a long way to determine how
creativity and innovatio@?shape the performance of the libraries in information service
delivery to the 'e@. The associated management practices focus on fostering change,
encouraging @mess to new ideas, and promoting a proactive response to external shifts.
MiSSi(@’QﬂSSiOH-OI‘iGHtGd aspect emphasises a shared sense of purpose and direction within
the library. Management practices linked to this trait include establishing a clear vision, aligning
strategies with the mission, and communicating a compelling organisational purpose among the

library personnel.
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Concerning involvement, high-involvement cultures emphasise collaboration, teamwork, and
employee engagement. Management practices associated with involvement include promoting
teamwork, providing opportunities for library personnel input, and encouraging their
participation in decision-making processes. Consistency: Consistency in organisational culture is
characterised by stability, reliability, and order. Management practices linked to this trait involve
establishing clear roles and responsibilities for the library personnel, ensu\Q consistent

processes, and promoting a stable library work environment. <

By evaluating an academic library's performance in these four as and assessing the
corresponding management practices, the Denison Model pn@es valuable insights into the
overall health and effectiveness of the library. The model stggests that a balanced and aligned
approach across these dimensions contributes to IR @’bgement success, fostering a culture that
supports innovation that comes with IR ado Ys@sonnel engagement, and strategic alignment
with other stakeholders within the IR h\ement strata. Academic libraries that leverage the
Denison Model can gain a nuan@&cﬁ}derstanding of their cultural strengths and areas for

improvement, facilitating &%d interventions to enhance overall performance and

competitiveness in the Qc information service landscape.

However, for i@y, emphasis will be placed on three specific traits out of the four identified
by the De&%%odel vis-a-vis Adaptability, Involvement, and Consistency. These chosen traits
provid&ocused lens through which to examine key aspects of organisational culture, allowing
for a more targeted analysis of their impact on performance and effectiveness in the management
of IR within the library. By delving into the practices associated with involvement and
consistency, this study aims to gain deeper insights into how these dimensions influence the

library's organisational dynamics and contribute to the overall success of the IR implementation.
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2.2.3 The Digital Competence Framework for Citizens (DigComp)

The Digital Competence Framework for Citizens (DigComp) was mooted in 2006 by the Council
Recommendation. However, the first framework came out in 2013. A new update to the
framework was introduced in 2022. The Council Recommendation while defining the framework
noted that 'Digital competence involves the confident, critical and responsible %of, and
engagement with, digital technologies for learning, at work, and for participa@% society. It
includes information and data literacy, communication and collaboratio&e ialiteracy, digital
content creation (including programming), safety (including digital @ ing and competencies
related to cyber security), intellectual property-related questi@prblem-solving, and critical

thinking. Twenty-one competencies were identified as sl&needed by European citizens to

navigate the current technological necessities™. b’b

These competencies are however grouped ir&@e distinct areas mentioned below to highlight
the expected traits in a digitally compeét%&’ﬁﬂividual. Information and data literacy involves the

N

ability to articulate informatic.m A@ and to locate and retrieve digital data, information, and
content. Similarly involv%@c\ capability to judge the relevance of the source and its content
as well as store, II}H@ and organize digital data, information, and content. Communication
and collabora 'owain the ability to interact, communicate, and collaborate through digital
technologi ile being aware of cultural and generational diversity. So also is the ability to

particikblin society through public and private digital services and participatory citizenship.

Management of one's digital presence, identity, and reputation is also inclusive.

Digital content creation is the ability to create and edit digital content, improve and integrate

information and content into an existing body of knowledge while understanding how copyrights
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and licenses are to be applied, and finally to know how to give understandable instructions for a
computer system. Safety connotes the ability to protect devices, content, personal data, and
privacy in digital environments. Included in this safety is to be able to protect physical and
psychological health, and be aware of digital technologies for social well-being and social
inclusion. Lastly is important to be aware of the environmental impact of digital technologies
and their use. Problem-solving includes the capacity to identify needs and proble@n resolve
conceptual problems and problem situations in digital environments. The skills atSo include the

ability to use digital tools to innovate processes and products and keep@date with the digital

revolution. %

2.2.4 Daniel Goleman's Emotional Intelligence (EI) The(@

Q
The theory was propounded by Daniel Golemayb& early 1990s and became popularised
through the book he wrote titled "Emotional\ igence: why it can matter than IQ'. This book
was published in 1995. The theory %\e expanded to influence the fields of education,
psychology, organizational deye@t, and leadership. In this theory, emotional intelligence is
broken into five compc%lg\uch as self-awareness which is a crucial skill for effective
management in achg&ibraries. Managers in these settings must possess a deep understanding
of their stren hs@knesses, values, and interpersonal dynamics to navigate the complexities
of the ac%égb environment. Managers who cultivate self-awareness contribute to a positive

organi&i&nal culture, better decision-making, and the overall success of the library in serving

the academic community®'.

Self-regulation refers to the ability of an individual or a system to manage and control their

behaviour, emotions, and cognitive processes. It involves the capacity to set goals, monitor
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progress, and adjust one's actions to achieve those goals. Self-regulation is a crucial aspect of
human development and functioning, impacting various areas of life, including education,
relationships, and work. Empathy is the ability to understand and share the feelings of another
person. It is a complex and multidimensional concept that encompasses both cognitive and
emotional aspects. Empathy plays a crucial role in interpersonal relationships, effective
communication, and social interactions. It fosters connection, cooperation, and erstanding
among individuals. Additionally, empathy is considered a fundamental aspectof emotional
intelligence, which is vital for navigating social situations and buil@sitive relationships.
Cultivating empathy involves active listening, open-mindedness a@rillingness to understand

others without judgment. It is important in various cont@;cluding healthcare, education,

Motivation refers to the internal or extema@that drive a person to initiate, sustain, and

leadership, and conflict resolution.

direct their efforts toward a particular gg\' outcome. It plays a crucial role in determining the
level of effort and persistence an &f@dual puts into activities, and it influences the choices

people make to achieve des@utcomes. Motivation can be intrinsic (coming from within

abilities and cor@

others in social Situations. These skills are essential for building and maintaining relationships,

oneself) or extrinsic (@from external rewards or consequences. Social skills refer to the
e

that enable individuals to interact effectively and harmoniously with
naviga\{g/gbcial environments, and communicating successfully with different people. Social

skills encompass a broad range of behaviours, both verbal and non-verbal, that contribute to

positive social interactions.
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Out of the five components, however, self-awareness, empathy, and social skills have been
chosen since they address relationship management and network building needed in Institutional

Repository Management.
2.3 Review of Empirical Studies
2.3.1 Organisational Culture and Management of Institutional Repositories Q\

Organisational culture has become a crucial driver of competitive advangglg the modern
business world. Contemporary management science recognizes os ional culture as a
paramount subject. To strike a balance between the conflictin ﬁ)r stability and flexibility
within an organisation, a survey was conducted using@.l ert scale questionnaire. The
questionnaire, based on the Denison model, was di t@i to 1000 employees across various
firms in 29 cities in Serbia. Employing t\\% inct channels for distribution, physical
presentations and online delivery through\Facebook, aimed to enhance response rates. The
collected data underwent analysis us(é%taﬁstics 21 and MS Excel to provide a descriptive
statistical overview. The study' %ngs indicate an equilibrium between the factors of stability
and flexibility, with sug@%s for potential enhancements in organisational culture. This

stability can in a ‘b@mtext easily reflect in the management of IR in academic institutions

the way it doe@any corporate organisation with a positive culture2.

In an e\gg;gry study aimed at measuring the performance of IR in the library environment, the
state of institutional repository implementation in Africa was analysed using the global directory
of open access repositories (OpenDOAR), and Transparent Ranking: all repositories by Google
Scholar, including reports on operational status and performance of repositories. The analysis

revealed that the average performance of the institutional repositories remained sub-par; a
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situation that could have been remedied by stability and flexibility in the organisational culture.
The opportunity to access research results from the window of global open access through the
use of institutional repositories was relatively more achievable in South Africa, Kenya, Nigeria,
Algeria, Sudan, and Egypt than in the rest of Africa. This study concluded that many
organisations, institutions, and societies are putting a lot of effort into the implementation of
open access in Africa. However, the widespread adoption of institutional reposith Africa
remains very slow and the performances of implemented repositories were @ expectations.
East Africa is the region with the highest number (9) of countries con@g and functional IR
(61). It is interesting to note that South Africa, with only 4 coun ie%tributing, has the highest
content (1.271, 820). This makes South Africa the most antry contributing around 57%
of African countries' IR content in OpenDoAR. O tt@ repositories examined, 63 were not
accessible through the Internet, representing 29.6 he total. This varying performance could
be a reflection of the organisational cultur %ent in the academic institutions and countries

that encourage content deposit than izé,s\s le in other countries®?.

Q

In today's business landscapfb®nisational culture is recognized as a formidable mechanism
crucial for the sustain Qbility and growth of an organisation. A study delves into the
influence of or a;ﬂ’sﬁal features on organizational culture’*. Given the magnitude of
competitivepsénd evolving dynamics, the Denison model of organisational culture was chosen
to strik\/%alance between the imperative for organisational stability (factors of mission and
consistency) and the prerequisites for adaptability (factors of involvement and adaptability). A
survey was conducted using a Likert scale questionnaire based on the Denison model and

administered to 1000 respondents employed in Serbian companies. The data underwent analysis

using the one-way ANOVA method. The results indicate that organisational characteristics
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significantly impact the organisation's ability to maintain equilibrium between internal and
external convergence, stability, and adaptability to change. In applying this to IR management, a
study examined how institutional environments, disciplinary contexts, and individual motives
influence researchers' decisions to deposit their work into institutional repositories (IRs)>>. This
study discovered that while perceived career risk significantly lowers researchers' article
depositing behaviours through an IR, perceived community benefit, perceiveQns itutional
support, and perceived career benefit increase researchers' article depositing{behaviours through
an IR. This study indicates that to improve researchers' overall aﬂicl@l&rmg practices through

an IR, factors such as career concerns, institutional support, afd unity benefit should be

taken into account. Q

The passage of time and the increase in user popugb?ave led to changes in size observed
lately in academic libraries. Similarly, the ad@%ew technologies has affected developments
in the field of information science reﬂecg&library activities within and without its four walls.
These technologies require new éga\ds, approaches, and skills to positively adapt their
applications to the library se&\%@ Global occurrences such as COVID-19 have predisposed

the entire human race @r ways of doing the same things. This has made it expedient for
individuals, stu ntE\

ary users, and corporate institutions to adapt their routines to the
realities of @1@57. Eight universities in Thailand and Vietnam were evaluated to gauge their
adaptah'\lig/status pre-, during, and post-COVID-19 pandemic. Findings revealed that the
integration of library services and e-resources into the learning management system of the
university was before the outbreak of the virus. However, during the pandemic, the focus
changed to ensuring improvement in reliability, practical development, and upkeep of digital

resources. Immediately after the crisis, attention shifted to evaluation and recovery activities.

61



However, this trend in adaptability is not universal, especially in IR management. Utilising UiT's
Munin Repository, a survey was carried out among UiT researchers, using the Arctic University
of Norway as a case study, to investigate their views and behaviors about the repository and open
access (OA) publications®. All UiT employees received the survey questionnaire between
August and October 2016, however only academic staff members in research positions—
including PhD students—were chosen for study. The survey was answered by 200 jesearchers.
According to the survey, although scholars are generally in favor of open adcess*(OA), they are
less enthusiastic about adding to their institutional repositories for a@e of reasons. These
include the fact that the process is quite difficult, the ambiguit @:ademics have regarding
some legal, copyright, and peer review issues, as well a ans about prestige and which

version is best to deposit or self-archive. This ske ti@@s easily erased in a library cultural

environment adaptable to new changes even whe are observable risks.

\O

Collaboration and adaptability are cr@ skills required to succeed in librarianship by
contemporary scholarly communic@fl—}brarians in their quest to stay afloat in library practice.
Therefore, there should be c@t learning and continual adaptation to changes in this era of
changing library envirgninents®®, At the George Washington University Libraries, a cross-
functional and teé%@\% approach that relied heavily on the advantages offered in agile project
managemen@ght new thinking into the collection development process. This was achieved
throug%gﬂtation to the new ever-changing information landscape in the academic libraries.
Flexibility, collaboration, quick response, and experimentation were the very vital tools that

aided the adaptability of the libraries. This is more so when we view it from the perspectives of

librarians who are sometimes resistant to new approaches to conducting library work.%!
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The inability of African academic institutions to adapt quickly and fully to global trends has been
reflected in the performance of IRs in Africa. A study provided an overview of the operational
status and performance of institutional repositories in Africa using the global directory of open
access repositories (OpenDOAR) and transparent ranking: all repositories by Google Scholar.
The results indicate that the average performance of the institutional repositories remains below
average. It appears that global open-access research results can be accessed thr@tutional
repositories in some African countries rather than others. The study concludgs tiiat many efforts
are being made to promote open access in Africa, but the wide implementation of
institutional repositories remains very slow and the performanc o$emented repositories has

been below expectations. Based on the current status, sug are provided for regaining the

desired direction of the African institutional repositoéiq%Q

As of September 2019, the number of reposi\' istered on OpenDOAR shows that there are
213 registered repositories in 24 coun in Africa, with Kenya leading the way with 29
accessible repositories and 190,@%\@nten‘a Interestingly, Southern Africa, with only 4
contributing countries to Ope X R, has the highest content with 1,271,820. This makes South
Africa the most active cou in OpenDOAR, contributing around 57% of the African countries'
IR content. Mid@ has only one contributor, Cameroon, with a bare minimum of 34.
North Afric@ewer functional resources (31) compared to East Africa (83) but the number of
conten\{l%s from North Africa is almost 2.5x higher than that of East Africa. It is worth noting
that 63 of the 213 repositories were not accessible through the Internet. Of the 213 repositories in
Africa, 4 are among the top 200 in the world, 3 are from South Africa and 1 is from Sudan. Only

6 African countries made it to the top 1000 list according to Transparency Ranking: South

Africa, Sudan, Ghana, Algiers, Nigeria, and Kenya®.

63



In a similar research, an analysis of the growth of Open Access Institutional Repositories in
Nigeria over the past decade was also provided in a paper. The study found that over the last
decade (2009-2019), a total of 25 Open Access Repositories have been created in Nigeria. The
study also found that a total of 68,610 items had been uploaded in Nigeria since their inception,
with the highest upload being 23,367 items from the University of Nigeria Nsukka. Some
Institutional Repositories did not have a visible record of their items or dQno upload
intellectual content. Dspace software was the preferred Software for the maj@/@ Institutional
Repositories. Most of the Institutional Repositories were multidis covering various
subjects. Journal articles, theses and dissertations, conference a@and unpublished reports
dominated the IRs. Though African countries have grown Qers but have yet to align with
the right organisational adaptability that can su tapb% growing IRs. It is therefore not
surprising that ease of content acquisition which primary responsibility of the library has
been delayed in the recruitment of conter;‘{&&»%“.

It has been noted that relation ma%%\nt is crucial to the success of any organisation, library
environment inclusive. Res&.&\% investigate how various aspects of organisational culture
collectively influence Qccessful implementation of Customer Relationship Management
(CRM) was carré/é‘

participated @pondents through a questionnaire. Though the population of the managers was

he study focused on managers within a UK-based chain hotel who

364, o%%S copies of the questionnaires were returned out of which 214 were eligible for the
analysis. Analyzing the gathered data involved employing correlation and simple linear
regression analysis. The study's outcomes highlighted that exceptional CRM strategies are
characterised by the establishment of cross-functional teams, possession of a culture of teamwork,

employee commitment, and involvement, a responsive and adaptive approach to
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change, open information sharing, effective knowledge management, and a learning-oriented
mindset, a clearly defined set of visions and mission, and a significant level of innovation.
Management of IR in the library requires a culture that guarantees collaboration with other units
and sessions even within the library itself. Thus, relation management, an integral part of

organisational culture is needed both for content recruitment and coordination of IR users in

Inspired by the recent surge in research on organisational culture and ef K s, especially in

academia®.

Western nations, a study delves into the relationship between these§ ncepts in the context

of India. Utilising Denison's Organisational Culture Survey CS), the research focused on
employees from some corporate organisations in Jammu a&shmir, with a sample size of 480
selected through a stratified random sampling tec%@. While physical questionnaires were
distributed to respondents, only 212 out of @etumed copies were considered usable for
the final analysis. The results revealed bust correlation between the four DOCS traits—
namely involvement, adaptabilityQ’fg?s\ion, and consistency and effectiveness within the
organisation. Notably, mis ,\*merged as the predominant cultural trait, significantly

influencing various key&;g(mance indicators. When the organisational culture of an academic
library is fully o@a , its effectiveness in mobilising contents for the IR will become easier,
especially a%@the known contributors to IR in Africa and specifically Nigeria. Literature has

shown\%a/%FDs are the largest content in African IRs%®.

The workflows available for the dual online submission of graduate electronic theses and
dissertations (ETDs) into the institutional repository (IR) and the ProQuest system were
identified and described®’. Data was collected in three stages over the course of two years, from

2019 to the middle of 2021, using a combination of methodologies. The primary aim of the
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research is to conduct a thorough analysis of these workflows and delineate their attributes and
capacities for overseeing the various facets and phases of the ETD submission process, ranging
from online deposit to publication and dissemination. The ETD review process, metadata
management, publishing options, access restrictions, consent agreements, embargo control,
payments and fees, preservation, options to opt-out of ProQuest submission, and the time it takes
for the ETDs to appear in the systems are just a few of the workflow aspects Qre in this
study. Along with problems with the workflows, interoperability between EQ/ st and the IR
systems is also covered. This study could be very helpful to instituti@eking knowledge on
ETD workflows and processes for practical decision-makin efl internalised within the

framework of the library culture and environment, the a@ ted workflow will contribute

significantly to the recruitment of information conteﬁt p&@te IR.

Sometimes, the focus of organisational strate@n the internal workings of the entity without
looking at the external areas that can liﬁ\ﬂcompany higher if well attended to. A study was
conducted to explore the prevailin%{‘@\nisational culture in high-tech companies, focusing on
two primary areas: external . %tion and internal integration, and their implications for the
broader external organi 2@31 environment®. The study empirically investigates these themes,
utilizing a samplﬁ.olé? igh-technology companies from Europe, North America, and Asia. A
systematic ork was employed to conduct a comprehensive literature review, drawing
from ﬁf{n/%r, secondary, and tertiary sources. The findings indicate a prioritisation of internal
integration over external orientation in the organizational culture of the examined firms.
Furthermore, the organisational environment was marked more by technological instability than
market volatility. Additionally, the model of employee involvement, achievement, and

innovation values was reflected in the organisational context. A stable library environment is a
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factor in the content management of repositories. Providing a culture of training and integration
primarily for the library personnel can only ginger them to work internally to achieve content
recruitment and organisation and make the content available for the use of the clients; staff, and
students. This position is without prejudice to the need to collaborate with external entities

especially the content contributors to harness their research products into populating the IR.

To attain elevated performance leading to enhanced quality, increased proﬁta@safety, and
adaptability to dynamic changes through a modern approach to ma%&d, the forefront
remains occupied by digitisation. An empirical study was carried ou @'utinise the efficacy of
a digital organisational culture, aiming to identify the cultur@%tes crucial for the digital
transformation process. The Denison organizational cu& model served as the tool for
assessing organisational culture and monitoring theb@ess in digitalisation. A participant pool
of 494 respondents, including employees fr\@h companies and consumers, was selected
for the study. MAXQDA software facib’& a statistical analysis of the relationship between
variables, and Person's correlatim@‘a—%is was employed to assess convergent validity. The

findings underscore a signifi %rrelation between Adaptability and Customer Experience, as

accord ample at<en§Q

transformati esently, there are fears among library personnel of the dominance of digital

well as Mission and D%;Qtrategy. Furthermore, the results emphasise the imperative need to

organisational culture as a pivotal pathway to successful digital

librarié&over traditional librarianship. Adaptability to current library digitisation especially
in IR management can only better the performance of librarians in service delivery to users of IR

information resources®.

To preserve any organisation's existence and innovation capacity, it is imperative to give careful

consideration to the evolution of the workplace. This workplace might serve as a standard for
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evaluating employee performance or the organisation's overall performance. Using a Google
Forms questionnaire, data was gathered using a qualitative methodology in research. An
Indonesian public library librarian serves as the sample. The frequency distribution method of
data analysis is used to determine how respondents typically explain the type of organisational
culture they experience at work. According to the study's findings, Indonesian public libraries are
ranked highly and given priority when it comes to innovation and adaptability’®. ibraties have
to change all the time to accommodate patrons' ever-changing requirements. Being“adaptable and
having quick reflexes are necessary for this. A case study demo@ how The George
Washington University Libraries used a cross-functional, tea —b@pproach that capitalized
on the advantages of agile project management to r their approach to collection
development’!. Using an agile approach to collec 'ovﬁelopment allowed staff members to

gain new skills while optimising the use of the 1 's financial resources. The importance of

N

cooperation, adaptability, and experimentati&&%braries is highlighted by this project.

To delineate the elements of corp@{ca:\ulture using Denison's Organisational Culture (DOC)
model, a research study ap%&escriptive statistical methods to assess the strengths and
weaknesses of corpor egturen. The DOC model was utilised to evaluate the corporate
culture. The fin 11.12\ idate that the corporate culture scale of the scrutinised enterprise
encompasse;bb factors: capacity development, agreement, coordination and integration,
empo&e{llgﬁt, team orientation, strategic direction and intent, core values, creating change,
customer focus, goals and objectives, organisational learning, and vision. Additionally, it was

observed that the businesses under examination demonstrated consistency as the most prominent

trait in forging a long-term vision and mission, along with robust objectives. According to the
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calculation formula of the DOC model, core values, agreement, coordination, and integration are

equally emphasized in the corporate culture of scrutinised ventures.

The presence of a loyal workforce within an organisation leads to a significant enhancement in
organisational performance and competence. A study was undertaken to explore the correlation
between organisational culture and the organisational commitment of emplo% in the
administrative departments of healthcare centers in Hamedan Province, utili@e Denison
model. A multistage stratified sampling method was employed to select “&Ministrative staff
from the healthcare centers. The formalised Denison Organisationa re Survey, along with
the organisational commitment questionnaire developed by er’and Allen, served as the
instruments for data collection. The analysis utilised Pears@roduct-moment coefficients, and
descriptive statistics were applied using IBM-SPSS@he results revealed that empowerment,
organisational learning, vision, and strateg@%ion were the indicators of organisational
culture with the highest mean scores. Sirg@gr, affective commitment received the highest score
even though involvement had &;&%}Vest mean scores among the four dimensions of

organisational culture. Notab@igniﬁcant relationship was observed between all components

of organisational cultuxﬂ e organisational commitment of employees’®. The commitment of
°
library personne< is%t) ant to all aspects of IR management; from content recruitment to

systems an rks, core managerial issues, and use of the platform by both the contributors

and thN{s/gJ of the content.

As the number of open-access content in repositories has grown exponentially, so has the
number of technical and organisational issues that arise when trying to bring this content together.
The Connecting Repositories (CORE) has been tackling these issues by collecting and enriching

open-access content from hundreds of repositories, making millions of open-access
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manuscripts discoverable and reusable. Repository managers and library directors want to know
the details about the content they are harvesting from their repositories and retain a certain
degree of control over it. Now CORE is facing the problem of how to allow content providers to
control the aggregation and harvesting process of their content. This is a critical assignment that
would define the prevailing organisational culture in the academic library. A CORE Dashboard
was proposed to improve quality and transparency in the aggregation process aQto reate a

mutually beneficial collaboration between the CORE project and content pro‘ﬁ ders™.

N
A research study aimed to assess the influence of organisational @3 and competence on
organisational commitment in BUMD Binjai was carried %antitative approach was
employed, utilising questionnaires to collect data from 12@ponden‘[s chosen through simple
random sampling based on the Slovin formula, frob’b total population of 180 employees at
BUMD Binjai. The questionnaires were adm@ both online and offline, allowing sufficient
time for comprehensive responses. Smg‘@ software was utilised to evaluate the impact of
organisational culture and compet%é—a*l\ organisational commitment, including examining the
possibility of direct or indire@:ence through a mediator variable. The findings indicate that
all indicators of orga &nal culture, competency, and organisational commitment are
substantiated. C@&b ly, there is a significant impact of organisational culture and
competence %Gganisational commitment, with both factors independently exerting influence
on orgﬁ;{i/gdonal commitment. This finding predisposes that the library organisational culture
would go a long way together with the competence of IR managers and administrators in
strengthening the commitment of the library personnel to fully face and deliver on the onerous

task of aggregating content to the repositories. An unfriendly organisational culture according to

this finding will negatively affect the commitment of the IR managers”.
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Many case studies on repositories address several inter and intra-library subjects. Internal
cooperation with the numerous university stakeholders as well as internal collaboration within
the library or converged department is taken into consideration’. When discussing external
collaboration, the main concerns and advancements on a local, regional, national, and worldwide
level are examined. The culture of interaction with people from outside the library environment
might have been indirectly bequeathed to librarians unconsciously. The info@io at the
disposal of many academic staff and students is limited having learned {in classes that
attendance and taking notes in classes were enough to guarant@%demic success and
excellence in professional practice. At UACJ however, an inst ti$gramme was created for
the students and the academic staff’’. There was collabetween libraries and faculty
which assisted greatly and benefited the user educ ti@gramme of the university and other
library services. Teamwork will ensure that the becomes part of the learning in a fully
academic process through teamwork. Thereforeywhen collaboration and involvement with others

benchmark the management of the re@s , their management becomes easier.

Q

The ideas and solutions tha@% the expansion of the greatest digital library of Caribbean

creation of an ‘nte;‘scﬁ

institutional ilingual, inclusive, and sustainable will require the cooperation and efforts of

content in the world @damentally rooted in partnerships and shared governance. The
i

nal digital library of the Caribbean that is open access, multi-

peoplm\&rganisations who value collaboration, access, and preservation’®. Without the active
community of researchers and partners who are eager to collaborate, share their skills and
requirements, and pool their resources, dLOC would not be able to succeed. An overview and
evaluation of the literature are given in a chapter of a book regarding the several facets of

academic library collaboration. Using the literature as a guide, the author hopes to clarify the

71



various components of collaboration and provide a succinct overview of some of the most

significant problems and current trends.

The attitudes of academic library personnel and their commitment to service delivery are shaped
by the organizational culture of the parent institution as well as the norms and values adopted by
the institution. Similarly, the leadership skills of top and mid-level managers of the acddemy play
a similar role in shaping the attitude of the personnel. In the same vein, the i the library
and the level and type of services provided by the library are shaped b}&gaﬁagement styles
adopted by the institution”. It has been discovered lately that relocati campus space and the
reluctance of library personnel to changes have serious neg@ﬁpacts on planning in the
library of Embry-Riddle Aeronautical University. To deal this challenge, an attempt was
made to apply varying methods which include activg\library personnel input, scenario planning,
and appreciative inquiry to encourage staff @f@ the initiatives. The approach produced an
appreciative success borrowing from .mg@ corporate organisations that integrate their staff
into the planning process as well a%qar\vesting feedback on new services implemented. Inputs
from library personnel in thej@%&ss of developing and executing strategic plans paid off. The
methods adopted inclu }bding retreats to elicit ideas from the workforce, creating scenarios
to encourage sta(}/&ide inputs on new plans, and lastly deploying an inquiry strategy to
determine w, known as SOAR (strengths, opportunities, aspirations, and results). All these
strateg s%ﬂve their share of successes, interesting results, and some failures. But, the

involvement of the staff was central to the commitment of all to the project®.

Job attitude in the library is a reflection of many factors. An author has discovered that there is a
relationship between job involvement, job satisfaction, commitment, organisational headship,

and job attitude. There can be no effective performance in library services if there is a negative
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job attitude on the part of the library personnel. Job attitude is a vital tool to promote and market
the library and its services and resources to the patrons and the general public. Therefore, the
performance of the library personnel is a summation of involvement and commitment to the
library's vision and values®'. It is therefore understandable when a researcher noted that
involving and empowering library personnel in the process of creating changes in academic
libraries could be strenuous and time-consuming. But it ultimately leads to Qs ring of
creative ideas, establishing job satisfaction, and boosting the morale OQB personnel.
Improved communication with staff at every stratum and serious dedi@&o work are required
to earn their trust in being supportive of proposed new change &%changes do not come by
happenstance or in a jiffy, there must be consistency in work and communication to
succeed in modeling the attitudes of the library pers n@an appreciable level so that they can

buy into the vision of the library and together buil future of the library®?.

N0

In the same vein, to provide strategie improving the use of institutional repositories by
academics at Nigerian universitieséé—}ain goal of yet another study was to identify the main
obstacles to their use®. Ther@@l lecturers from 5 universities in the research sample. The
instrument used to collgc data was a questionnaire. The findings indicated that a lack of
technical skills, @ féawareness and sensitisation among academics, and poor infrastructure
were the n% bstacles to the use of institutional repositories. The researchers suggested
develo}'{lg'fnstitutional policies regarding repositories, increasing staff understanding, and
encouraging management participation in repository-related projects as ways to address these
issues. To successfully utilize institutional repositories, the academic community and

management of academic institutions must work together, according to the study. Invariably, the

involvement of stakeholders is crucial to content recruitment to the IRs.
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Participative management and effective communication were discovered by another author to
have a significant relationship with the job performance of library personnel in academic
libraries in Southeast Nigeria. It would therefore be appropriate to integrate library personnel
into the decision-making process especially when such relates to issues in which they are directly
concerned. Inter-strata communication across all levels would further enhance the participation
of the library personnel®*. Personnel involvement was one of the factors diche to have
influenced quality performance in academic libraries of Ghana. The aut@/@estigated the
determinants of performance in selected Ghanaian academic libr &.Other determinants
discovered included training and development which is a @personnel involvement,
management commitment, and effective communication®>: y of notice is the observation
by yet another author that library personnel involve e% lobal and cuts across genders. In the
academic libraries of federal universities in Sout Nigeria, there was no significant gender

\®)

difference in job satisfaction, organisational cemmitment, and personnel involvement among
°

library personnel. The study shovyé)\hat both genders displayed positivity in their job

satisfaction, organisational comw&ﬂ, and personnel involvement®,
2.3.2 Digital Compete cegd Management of Institutional Repositories

Technologica a\ﬁ:a\\'rastructure issues have been observed to be great impediments to IR
managem study used a descriptive survey research design and enrolled 844 lecturers from
the unks(lties in Nigeria and 8 heads of the library's digitisation section to assess the challenges
of technology. The data generated was analysed using descriptive statistics. The findings showed
that low bandwidth, outdated and inadequate hardware and software components, poor server
configuration, and unreliable power supply due to poor funding were some of the technological

and infrastructure issues affecting institutional repositories in Nigerian universities. The study
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recommended that universities' management provide more and sufficient bandwidth, good
computer system configuration, inverter and solar systems for uninterrupted power supply, and

increased funding through special IR budget allocation®’.

In the same vein, another work that looked at the development and emergence of IRs, as well as
trends in Africa, noted that most African countries are still in the early stages of IR Wopment.
It identified and discussed key issues and challenges related to IR in Africa@Q as lack of
knowledge, lack of funding to set up and manage IR, lack of ICT infrastgqga,étc. The state of
IR in Africa is not very encouraging, as there are only a few @positories, the largest
numbers of which are hosted by institutions from South Afric@so, there seems to be no one-
size-fits-all standard for hosting and publishing inforrnatio&e repository. It is also important

to promote interoperability of the IR among African@’@u ions®®,

&

Thus, over the years, establishing, developiné\\gi sustaining institutional repositories has been
considered a difficult challenge for ) her learning institutions in Nigeria, while many
other higher learning institut.ion Q}Smd the world have successfully addressed institutional
repository issues within th“@\ttutions. Therefore, a researcher in a study evaluated the factors
affecting institutioga;&sitories in several universities in Nigeria. The findings showed that the

N

establishmenténgdswelopment of institutional repositories within university libraries in Nigeria

has been (%a

affect insfitutional repository sustenance. These include infrastructural problems, lack of

d unevenly distributed due to a variety of institutional and extrinsic factors that

technical support, technophobia, lack of bandwidth, lack of digitisation of some of the materials,
lack of users' education, access control and rights management concerns, copyright and
intellectual property concerns, technological changes, software adoption, uncertainty about the

preservation of e-prints in the IRs, security issues and content management issues®.
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Though, construction of digital repositories to aid in the gathering, storage, and archiving of
intellectual assets produced by academics within academic and research organisations has
become more and more necessary as a result of the evolving paradigm of scholarly
communication on knowledge exchange and dissemination. The challenges of ICT have
remained daunting. A study examined Tanzanian academic communities' opinions regarding the
creation of IR and the ICT foundational infrastructures and technical capacities ne@ td host IR
in ten of the nation's higher education institutions. The results showed that most iffstitutions had
poor Internet connectivity even though their ICT equipment was SU@S& Lack of technical
know-how in overseeing Free and Open Source Software (FO )%observed in the study. It
also showed that most people knew very little about O cess. The research uncovered
several issues, such as poor bandwidth, erratic p W?b plies, and ignorance of intellectual
property rights (IPR). Additionally, the ﬁndi% oint to other potential, including the

N

government's initiatives to promote appr(@ conditions for better Internet connectivity and
the increasing number of instituti ﬁb\settlng up repositories. To effectively manage IR,

cooperation between IR manag%% IT staff should be promoted.

circumstances inchg}‘a

competenciﬁbéuired of a modern librarian. Traditional librarianship is fast fading off requiring

The nature of these and&?other challenges to be resolved and the prevailing environment and

f digital communication will go a long way to influence the kind of

that lib%gﬂs acquire new digital competencies that align with their expected role and job
specifications in the digital age when most of the clients are digital natives. An author in a study
investigates different approaches to competency and competence as concepts in librarianship.
Various ideas were reviewed to place properly the concept, nature, and structure of digital

competence and its development among librarians and information professionals. This includes
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the ability to adapt professional knowledge to solve social challenges in a dynamic digital
society”.

The library profession and the various players recognise the prime position of technology in
modern librarianship. A study investigated the perception of university librarians on the
importance of digital skills to librarians in a quest to meet user information needs in an extremely
competitive digital era. Content analysis of job advertisements in two Ghanaian Qn 1 dailies
as well as semi-structured interviews with experienced librarians was used fas ifistruments of a
qualitative research design. A sample of 50 job advertisements coverir@&eriod between 2010
and 2019 were selected for content analysis while 10 academi hb ridns were selected from 5
Ghanaian university libraries for the interviews. F mdmgs@ at digital competencies form
part of the requirements demanded from aspiring n@ntlal academic librarians in Ghana.
Networking, computer, and digital literacy, kno of software and IT systems used in the
library, and general knowledge of comp § phcatlons are the skills mostly required in the
libraries®!.

Digital skills are important for tb&nagement of electronic resources and services in academic
libraries. To attain this,%@%l need for the abundance of academic librarians who possess
digital skills in J é@university libraries has arisen leading to a study of how digital skills
impact the ac%&of technology by the librarians. The questionnaire was used to collect data
from 230@’bﬂans working in both public and private universities in Jordan during the 2019-
2020 %mic calendar year. Findings show that librarians possess a high level of digital skills
while noting that there is the challenge of finance in acquiring the skills. It was also discovered
that the level of acceptance and use of technology is highly dependent on the level of digital

skills by library professionals®?. Another author assessed the digital proficiency requirement of
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this era of the fourth industrial revolution. Additionally, the relationship between digital
competence and library resources and services is evaluated. It was discovered that library
services had a critical impact on the ability and knowledge of software, hardware, network, and
internet facilities of the academic library. Similarly, the library service impacted the computer
appreciation of library users. This mutual relationship indicated an expectation of digital
proficiency of citizens due to the heightened quantity and quality of available liQy ervices.
The availability of e-book services could contribute to the improvement of thQi/ ns' computer
application®®. The services of the library are enhanced through on@l\povision such as IR
N\
O

The author attempted to define the digital competencies requiged by library personnel for library

accessible to the user in the comfort of his home.

information resource management in the 21 centu%gborno universities. Results showed that
competencies needed by academic library. ’Qnel included information technology and
interpersonal and leadership skills. IR @%ement is responsible for making research output
readily available to academia and t@{ca\eral public in electronic format. It is therefore pertinent
to drive the concept with b % knowledge of ICT. The task of software and hardware
comparison and selecti &well as the manipulation of the application requires beyond basic
knowledge of th@"“. herefore, the services of IR are better managed by those who possess
competenci%éigital knowledge. In another similar study, the author investigated the attitude
and prb@/génal competence of the librarians about the digital services they provide to patrons in
some Nigerian university libraries. Even though digital technologies have evolved considerably
in these libraries aside from the huge investments and research into digital technologies in
universities, many of these academic libraries were still employing traditional means which are

now outdated to provide services to their clients®. This inability to align with new trends in
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modern librarianship cannot properly project the IR since the platform runs on digital
technologies to perform all its services of providing information resources and services to the
clients. To properly operate and manage the IRs, library personnel must be literate enough and
familiar with digital technologies. Results of research into the professional competence of library
personnel indicated that Internet service remained the most accessible digital service in academic
libraries. Though power outages were still affecting the provision of digital servicéQhe ajority

of the library personnel had attained proficiency in basic computer 0perati0ns<

Yet another study was carried out to evaluate the digital skills of @sity librarians®®. This
study measured the digital skills of the librarians in creating a@a%ging the digital library, as
well as the factors that influence their digital skills. Practic@kutions to overcome these factors
were provided in the study. The results showed 6’6]16 current digital skills of university
librarians in Pakistan do not support the de\{@t and management of digital libraries. The
library schools are not providing practicq&d training to the graduates to develop digital skills.
Most of the librarians either do no&w the necessary digital skills or they rated themselves as
'beginners'. This indicates th%@tal library training is very important for the development of
digital skills. There is, aNilk between digital library training and the digital skills of the
respondents. Th@reasing the digital library training and knowledge of the digital tools
will help a %@dan's digital skills. The result also showed that there is no significant link
betweé\r/gﬁondents' professional experience (in terms of number of years spent on the job) and

their level of digital skills.

The conversation around digital competence became a topical issue in a society where
technology has crept into the daily life of the citizenry. The advent of COVID-19 and its

attendant consequences on the education sector increased the global concern about digital

79



competence. A study was carried out to evaluate research contributions to digital competence in
Europe. An iterative and incremental method was used to select literature and studies from 2015
to 2021 relevant to the topic of digital competence Web of Science and Scopus for analysis.
Inclusion and exclusion criteria validated by experts in statistics, linguistics, educational
technology, and five university professionals were the basis for the selection. Results show that
EU policy and research were the documents cited about the definition of digital co%te ce. The
majority of students and teachers were found to possess a basic degree of digital competence.
The study nonetheless encourages that higher institutions of learnuld concentrate on

developing the digital competence of students and teachers®’. %

The COVID-19 pandemic dramatically transformed the a@nic sector into a digital learning
hub due to the global closure witnessed by educ@%%nstitutions. Possession of adequate
digital literacy skills and web-based techr\@vere the only available means to ensure
continuity in the process of teaching anch&ing. A researcher identified the positive impact of
the Covid-19 pandemic in turning li %ersonnel into tech-savvy lots in a bid to enhance their
digital knowledge and uplift ; %IT skills. The study showed that the COVID-19 pandemic
played a positive role 1%1? ifting the digital and technical knowledge of library personnel across

academic colleg@b

information ’@larary patrons. 75% of the library personnel acquired digital literacy skills

It widened the use of various social media platforms to disseminate

throug?&lle participation in webinars. The study revealed the significance of possession of E-
databases and E-resources knowledge in satisfying the information needs of the users during and

after the Covid-19 pandemic®®.

The COVID-19 pandemic according to other sources caused a lot of problems generally for

university libraries and specifically for those that are deficient in online presence and learning. It
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has forthwith imposed online presence as a new normal on the academic campuses and their
libraries bringing a series of changes along; with a renewed approach to resource access and
connectivity, design of online education, and entrenching digital literacy among staff and
students. A conceptual paper that combines the personal experiences and subjective view of the
author who is an LIS educator as the basis evolved. The study had its focus on the argument that
academic librarians have the potential to emerge as partners in the quest to enhaQithe digital
competence development of university students. Findings reveal that librari@/ e the critical
role of mediator in the bid to assuage the challenges of implementin@e tools for teaching
and learning, online pedagogy, and preparing students for the newsl€drning normal via digital
literacy competencies®. In the same 2020, many colleges a@ ersities across the globe had to
close their doors or move their instruction online. a% hese institutions host annual student
research symposia. A research work examined h universities made the transition from in-

\®)

person symposia to online events in just § weeks. Similarly, it investigated how they used
0s

the Bepress digital commons platfo \h their symposia. While the strategies of these two
universities varied, there are -w@ommonalities, especially when it comes to learning best

practices to showcase stu@&rk and help support their universities in their efforts to host their

research symposi @e. It's no easy feat to move in-person students' research symposia from
&

in-person to o atforms amid a pandemic. But by creating these online events, students can
continue Qggwcase their high-impact research and support the scholarly community at large.
The research further looked at how open-access archiving of these projects has worked out for

Longwood University and USF St. Petersburg based on the download counts at the campus!®.

Data literacy skills play a vital role in the management of IR as a platform of digital library

useful for information resources management. An author tried to evaluate the influence of data
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literacy skills on the psychological empowerment of newly employed staff in the workplace.
Results showed that librarians are now playing a significant role in developing the academic
output of the academy. Cyber-physical systems and the instant process of large datasets are
hallmarks of information literacy needed to attain psychological empowerment in the office. It
was observed that academic librarians have taken up more roles in the data literacy process'?.
The earlier studies on the identification of data management or data informatio &y skills
had generally advanced to the level of identifying an inventory of prospéctive“competencies
without any disparity between those competencies, in terms of comple@iscipline, Or use case.
This author defined significant innovation upon existing c%encies by highlighting

s are aligned according to

scaffolding (built upon existing competencies). Comp

application in such a way that the skills attained at e@graduate level give students moving

on to graduate work greater familiarity with data gement'??, It is therefore expected that IR

managers who have passed through the 1§§3hools and attained degrees in library science
i

and are now involved in practical lib \s\

in data literacy needed for IR m&fnent.

Another study also evz@he extent and level of digital literacy skills acquired by information

experts and libra<1an,\\1‘!

adopted an to collect data from 214 academic librarians who work in different libraries;
O

would have attained a higher level of proficiency

ademic libraries of African universities. An online questionnaire was

specih\&hose countries where English is the official language of communication. Results
show that librarians adjudge their skills in social media deployment, e-mail usage, and
development of digital libraries, application of emerging technologies to library daily routine,
creation of various file formats, and using open source software to be very high. However, they

consider skills in the development of metadata to be moderate while that of library website
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development is rated low. The findings show a moderate ability in digital skill possession by
African university librarians. However, it equally presents a disparity between the Nigerian and
South African librarians in terms of digital skill possession!®.

An author conducted a study to ascertain the effect of ICT literacy competence on the job
performance of librarians in Nigerian federal university libraries. To a study population of
academic librarians in six selected libraries representing the six geo-politicalS\zones of the
federation, the survey research design was applied to carry out the study. FindirtgS showed that
there was a significant effect of the librarian's ICT literacy co@%oe on digitisation,
registration of library users, and generation of user statistics'®, In‘many instances, contributors
of content to the IR are unable to upload their publicatio se these publications are only
available in traditional formats. It is therefore nec s@ deploy these resources to digitize
such publications for easy archiving on the IR pla

N

The investigation was carried out by yet a r author to determine the degree of information

literacy (IL) skills proficiency amon &%}e'mlc library personnel in Karachi, Pakistan as well as
address areas of challenges.-%%é Forms were used to collect data from seventy-seven
academic librarians woﬁ@%twenty-ﬁve universities in the city. Findings showed that the
survey library per @ad proficiency in searching and locating digital information resources
even though o@r eas of IL showed less than 50% competence. This is an indication of a low
level of 1 ’Qﬁciency in the academic libraries concerned!®. Another researcher also assessed
the degree of Digital Literacy (DL) among teachers in Polland. The study was diagnostic to
reveal the level of DL in six selected key areas: the ergonomics of using ICT, assessing the

credibility of information, secure online communication, maintaining anonymity in the digital

world, safe logging-in, and intellectual property. DL was measured using a knowledge and
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competence test. Findings revealed that DL is a heterogeneous concept; the respondents possess
the lowest level of knowledge in the area of intellectual property law and know the most about
ergonomics; gender was not a determinant of the degree of knowledge and competencies in the
group'%.

On skills in digital library management, an author attempted to discover the crucial
characteristics of a digital library management system (DLMS) that could enalea factory
development and management of digital libraries. The study also aimed to di@/ the degree of
proficiency of library personnel in operating DLMS and the challeng@ by these personnel
in the process. Results showed that free and open source software S) rather than propriety

¢"was the preferred IR platform

software was installed in Pakistani academic libraries. DS
deployed by these institutions in the management Qf their IRs. The digital library software had
features such as a user-friendly interface, customi% , reliability, and security, use of metadata

N

standards (Dublin Core), web-based, adva%‘ searching, consultancy, and technical support,

N

sharing e-books to devices (mobilexﬁys), ll-text searching, use of Boolean operators, and
access control'?’. . \A%
An author did a literature, r %v of 135 publications on the digital library engagement level in

Malaysian univer; rt@ new concept of digital library engagement was used to propose a
1“of

conceptual mgde the determinants and impacts of digital library engagement!®. Another
author_in ’Qated the different skills of library personnel working in academic libraries of
management institutions in Kerala State, India. Results showed that the library personnel though
were proficient in managerial, communication, and interpersonal skills, but they were found

lacking in skills related to IR management, web 2.0, and administration of social networks. Their

conversance with research and academic ethics, reference management tools, electronic
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publishing, and management of open-access resources were found to be at a low level.
Knowledge of video conferencing tools, designing and maintaining in-house databases, handling
RFID technology, advanced troubleshooting, creating and managing metadata, and knowledge of
how to solve issues arising from the organization of webinars is required by the library personnel
to be able to provide necessary digital services'®.

Digitalization only came up in the 21% century despite the introduction of com uQ%the 20t
century. A network was thus created between man and the machines. Q}Qfore became
inevitable in human life, both leisure and workplace environments. @&igitalisaﬁon and its
corollaries have therefore made digital competence mand r employees and their

Q &en digital potential, the use of

tools, and the utilisation of opportunities provided b q&@lsaﬁon in thirteen countries using the

employers. A study was conducted to find a relationship

DESI index and EU statistics!'?. The respondent citizens between the ages of sixteen and

seventy-four in a study that spanned betwe S‘);O and 2019. SPSS Statistics and SPSS AMOS

were used for the research analysi e fesults outline the leading role of Scandinavian

countries in digital competitim.\)&% at the individual level, surfing the internet has developed

certain digital skills in th@s.

To create great@tivenes& stimulate sustainable development goals, and initiate new
business op%@, the increase in innovation among the European Union (EU) countries became
a sourb\olgdoncem. A study was carried out to investigate the degree of influence digitalisation
skills adequacy in EU countries have over innovation output and to ascertain if the degree of
digitalisation can increase the competencies and employability of individuals. The findings

reveal a profound influence between the level of digital performance and innovation output, with
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a moderate effect size, partially mediated by skill adequacy. It was also emphasized that a greater

degree of digitalization dictates an increase in individuals' employability and competencies!!!.

Yet another study on this digitisation process was also conducted to determine if the institutional
repositories introduced in the academic libraries of South Africa can be considered Trusted
Digital Repositories (TDRs) to meet their purpose of providing trusted and long-te%ccess to
managed digital information materials to its exclusively defined community, bo@ and in the
nearest future, and if they fulfill the requirements and criteria of TDR gddgs showed that
academic IRs in South Africa meet most of the requirements for ons1dered as Trusted
Digital Repositories. However, as expected, they still need to mproved. The analysis of the
document showed that academic libraries recognise their r@qthm their communities and will
share their knowledge and experience of digitisa‘@%d digital preservation practices. The
review of institutional documents also shows@ademic libraries will share their experience
and expertise with others!'?. Nigeria is h@to many universities and research institutions that
produce large volumes of scholarl cﬁ? that are often not seen by information users due to the
lack, reluctance, and value @hed to institutional repositories (IR). A research paper

113

highlighted the advant % d opportunities that IR provides''”. It addresses the challenges of

digitising public 10

can learn an@re in setting up their IRs.

research output in Obafemi Awolowo University so that universities

Regardi content creation and accommodation in the IR, at the beginning of 2020, the Office of
Digital Research and Scholarship at Florida State University received an innovation grant
Panhandle Library Access Network (PLAN) to improve the accessibility of the institution’s
Diginole repository by creating audio and video captions/transcriptions for audio/visual materials.

While these audio/video files represent a relatively small portion of the scholarly
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output found in the Diginole repository, they present a unique technical challenge in terms of
accessibility compared to traditional text-based materials. While text-based materials can take
advantage of automated processes such as Optical Character Recognition (OCR) found in the
majority of modern PDF readers/applications, there are currently no automated, low-cost "out-of-
the-box" solutions that can guarantee high-quality audio/video captions/translations for AV
materials. The author provides a short technical history of AV accessibility staridards} how to
identify audio/video materials, how to select a vendor, and provides practical in ation about

audio/video accessibility for other institutions that they can hopefully @ prove their IRs''4,

Also, a study attempted to: develop data literacy as an organis@ﬁmpetency by defining its
dimensions measuring it; examine the relationship between development of data literacy and
governmental performance (both internal and exter@. Data collected from a survey of 120
agencies from the Dutch government was uS\ ’Q the proposed model was tested using PLS-
SEM. The results empirically support, &@Kggested theoretical framework and corresponding
measurement instrument. The res& rtially support the relationship of data literacy with
performance as a significant : Qof data literacy on internal performance. However, counter-
intuitively, this signific &ect is not found in external performance. Managing research data
has become a to@gﬂ for governments, funding agencies, and the scholarly community!!®,
Access to r%@h data enhances the impact and effectiveness of science and funding. Many
researa\i/gﬁtutions have established or are planning to establish IRs to manage research data.
However, to design research data curations in IRs and build active IR data providers and user
communities, it is important to study existing data curations and provide rich descriptions of the

socio-technical factors and relationships that shape research data curations and use practices. The
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work identified data curation/use activities within IRs, their structures/roles, skills required,

contradictions/problems/problems, solutions/workarounds applied, etc.

To operate and maintain the infrastructures and services of electronic libraries, one must possess
digital abilities. As a result, it is critical to evaluate the degree of digital literacy among Jordanian
academic librarians. It's also critical to look into how digital literacy affects J ordaniwrarians'
adoption of technology''”. A survey instrument was created and employ@ gather the
necessary information from Jordanian university libraries. The findings )Q&A%t the librarians
have a high degree of digital proficiency. The outcome also demons at librarians' primary
obstacle to acquiring the necessary skills is money. Most not@ the degree of digital literacy
has a favourable impact on how well Jordanian academic li ans adopt and use technology. It
was observed that the results were unaffected b@’b&ﬂes including sex, age, experience,
specialisation, and kind of library. The re ?Q’ths study will be useful in examining the
abilities and skills required of informag'@orkers. They will also serve as a framework for
developing competencies and upd@gcz\urricula in libraries and information science programs

around the world. $
Q

The choice of softw r the operations of IR is crucial to its eventual management. Strategies
for the usag a(d.}ldoption of open-access institutional repositories (OAIR) at Ghanaian
;1

university %a
Q

advocacyy’ marketing, policies, choice of software, and staffing as crucial elements in the

es were explored in a recent work!'®. Findings recorded factors such as

development of OAIR strategic routes at the University of Ghana. Another study was conducted
to purposely create a quick overview of the IR environment that is unique to academic health
sciences centers and medical schools!'’. According to survey data, the vast majority of medical

schools and academic health centers that responded have implemented or are in the process of
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adopting an IR (35 out of 50, or 70%). In this community, the most widely used repositories are
DSpace and Bepress Digital Commons. The most often mentioned proposed improvements were
the integration of ORCID and the implementation of a discovery layer. Shortly, the majority of
respondents do not intend to switch to a new platform. The following topics emerged from the
analysis of the remarks provided by the respondents: participation; funding and operations;

S

User experience starts from content uploaded by contributors. The sel}YQ: iving feature was

alternatives and exploration; integration, redundancy, and reporting.

described in research on user experience of self-archiving in IRs!%’: teps taken to test and
improve the self-archiving process, and discuss how others®r se the concept of micro-
interactions to better understand the utility and overall use@erience of a website were further
discussed. A few critical issues were identified tha%g@ed to be addressed before building out
the Internal Repository (IR) in Islandora. OJB\Q’QR was developed and a working copy was
installed on the user acceptance testing.(‘@ server, a second round of detailed usability testing
under the new micro-interactions f@g?\ork was run. Another area of IR usage is the frequency
of downloads by IR users. @ more than a million downloads annually, the Duke Law
Scholarship Repository isQeffective digital repository operated by an American law school.

Several investig@ re carried out to ascertain the connection between downloads and

metadata w

An exa\g;tion of the connections between specific metadata components and repository
downloads is presented in a paper. The study employed quantitative statistical techniques,
namely correlation, t-test, and multiple regression analysis. There were found to be statistically
significant correlations between the frequency of downloads and the abstract, co-authors, page

count, and discipline. It was shown that there were statistically significant negative correlations
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between the frequency of downloads and both controlled vocabulary subject phrases and free
text keywords. However, the usage of IR cannot be separated from the digital prowess of the
users. In Nigerian universities, a study seeks to explore the role of ICT skills in the utilisation of
institutional repositories (IR) among lecturers at the Covenant University (CU) and University of
Ilorin (UNILORIN) in Nigeria'??. The study used a stratified random sample to sample 94
lecturers at Covenant University, 285 lecturers at UNILORIN, and a questionnairer ct data.
The results showed that CU lecturers are more likely to use institutional repo§itory“provisions, as

many of them have ICT skills, while UNILORIN lecturers are less lik xse IR resources due

to low ICT skills. %

Information literacy is sometimes linked with the abilit glntroduce information resources'
users to arrays of sources such as bioinformaticséfb opportunity provides users with the
benefits in the form of enhanced content kn(@%ssisting both the users and the librarians in
the process. Thus in the process of provid'\' ervices, collaborations with other people appear on
the horizon leading the librarians &c@\quately package bioinformatics databases for efficient
utilisation'?3. This orientatio@lore applicable in the IR environment where contents from
varying subject backgr @require information literacy and relevant digital skills to navigate
the platform for e{é/&fe ervice provision.

A researche;béssed the ICT skills possessed by library personnel who work in seventy-four
afﬁliaf&\c/géges of the University of Delhi. A structured questionnaire was used to gather the
required data from 171 library personnel for further analysis. Results revealed that professional
librarians were deficient in skills bordering electromagnetic systems, burglar systems, quick
response codes, access control systems, content management systems, reference creation and

management, biometric technology, and R software in statistical packages. Similarly, semi-
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professionals in the libraries were found to be inadequate in ICT skills related to digital library
software, quick response codes, content management systems, reference management, biometric
technology, and statistical software!'?*. The author of another article identified key competencies
and skills required by a new generation of library personnel. These include skills related to
digital library collections, collection development, metadata management, content management,
database development and management, digital archiving, and preservation ch digital
environment. These competencies are necessary without prejudice to other soft $kills that could
be relevant to the activities of the profession!?>. O&

It should be noted that digital competence cuts across gender and a en though there may be
observable disparities within these classes. A researcher ex@ the role of age and sex in how
digital skills have developed among library personngl i@gary's public libraries and the extent
of proficiency in DigComp competencies alon % x and age divides. Four levels of digital
literacy were explored in research focused&kl rary professionals who practice their trade in
county libraries. Findings showed th@ary personnel were most proficient in information and
data literacy and merely compe@gdntent creation out of the five competency areas outlined in
the DigComp framewo@e findings were according to the proportion of those who
possessed basic s&(@\% igital competence. The difference in proficiency among different sexes

and ages was@ly

advanced@pecialised areas of digital proficiency. The same observation was noted about age

anifested in some areas of digital competence. Men are more competent in

differences among the studied group!?S.

Literature has lately emphasized the necessity of breeding individuals who are digitally qualified,
informed, proficient, educated, and capable in this dynamic technological environment. A study

was conducted to unravel the degree of digital competencies among students of higher education.
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The study uses a survey to collect data from students of three higher education institutions in
Scotland, Ireland, and Greece. A questionnaire was drawn relying on the technical and higher-
level digital competencies of students and drawing from students' self-perceived digital
competencies for learning and the everyday life digital context. The students were able to assess
digital competencies from the students' perspectives; being digital players. Findings reveal that
there were deficiencies in digital creation, digital identity management, and the deyglopment of
information literacy. The study links everyday life digital environment to digital*€¢ompetencies,
students are likely to develop high self-perceived digital competedcénins those digital areas
relating to education if there is an increase in their self-perceived digital competence with
regards to everyday life digital tasks'?’.

The use of ICT is essential for all categories of people and professionals in this era of digital
communication. The education sector is more deserving of keying into this innovation for the
benefit of both the teachers and the students. Even though the knowledge of the technology is a
fundamental prerequisite, there are many ranges of competencies beyond the basic. Often, the
deficiency in possession of digital competence is traceable to the level of skills acquired in the
library school. A study was carried out to determine the level of digital competencies among
teachers that will enable them to be able to inculcate similar skills into their students in
preparation for the digital job market especially when teacher training is considered as a basic
tool in facilitating digital transformation in the education sector. A quantitative and qualitative
analysis of European reports and documents from relevant sources on ICT was done. Findings
show a methodical appraisal of digital competencies possessed by the teachers and how ICT is

used for teaching in the University North in Croatia. The need to restructure education in the

context presented by this digital era is emphasized!'?s.
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Looking at the digital requirements in scholarly communication, a study examines the urgencies
attached to scholarly communication by librarians, the competencies of the librarians to partake
in scholarly communication, and their programmes for scholarly communication. The study is
qualitative but descriptive making use of literature review. Findings show that SC is one of the
core competencies that a librarian must possess for effective job performance. Inclusive in this is
competence in digital literacy and scientific literacy'?’. Q

A research paper investigated the decision points through the course of a decad institutional
repository development!?. Specifically, it examined the impact and@nce of open-source
communities, the local institution's needs, the role of team dyna i&he development process,
and the chosen platform. Often the term "technology sta@ sed to describe a technology

stack and the limitations and capabilities that it has. O rse, any technology has many features

and limitations. These are important when twins@d a solution that works for an institution,

but the people, who run the system and de%}st
1o

e software, as well as their passion to continue
working within the current softwar@i ment to provide features to campus and broader
open-source communities, wild @1 even greater role than the tech platform. These lenses are

analyzed through three @ ¢ The first rollout of the institutional repository, the long-term

running and maig@s the eventual new development, and reasons as to why decisions are
h

made at each %

The e egious technological advances by many organizations led to important changes in the

time points.

international employment market. Analysts have propounded that the digital revolution in the
economy will bring dramatic changes or disappearance to many professions in the coming years.
This development will require a new list of competencies for the professionals to be able to

perform their job satisfactorily. These competencies no doubt include digital skills that will
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guarantee working with the new technologies. Systematic analysis of scientific, methodological,
and Internet sources was deployed to carry out a study on foreign experiences of EU countries on
digital competencies'®!. Findings reveal that there is a significant connection between such

studies and the swift development in digital technologies, the development of digital society, and

3

Digital transformation has provided an opportunity for organisations to modif@ procedure,

digital evolution in different sectors of society.

give value to their teeming customers, and increase productivity and effici . A study was
carried out to comprehend the effect of digital transformation %@ firm performance of
Vietnamese small and medium businesses'?2. Findings revea@st gital transformation has a

positive impact on business performance. There was @:diating role played by digital

innovation while CSR significantly moderated for m%gbers.

O

In an article, the authors look at the relations@etween libraries and Institutional Repositories
(IRs)'33. The author found that while @onal Repositories offer great benefits to academic
institutions, a large number of; N&Q}ﬂ institutions, particularly universities, lack functional IRs
due to the lack of capaci @e libraries to manage them. They also found that the digital
divide, lack of fun.d'g&ack of knowledge and skills related to ICT, and copyright issues are
some of the c%&y\s hindering the development and management of Institutional Repositories
in NigeriaQJ

Six OIE-/access scientific communication systems (Google Scholar, Microsoft Academic,
OAlster, OpenDOAR, and arXiv.org) were studied'**. A sample of 2001-2013 Nobel laureates

in Physics was used as a data source. The researchers extracted and downloaded bibliographic

records of the Nobel Laureates' publications from each system. A computer program was used to
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perform analytical tasks such as sorting, comparing, eliminating, aggregating, and making
statistical calculations. The results of these six open-access systems were compared to each other
for completeness and overlap in physics. Quantitative analysis and cross-referencing were used
to determine the system coverage of each open-access system. Findings indicated that the level

of completeness of the contents in institutional repositories is not as high as arXiv.org, and

2.3.3 Emotional Intelligence and Management of Institutional Reposi&

OpenDOAR.

Achievement in management even in personal affairs and qualit ¢ are intricately linked

with emotional intelligence. A study was carried out to exan motional intelligence and its

connection with accomplishment and standard of life am@ students of Al Yarmouk University.
The study population is the entire students of the @sﬂy for the 2014/2015 academic session.
A random sampling technique was used to se\h\\@hree (300) students in the first semester of the
2014/2015 academic year. The quality.a@’cale and the emotional intelligence scale of Daniel
Golman were used by the auEhc&@ a modification to those items under the Daniel Golman
scale for emotional intelli align with the environment of Jordan. The three groups within
the scale that were, ered include the ability to induce and regulate mood and the empathy
ability. Apprg(w\research methods such as Pearson correlation coefficient, Correlation

coefficien %a

used to adalyze the data collected. Findings indicate that a statistically significant correlation

sequence, Codrorichardson equation (20), and Jitman general equation were

exists between emotional intelligence, quality of life, and academic achievement. Similarly, a
statistically significant correlation was also discovered between the quality of life and academic
achievement as well as statistically significant differences between the mean scores of the high

academic achievement and low academic achievement groups in emotional intelligence in favour
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of high academic achievement and there were statistically significant differences between the
scores means of the high academic achievement and low academic achievement in quality of life
in favour of the high academic achievement groups'3>.

Research was conducted to examine the connection between emotional intelligence and learning
organisational praxis in libraries of selected universities in Jammu and Kashmir. This study
explores the concept of university library personnel on the contemporary raftices in
academic libraries. Simultaneously, it investigates the viewpoint of libr rkers on the
learning organisation rules. Simple random sampling was used to s9 library personnel
from the nine universities in Jammu and Kashmir. Descriptive %ferential statistics were
applied to analyse the collected data. The findings show t gis a categorical and profound
connection between emotional intelligence and 1 a@organisation practices in academic
libraries. The study further emphasizes that stren ng the practices of emotional intelligence

NS

and learning organisation in university libm§§00md lead to competitiveness and a quality work
environment!3, \C;\\'
Emotional Intelligence (EI) has@regarded as a competence that exceptionally influences all
other capabilities to fa%?or interfere with them. A paper examined the impact of the
emotional intelli library staff on library work productivity in some selected Academic
Libraries in C@ te, Nigeria. An 18-item instrument was developed using Goldman's four
classiﬁcaé}%)f emotional intelligence to measure EI. A descriptive survey design was applied
to collect data from 186 library personnel drawn from the eight (8) libraries spread across the
state. Findings show that Self-Awareness, Self-Management, Social Awareness, and

Relationship Management had a positive correlation with Library Work Productivity. Also,

Emotional Intelligence was found to have a positive correlation with Library Work Productivity.
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Library work productivity is considerably predicted by self-awareness, self-management, social

awareness, and relationship management!3’

A study was undertaken to investigate the degree of emotional intelligence and its constituents
among academic librarians based on the perception of professional librarians working in tertiary
institutions in the northern part of India. The research is both interpretive and{cscriptive
collecting data through primary and secondary sources. Stratified random sam@Qvas used to
select 250 library professionals from universities in Uttar Pradesh, Ha&a, mmu Kashmir,
and the Union Territory of Delhi in India. The emotional intellige le was adapted from
Hyde et al. (2002) with a structured questionnaire administere he' respondents. Only 223 out
of the 250 questionnaires were found fit for analysis. Find@ show that the level of perceived
emotional intelligence of the library staff was abov@%age with the most positive being from
Delhi University. Value orientation and inte\w&x the lead among the seven elements of EI
followed by managing relations, emoﬁq& tability, empathy, commitment and altruism, self-
awareness, and self-motivation c@cs?\@ndingly. The study demonstrates the EI present in

university librarians in North @Q’g.

Professionals in sqc's&)rk regularly encounter greater degrees of exhaustion in comparison
with other heélt@providers. Central to the function of community health workers is the

ability to
&P

compléﬁ!d clinical contexts. The paper identifies intricacies inherent in social work research

edly and satisfactorily handle personal emotional reactions, especially in

and practice through the standpoint of emotional intelligence'?. It is a qualitative longitudinal
research that uses interviews to collect data from fathers who had criminal and behavioural
backgrounds. Findings reveal that recognition of emotional complexity, reflection on emotional

themes, and exploration of self-prejudices are what social workers are exposed to in the course of
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their work. This shows that the emotional part of social work research and practice could be
somewhat complicated. Emotional intelligence will be handy in such circumstances to sustain

professional ethics and practice.

STEM (Science, Technology, Engineering, and Mathematics) researchers' data-sharing behaviors
are influenced by a variety of elements. Developing a research model based on the toncept of
planned behaviour, the research model was designed to consider beliefs, attitud@dards, and
resource factors. A total of 1298 respondents from a national survey g@g&% United States
(USA) were used to test the research model. The results of the data @is, conducted using a
partial least squares approach (PLS), suggest that attitudes (e.g %dvantage, risk, perceived
effort), discipline standards, and data repositories' perceiv&:ilability all play important roles
in the attitudes of STEM researchers toward data sharing. Furthermore, both attitudes and data
repository availability play significant roles i\@a-sharing behaviours of STEM researchers.
Theoretically, planned behaviour is, q&fective framework for explaining data-sharing
behaviours among STEM researcl@&%actically, information professionals can serve STEM
researchers Dbetter by allo@ efforts in two directions: providing appropriate data
services/tools to reduc Qarchers' effort associated with data sharing, and providing data

repositories to su po;\xes archers' data sharing behaviours'#°.

The sociabi&es have a vibrant culture of data reuse and sharing across many disciplines.
Exami?ﬁag social science data reuse explicitly is required since social science data are different
from data in the hard sciences. To gain a better understanding of the factors influencing social
scientists' intentions to reuse data as well as the degree to which those factors influence actual

141

data reuse, this study examines the data reuse behaviours of social scientists'*'. Based on an

integrated theoretical model derived from the technology acceptance model (TAM) and the
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theory of planned behaviour (TPB), this study offers a comprehensive explanation of the links
between variables influencing the reuse of data by social scientists. Structural equation modeling
was used to evaluate 292 survey responses overall. Results imply that attitudes toward data reuse,
the subjective standard of data reuse, and the perceived effort required in data reuse all have a
direct impact on social scientists' intent to reuse data. Social scientists' intents to reuse, data were
mediated by their attitudes about it, which resulted in the indirect effects of the SQct € norm
of data reuse as well as the perceived utility and concern of data reuse. LaSQ/ lowering the

perceived effort required, the presence of a data repository indirectl@ed social scientists'

intentions to reuse data. %

The role of empathy in cementing relationships is a pointeg its potential in managing teams
and other stakeholders. It is crucial in sustaining@mations in competitive environments,
ensuring their well-being and resilience. An ﬁ(@%ed the Davis Interpersonal Reactivity Index
(IRI) to measure the degree of empath ent in students of the Australian Master of Project
Management. Findings showed tl@&ga\ative to students of other disciplines, the Australian
Master of Project Manager@ad the lowest scores in all dimensions of empathy. This
discovery is an indica '& the need to focus on the inclusion of empathy courses in the
o

°
curriculum to en<ur§ra

The library ?ﬁorganisation achieves its goals better when the interests of all stakeholders play

he graduates perform optimally with empathy in their workplaces!'#2.

a signﬁ@ role in shaping the relationships of all entities in the workplace. If managers of
projects were expected to inculcate empathy in their work attitude, IR management requires a
better appreciation of empathy in relating with content suppliers, policymakers, content curators,

and a host of others. It is based on this observation that inclusion of empathy-related social
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courses in library schools are taught to prepare potential librarians ahead of their job

opportunities.

One author employed a multidisciplinary approach to assess the best method to support library
personnel to interact positively with people from diverse backgrounds through the enforcement
of certain behaviours. The author selected a scoping review due to its suscg&aility to
adaptability and its robust structure. The study covered four areas that ir@d empathy,
compassion, mindfulness, and emotional intelligence. After descript &dghlmatic analysis,
results identified empathy as the most usually taught behavi library personnel!.
Inclusivity is one of the core services that are rendered to @)at ons by the libraries. It is
therefore understandable that the library schools include in%ir preparation programs courses
that train the incoming generations of librarians h%’bmtegrate and provide the information
needs of a diverse population through diversk\gfgity, and inclusion (DEI). An author used a
participatory action research model to .ey@e how a framework on cultural competence could
be developed. Results indicated t&t framework presented a system that allows the LIS
students to interrogate self-b@ieve a greater level of empathy toward comprehending racial
issues and DEI and be Qo shift their beliefs toward evolving a culturally responsive library
environment'#, {ﬁeib\ﬁc

ground of collaborators in IR management calls for inclusivity to

harness the }@nnd services of relevant individuals for easy management.

The awic library attends to arrays of students from diverse backgrounds one of whom is the
visually impaired students (VIPs). An author highlighted the feelings, experiences, and
perceptions of librarians' empathy towards them. Findings indicated that librarians are
considered friendly and empathic in their management of the emotions and library information

needs of the VIPs. The tone of voice and conversation profoundly exhibit their empathic
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dispositions. This treatment has given the VIPs the needed acceptability and inclusivity to access
the library services and resources'#®. Similarly, diversity in race, colour, language, religion, and
status should rather be celebrated than to be feared. An author described how the Human Library
attained leverage on the act of a conversation to create synergy and common ground between
'book' and 'reader'. A conversation was facilitated to imbue sometimes divisive issues using
metaphors ('book’, 'reader’) that students are conversant with opening up the cultufe 0f openness,
honesty, and respect which are crucial to executing successful Human Library év€nts'46. These
scenarios are constantly expected in an academic environment With@\eggs from different
social and literary backgrounds. Empathy is therefore a requirgme sustain the IR platform

.

nistrators, academic staff, and

and its management amidst the competing interests of use

In research, the author concluded that me N@yersonnel on emotional responses that are

library personnel.

biased towards individual characteristicsg&onality, and belief systems could be difficult. With
all staff having such appropriate Qvf{ca}ess and information, who are involved in collective
decision-making processes . e equally developed the appropriate skills, it is easier to
develop such staff to a iggdegree of empathy towards the disadvantaged classes. Recruitment
of appropriate an@y\-ﬂt d staff should therefore form a part of the library's contribution to the
agenda of s inclusion and integration in the library environment'#’. It is in this line that a
paper \%g’ated the impact of empathy on the student service experience. Besides, the
perceptions of both staff and students were analysed to determine whether empathy was
important to both actors. Six cognitive and effective independent variables were used to

operationalise empathy. Findings showed that in the co-created service, both actors considered

empathy to be of optimum importance. The staff and students found that personalised attention

101



rendered to students could influence the learning experience positively. This empathy is
considered important even when awareness and concern for students' needs are the most
important aspects to staff while having the best interests of students at heart is the primary
concern of the students. This is a sign of distinct differences between the two'“%. The users and
depositors of IR content could sometimes encounter challenges about accessibility and self-
archiving. The managers of IRs should key into their stock of empathy to ca@ﬁlements

along for effective IR management. <

N

Meanwhile, a paper examined the effectiveness and usability of VR g by library personnel
in attaining skills necessary for interaction with patrons in cri@ﬁlgs indicated that the VR
training is effective for impacting empathy, confidence, an@escalation skills. These skills are
needed in reaching library patrons' information ne a crisis'®. Interacting with academic
staff in IR management could be likened to ﬁ\@ Several assignments are on the table of the
academic to attend ranging from leq@ to conferences, committee meetings, students'
supervision, laboratory and resea%ga\ivities, and publishing endeavours. The IR managers
should consider these acader@ff and their engagements while soliciting their submission of
content and collaborati olicy formulations.

N

An author exzmﬁ@ the impact of leader empathy on employee engagement; a concern for

establishnéﬁé

the ou%»ﬁe of disengagement with employees within the organization. It could also lead to a

at are bereft of employee engagement. Dissatisfaction and disruption are often

decrease in the morale of even the actively engaged staff. Findings showed that leaders who
empathise with staff end up building strong and mutually trusted relationships with the teaming
followers (staff). The result of such empathy is improved engagement within the organisation.

Library cultural environments rely on personnel engagement to function optimally'>°. This
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character becomes more pertinent in the IR management system which relies majorly on
collective and collaborative librarianship to manage. The managers could only attain positive IR
management with the engagement of IT staff, curators, IR technical staff, faculty, and students
(graduates) to create a web of synergy that could eventually birth a coordinated, comprehensive,
and user-centric IR that will fulfill the academic aspirations of the academia. The indirect but
intended effect of staff empathy on service loyalty via some interventions sucQs st and
satisfaction was the focus of research by an author. The study obtained data frém university
students to perform data analysis. Findings showed that employee @y had a significant
effect on trust in service employees and satisfaction with se i(%ployees. Service loyalty
ultimately emanates from the satisfaction derived from se@ ovided'!. In IR management,

users are likely to retain their patronage when they Eecp'b&n appreciable level of empathy from

the IR managers. This is the expected scenar h the content contributors who supply

N

information resources to the IR platform.% rly, loyalty to the patronage of the IR by both

users and contributors would be co ent upon the satisfaction derived from the services

provided by the managers of th gﬁtories.

Another study investi{@e connection between emotional intelligence and social skills and

how the two Va@

Spanish ver, '@f the Trait Meta Mood Scale and the Peer Harassment Questionnaire was

uld influence bullying among high school students in Spain. The

adminh& to 912 Spanish high school students selected through non-probabilistically
incidental sampling and made up of 471 and 441 boys and girls respectively who fall between
the ages of 14 and 16. To analyse the collected data, the mean and standard deviation of the
factors within the study and the Pearson correlations were considered, while Cronbach's alpha

was calculated to assess the reliability of the variables. Findings indicate a reflection of a
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positive connection between emotional intelligence and social skills, while EI has a negative
relationship with bullying. The study thus establishes the need to evolve educational programmes
that are geared towards developing emotional intelligence in the school with the intent to put an

end to bullying character among students'>2.

Leaders in any organization drive innovations within the establishments. Leaders with\emotional
intelligence could introduce and sustain innovative efforts due to their ab@o perceive,
appreciate, control, and utilise positive/negative/ feelings and use then&gd&ators to create
solutions. A paper investigates the emotional intelligence of leaders4 @ aries within the states
of Enugu and Anambra. The study population comprises @-0 ¢ heads of libraries and
departments in the states. A 22-item instrument which wa@reloped based on Goldman's five
classifications of emotional intelligence; self-awargmnedsy self-regulation, motivation, empathy,
and social skills were employed to measug@ while a twelve-item developed based on
literature review was used to meaw@novation. Subsequently, a questionnaire on the
Emotional Intelligence of Library éﬁi{%}s was designed based on a four-point rating scale and
administered to the respond@lesults indicate that there were high levels of some of the
components of emotio &Higence in the leaders about innovative services. However, it was
noticed they weré%%%gin interactions with other stakeholders. They were encouraged to scale
up their inte@%@, social, and networking skills to bring innovations to the libraries'3.

Comp rg/ and competency are fast becoming prominent concepts in library and information
science globally. The study below has analyzed the universal social skills needed by payers in
the information profession. A student of LIS must be able to possess social skills that enable him

to apply a system approach to problem-solving in the workplace. This will enable the graduate to

integrate with society, understand diversities, and work within these diversities to provide needed
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services. Findings show that employers are only interested in employees who can build social
communications beyond their professional and technical knowledge'>*.

A separate study focused on the issues of advocacy in OAIR Nigeria'*®. The purpose of the study
was to find out what librarians in six government-funded academic institutions in southeast
Nigeria thought about the topic of advocacy. The survey design was descriptive and focused on
150 librarians. Twelve local content materials were identified as relevant for pu ﬁg in the
institutional repositories. The study found that advocacy is very important O;Qacting funds
and creating awareness for the institutional repositories in Nigeria. Th@% advocacy strategies

used are institutions' websites, face-to-face interaction with the target’ groups, workshops, and

seminars. The National Universities Commission (NUC), t@ ral Ministry of Education, and

cacy were also found. This study can be

institutional administration were identified as imp;ﬁ@&@oups to lead advocacy efforts. The

problems associated with institutional repositoa

used as a guide for institutional adminisﬁat’ﬁ}r librarians looking to develop their institutional

repositories with local content ava@

librarians gave their opinions &(e questions asked, which was used to create data that

e uniqueness of the study lies in the fact that

addresses the objectives@ study. Theses and dissertations, staff publications, conference

proceedings, faciir)\e mental journals, inaugural lectures, and conference/seminar papers
m

were rated hi%

impact of@fastitutions are considered most relevant to the establishment of IRs.

aterials the libraries should publish in their IRs. Advocacy, visibility, and

To guarantee that graduating students are equipped with the necessary knowledge and skills
regardless of where their career path leads them, library science programs must be sensitive to
the wide range of workplace needs. To achieve this, they must comprehend the different

demands and expectations of the field. This study investigates the knowledge, skills, and abilities
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seen as essential for special and corporate librarians through a nationwide survey of over 2,000
working professionals and LIS academics. Current and aspiring professionals interested in a
career in corporate and special libraries will find the results useful in establishing a baseline of
skills for these types of contexts. Additionally, the results may have consequences for LIS
education. The bulk of respondents classified ten knowledge and skill areas as Core. These
fundamental competencies are search abilities, interpersonal communication %&ng and
choosing information sources, writing, professional ethics knowledge and k@for customer
service, teamwork, reference interview/question negotiating, describé%&rmation resources,
J
O

An ongoing study is being conducted to identify those social'skills needed to pursue an academic

and cultural competency, listed in decreasing order!36.

career in library and librarianship. A generic qual&fb research approach was adopted with
semi-structured interviews conducted with 8 nd current members of the faculty. Though
the interviews are ongoing, when ﬁnally&pleted, the author will transcribe and analyze the
responses looking for common theéiéa\ld trends in the comments. The findings will be placed
side by side with earlier ﬁnd@the literature review. In the preliminary findings, participants
possess some soft skil Qidered to be relevant to their role and job specifications. These
include but are Q(.)tiu\ﬁi d to skills in advocacy, leadership, networking, and building and
maintaining jonships!'’.

The sth@&amines the major barriers in the discharge of library services in private universities
in Malaysia and how these challenges can be resolved. Six key challenges were presented.
Findings reveal there are challenges internal to the library; domiciling in the four walls of the
library. These include; inadequate library facilities and services, inadequate open communication

between the faculty, library units, and hierarchies, invisibility of library resources and services,
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and cuts in the annual budget. Social skills such as interpersonal communication and
relationships were recommended as solutions to most of the problems!38,

Assessing social skills in librarianship, a study was conducted to examine the self-perceptions of
professionals in the field of information science in the university environment about the present
state of their social skills and to enumerate the challenges that they encounter in the course of
acquiring such skills. The study used a sequential mixed-method research design ollect data;
a set of self-completion questionnaires was formulated and administered to respondents
across 33 universities in Pakistan. Subsequently, in-depth intewiew@& conducted to elicit

responses from 21 information professionals across the board. dings show that many

information professionals considered themselves as attai@ oderate competence in social

skills. Also, several obstacles are faced by library and f@hation professionals in their quest for
&nistrative support, absence of personal

competence in soft skills; they do not enjoE

commitment, and financial backing of the %}t odies'.
ST

Social skills can be defined as a set ({G%ﬂ lated to people management skills which is central
to success in librarianship like {&her profession. A literature review was conducted which
showed that the concept %Qpe of social skills are not well defined but it is evident that skills
are different fro ’eﬁ\&& s and personality traits. It was discovered that social skills such as
interpersonal liﬂnmunication skills are essential for every librarian to enable him to perform
his tasks@iently. This will make them approachable while they show interest in the
information needs of the users. It was noted that many times skills such as communication,

collaboration, power of persuasion, etc. are more central to good performance in the workplace

far and above technical competence. Thus, it is a combination of technical and social skills that
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assist librarians in fulfilling their mandate in the information industry which is essentially
people-centered !,

A study set out to investigate Pakistani academic library leaders' perspectives on library
leadership'®!. The current study intends to analyze what library executives frequently believe to
be problems, fundamental difficulties, and necessary abilities to be successful. A qualitative
research design with a phenomenology approach was employed. Fifteen top achl library
leaders participated in in-depth interviews that provided the necessary data. Qe/ crises were
identified as the main obstacles, followed by problems with commu@, money, CPD, and
administrative matters. The hardest parts of leading an academi lib% were found to be raising
awareness, dealing with technology problems, and lacl@ culture of self-improvement.
Communication, vision, social engagement, team u@ organizational comprehension, and

information sharing were all necessary for effecti ership.

\O

A study reviewed the application of the @sl Goleman outlined 5 emotional intelligence within
the environment of academic libra®$@. EI has the potential to foster collaboration within and
outside the library environm@n skillfully applied by librarians, especially senior managers.

The approach was to @1 empathy as a demonstration of how teamwork can be facilitated

for a better org@%\%

addressed Is among senior-level managers therefore suggesting the need to apply EI

1 culture and cooperation. It was discovered that most literature

among\Q/glrata of the library hierarchy. Teamwork and collaboration are viewed as critical
issues in librarianship. It was however observed that students of LIS have a negative perception
of group work!'®®. Teaching teamwork at the MLIS level in the post-graduate school of the
University of Rhode Island was explored via a grant from the Assessment Committee. A multi-

method design that included content analysis of the curriculum, analysis of student evaluation of
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teaching (SET) data, and interviews with alumni of the library school was adopted. Findings
show that the alumni considered teamwork to be crucial to the practice of librarianship after
graduation and should therefore be included in the curriculum. It was also found that the
curriculum demonstrated that the MLIS courses are replete with many teamwork courses.
However, there was no assurance that the academic staff considered teamwork important enough
to be taught and whether they knew how to teach it in the curriculum. Thus Qm rojects
assignment is not a guarantee that students will develop skills in teamwork { The=EIS should be
dynamic in teaching skills such as personal sense of accountability, t@nagement, and peer

evaluation to further concretise teamwork spirit in the LIS studefts.

A study was done on how teamwork cooperation and nisational culture can serve as
determinants of organisational learning capabilities b emic libraries!®. This study was done
in the library of a public university in Malay, stionnaires were personally administered to
thirty-six selected academic librarians t%& responses for the analysis. The questionnaire was
designed on a 1 (strongly disagre%{a}gh 7 (strongly agree) Likert scale. Analysis was later
done using descriptive an - ential statistics. Findings show similarity and moderate
positivism in the percep iogf the librarians about organisational culture, teamwork cooperation,

and knowledge Qer{'s%'n ce. Therefore there is a strong correlation between organisational
culture and @'ork.

Researcx'drork to investigate the influence of job satisfaction, need achievement, and teamwork
on work performance among library personnel in academic libraries in South West of Nigeria.
Twelve public university libraries were chosen for the research with a questionnaire administered
to the total population of 343 respondents. A response rate of 91.5% was recorded amounting to

314 responses. Simple descriptive statistical analysis inclusive of frequency counts, percentages,
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simple correlation, and multiple regression was applied. Findings show that there was a
significant correlation between job satisfaction, need achievement, and teamwork among the
staff of South West academic libraries on the one hand and work performance of the staff on the

other hand!®’.

A study also examines the reasons for constant conflict among law library staff, the_ifiefficiency
of the staff due to the absence of role clarity and effective communication!¢6. T@y imported
team performance and team dynamics from the business and work envj%&ds to the library
situation. A review of literature spanning business, organisational logy, library science,
and behavioural disciplines was conducted. Task accomplishm@or assignments that ordinarily
would not be achieved by individuals is one of the diSegvered advantages of teamwork.
Teamwork competencies such as open trust buih@communicaﬁon, and collaboration are

therefore essential for the success of any estaK t, especially the academic library setting.

A study on Vietnamese universities lé@t factors that influence collaboration between the
faculty and the librarian. fc@\etnamese universities were chosen for the survey.
Questionnaires were administered to three categories of participants namely: administrative
cadre (deanery dire.cs&of the library), the faculty, and the academic librarians. Factor loading
and descriptiv. s@cs were used to analyze the collected data. Findings show that the greatest
factor 1m%€b collaboration is the individual dimensions. The class differential in terms of
qualiﬁéiﬁn, social strata, and knowledge aggregation is a potential barrier and crisis instigator
between the faculty and the librarian. Also, the findings show that the most essential key
component of any strategy is the librarian-faculty collaboration. The unit leaders must therefore
empower the faculty and librarians to work together. The universities need to enact policies that

can aid mission-focused collaborative networks'¢’.
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Thus another research investigates the scope and nature of collaborative efforts between
academics and library personnel to unravel the complexity and potential obstacles to effective
collaboration'®®. The case study method was deployed to report findings based on an assessment
of the faculties and librarians from different Australian university campuses. Findings show that
trust-building for collaboration takes time to attain maturity. Power asymmetries between the

faculty and librarians, individual participants, and structural enablers could consti barriers to

collaboration. < Q

In Nigeria, a study examined the collaborative activities among | in Nigeria with the
intent to develop and strengthen librarianship in the nation. T@as born out of the challenges

of inadequate resources confronting libraries in the cou ryghe study employed a descriptive

Oa

survey research design. Cluster sampling techniqu used to draw 150 respondents at the

®

Annual General Meeting of the Nigerian Li sociation held in 2014 at Owerri. A total of
144 copies were returned besides an in@v at the occasion. The returned questionnaire was
analysed using descriptive statisticQ‘g?equency counts, percentages, and mean. Findings show

at there has been no increase in collaboration within LIS over the

that collaboration can enha c@bility to serve users more and make services more accessible.
There was also a discove

years. The stud;( thg}fo e noted that collaboration should go beyond the four walls of the
library!'®, ,66

Simila}b@/ other study examined the library/faculty relationship and collaboration in the
universities of South West Nigeria. A descriptive research design was adopted for the research
work. In selecting the sample, a multi-stage sampling technique was adopted involving purposive
sampling to select six universities from four states with a density of universities at the first stage

while random sampling was used to select to select 500 faculty members out of which 461

111



responses were harvested and analysed. Findings show that there is minimal involvement of the
faculty in book selection and that the collaboration between the faculty and the librarian is not
cordial. The cadre and level of degrees attained made the faculty consider the librarians to be
inferior to them!”,

Looking at solutions to issues of poor communication and collaboration, another study looked
critically at steps to adopt in proffering solutions to poor communication, deficie in*conflict
management skills, lack of teamwork which did not allow for collaboration in@/gnical setting.
The research employed the use of a quality improvement (QI) proj ect@x&mine perceptions of
teamwork over a period of 18 months at 3 points. The study used Team Strategies and Tools to
Enhance Performance and Patient Safety (TeamSTEPPS) ervention tool. Findings show

a significant improvement in communication, lq‘ad@@, conflict management, and team

structure!’!.
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2.4 Conceptual Model
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Fig. 1. Conceptual Model for Organisational Culture, Digital Competences, Emotional
Intelligence and Management of Institutional Repositories

Source: Researcher, 2024
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The focus of this study is to examine the influence of organisational culture, digital competence
and emotional intelligence on management of institutional repositories by library personnel in
Southwest Nigeria. As shown in the conceptual model, organisational culture, digital competence

and emotional intelligence are the independent variables (IV) while management of institutional

3

Management of institutional repositories will be measured in terms of con@?system and

repositories is the dependent variable (DV).

network, management and policy, and use, user, submitter!’2. Metrics suc asgdéction, currency,
diversity and size will be used to measure content. System and n @ will be measured by
software/hardware management, interoperability, integra@ PAC) and technology
performance. Awareness of IR, marketing strategies, prese@)n and legal aspects will serve as
metrics to measure management and policy. Final%’l@, user, submitter will be measured by
metrics such as use rate, user satisfaction anc&\@er satisfaction. These indicators and metrics

were adopted from Institutional Reposi.to;&aluation Model.

Organisational culture, digita&l @?nce and emotional intelligence are the independent
variables. Constructs ado easures of organisational culture are involvement, consistency
and adaptability. Tl trics were adopted from Denison Model of Organizational Culture!”.
Involvement «n Q,;gmisational culture manifests in empowerment, team orientation and
capability pment. Core values, agreement and coordination, and integration the measures
of con&ﬁ(ncy and finally, adaptability has metrics such as creating change, customer focus and

organisational learning.

Digital Competence will be measured by constructs such as information and data literacy,

communication and collaborations, digital content creation, safety and problem-solving. These
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metrics were adopted from the Digital Competence Framework for Citizens (DigComp)'’4. In
similar vein, emotional intelligence will be measured by constructs such as self-awareness,
empathy and social skills. The metrics were adopted from Daniel Goleman’s Emotional
Intelligence Theory!”>. Self-awareness will be measured in terms of emotional awareness, self-
confidence and accurate self-assessment. On the other hand, empathy will be measured by
understanding others, developing others and leveraging diversity, while soci Q% will be

measured by communication, collaboration and cooperation and conflict managenient.

2.5 Summary of Gap in Literature Reviewed EO

Within the existing literature, it is evident that Institution @itories (IRs) are not novel in
the Nigerian academic landscape, despite the absence Q\?bally standardised definition for
this platform. The academic community displaysfaéfrgnendable level of awareness, although
the participation of African universities, paﬁi\&rly those in Nigeria, remains relatively low,

with only 34 repositories registered o OAR. Strikingly, among the first 200 global IRs,
merely four African repositor.ie%@&lsted, none of which represents Nigeria. Analysis reveals
that the management of t%@\nt within these few African repositories is inadequate leading to
sparse content, prp@antly comprising theses and dissertations from graduate students.

Furthermore, ?eﬁgf;sentaﬁon of African languages in these collections is notably inadequate.

Nume%&lenges impede the effective management of Institutional Repositories (IRs) in
academic institutions. These hindrances encompass a deficient ICT infrastructure, a lack of
cooperation from faculty members, financial constraints, limited content uploads, diminished
citation impact, and a deficiency in core competencies essential for librarians, including digital

and social skills required for proficient management, content advocacy, and collaboration with
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stakeholders. Furthermore, the non-involvement of key stakeholders in the strategic planning and
execution of IRs exacerbates the situation. The absence of well-defined and robust policies
further compounds these issues, presenting formidable obstacles to the successful management
and sustained operation of Institutional Repositories in the Nigerian academic landscape.
Addressing these multifaceted challenges is imperative to cultivate a more conducive

environment for the advancement of scholarly communication and repository managément in the

region. <

This scenario underscores the need for a comprehensive investigatio pack the management
issues hindering greater involvement and contribution by Ni@\ academic institutions to the
global repository landscape. This research study aims to@i light on these issues, offering
valuable insights into factors affecting the ma%%ent of IR, participation of relevant
stakeholders, content management and use, E@Iity of Institutional Repositories in Nigeria.
By addressing these gaps through assesss\' of the organisational culture, digital competencies,
and emotional intelligence, the st@f&ks to contribute not only to the enhancement of IR

management practices but @) the broader discourse on scholarly communication and

the existing cha&ﬂ}%’,

impactful ¢ tions from Nigerian universities to the global academic community. The

knowledge disseminat@e Nigerian academic context. Through a nuanced understanding of

he research endeavours to pave the way for more inclusive and

summw}%{hese three independent variables is reflected in the findings below.

Achievement and quality of life are intricately linked with emotional intelligence. Similarly,
there is a categorical and profound connection between emotional intelligence and learning
organisation practices in academic libraries. The reviewed literature emphasizes that

strengthening the practices of emotional intelligence and learning organisation in university
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libraries could lead to competitiveness and a quality work environment. With regards to
innovative services, there is a high degree of the components of emotional intelligence in the
leaders even though they were found wanting in interactions with other stakeholders. Self-
awareness, self-management, social awareness, and relationship management had a positive
correlation with library work productivity. Also, Emotional Intelligence was found to have a
positive correlation with library work productivity. Library work productivity iQn iderably

predicted by self-awareness, self-management, social awareness, and relation‘hip anagement!’S,

The level of perceived emotional intelligence of the library staff w e average in many of
the literature with the most positive being from Delhi Univers@fﬁ orientation and integrity
took the lead among the seven elements of EI followe managing relations, emotional
stability, empathy, commitment and altruisB’belf-awareness, and self-motivation
correspondingly. There was a presence of ’Qniversity librarians in the North of India.
Recognition of emotional complexity,.rq&gion on emotional themes, and exploration of self-
prejudices are what social workers éce—x)\posed to in the course of their work. This shows that the

emotional part of social wor@rch and practice could be somewhat complicated. Emotional

There seems to b< a%&

skills, while@s a negative relationship with bullying

intelligence will be h@ such circumstances to sustain professional ethics and practice.

ion of a positive connection between emotional intelligence and social

Notably\,ﬁission emerged as the predominant cultural trait, significantly influencing various key
performance indicators. a prioritisation of internal integration over external orientation in the
organisational culture of the examined firms was discovered!”’. Furthermore, the organisational

environment was marked more by technological instability than market volatility. Additionally,
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the model of employee involvement, achievement, and innovation values was reflected in the
organisational context. The corporate culture scale of the scrutinised enterprise encompasses 12
factors: capacity development, agreement, coordination and integration, empowerment, team
orientation, strategic direction and intent, core values, creating change, customer focus, goals and
objectives, organisational learning, and vision. Additionally, it was observed that the businesses
under examination demonstrated consistency as the most prominent trait in forgi %ng—term

Qrmula of the

vision and mission, along with robust objectives. According to the calculation

DOC model, core values, agreement, coordination, and integration ar emphasized in the

O

Studies indicate that exceptional CRM strategies are chara@ed by the establishment of cross-

corporate culture of the scrutinised ventures

functional teams, possession of a culture of teamwob’baployee commitment, and involvement,
a responsive and adaptive approach to cha information sharing, effective knowledge
management, and a learning-oriented mia& a clearly defined set of visions and mission, and a
significant level of innovation'’ "Eclgdings underscore a significant correlation between
Adaptability and Customer E@(ﬁme, as well as Mission and Digital Strategy. Furthermore, the
results emphasise the i pgive need to accord ample attention to organisational culture as a
pivotal pathway Qﬁé

between the rs of stability and flexibility, with suggestions for potential enhancements in

orgam}\ti/ 1 culture.

Similarly, organisational characteristics significantly impact the organisation's ability to maintain

ful digital transformation. There was also an indication of equilibrium

equilibrium between internal and external convergence, stability, and adaptability to change.
Meanwhile, all indicators of organisational culture, competency, and organisational commitment

are substantiated. Consequently, there is a significant impact of organisational culture and
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competence on organisational commitment, with both factors independently exerting influence
on organisational commitment. Empowerment, organisational learning, vision, and strategic
direction were the indicators of organisational culture with the highest mean scores. Similarly,
affective commitment received the highest score even though involvement had the lowest mean
scores among the four dimensions of organisational culture. Notably, a significant relationship

was observed between all components of organisational culture and the Qa isational

commitment of employees. <

N
There is a link between everyday life digital environment and d @sompetencies. This is
similar to what was discovered in Jordan where librarians®§digital proficiency. The
majority of students and teachers were found to possess a b degree of digital competence. In
another study, the current digital skills of univers%%rarians in Pakistan do not support the
development and management of digital lib és@’lé The high level of ICT skills possessed by

lecturers at Covenant University makes, t@kikely users of IR resources.

N
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Chapter Three
Methodology
3.1 Research Design
Research designs are described as plans and procedures for research that span the decisions from
broad assumptions to detailed methods of data collection and analysis. The present study adopted
a mixed method. A descriptive survey design involving structured questionnaire$,and “in-depth
interview was used to elicit information on the impact that organisati(@} ture, digital
competence and emotional intelligence possessed by library pers@&vould have on the

management of institutional repositories in university libraries if So est Nigeria!.

3.2  Population of the Study Q

O

This study involved the six states of the Southwest @ﬁtical zone of Nigeria. The six states of
this zone are: Lagos, Ogun, Oyo, Osun, Ek&\\&ndo states®. Presently, the zone boasts the
highest number of universities in the m@ountry with 69 universities registered by National
Universities Commission (NUC).@V population of the study is made up of 352 library

4 u@;sﬁy libraries that have adopted institutional repositories in
the population st@

O
O

\¥

personnel working in 1
Southwest Nigeria®. A@ally, university librarians in the 14 universities are the other arm of
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Table 3.1: Population Table with the List of University Libraries that has Adopted

Institutional Repositories.

SN Institution State Library Personnel
1. University of Ibadan Oyo 53
2. University of Lagos Lagos 34 \
3. Obafemi Awolowo University Osun 48
4. Federal University of Tech. Akure Ondo 26 QQ
5. Federal University, Oye-Ekiti Ekiti 21
6. Lagos State University Lagos 73
7. Bowen University Osun ’S{
8. Covenant University Ogun 014
9. Ajayi Crowther University Oyo % 13
10. Redeemer’s University Osun Q 08
11. Lead City University Oyo 11
12. Afe Babalola University, Ado-Ekiti Ekiti Q 19
13. Elizade University On 10
14. Mountain Top University 05

Total 352
fbr

Source: Preliminary searches by the resear§%4.

3.3 Sample Size and Sampling ’\'('mes

The study considered a sampl& of 352 library personnel and 14 university librarians.
Purposive sampling was %\ed to select all universities (federal, state, and private) that had
adopted institutional\&j)'%itories within the six states of the South West zone. Total enumeration
sampling was\th sed to include the entire population of 352 library personnel from the
selected ]Q:hiversities, both private and public due to the low figure of the population. The

same sa\mgling technique was applied to select all 14 university librarians from these institutions

for the interview sessions.
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3.4 Description of the Research Instrument(s)

The instruments that were used for this study is a combination of interview guide and structured

questionnaire that made use of structured scales with appropriate properties. The questionnaire

3
X

This section was used to collect demographic information of the respoo%lg‘ﬁlch as name of

which consisted of 118 questions was divided into the following sections:

Section A: Demographic Information

university, name of library, rank, highest academic qualification, age) er, marital status and

work experience. Items on the demographic data were self-devd by the researcher.

Section B: Management of Institutional Reposito be

This section on the management of institutional r ories consists of thirty (30) items divided
into four dimensions — content, management artd policy, system and network, and use, user, and
submitter. The questionnaire items w@dﬁped from IR Evaluation Model indicators*>>. Scales
were designed with a 4-point E@%ﬁng options - Strongly Disagree (SD), Disagree (D), Agree
(A) and Strongly Agre@ . An example of Content is Selection of relevant information
content is crucial \l nt management of institutional repository in the library, while that of
management policy is High performance of the IR managers is a function of the available IR
software/@are and its administration, that of system and network is The library should
constantly engage the university community in effort to create awareness for IR, and finally that

of use, user, submitter is Use of IR content is the primary object of creating and maintaining the

repository.
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Section C: Organisational Culture

The section Organisational Culture consists of thirty-six items divided into three (3) dimensions
— involvement, consistency and adaptability. The questionnaire items were adapted from the
Denison Organisational Culture Survey®’’. Scales were designed with a 4-point Likert rating
options - Strongly Disagree (SD), Disagree (D), Agree (A) and Strongly Agree (SA), Examples
of questionnaire items on involvement are decisions are usually made in the li at the level
where the best information is available, authority is delegated so that llbm&eysonnel can act
on their own where necessary etc. Examples of questionnaire it on51stency are the
leaders and managers "practice what they preach”, when disa ts occur, we work hard to
achieve "win-win" solutions, our approach to information @e delivery is very consistent and
predictable etc. Examples of questionnaire items o M@ﬂity are the way things are done in
my library is very flexible and easy to change \comments and recommendations often lead

to changes, we view failure as an opportu ity for learning and improvement etc.

This section on Digital @tence consists of twenty-five items divided into five (5)

Section D: Digital Competence

dimensions — 1nf0rma1 n and data literacy, communication and collaboration, digital content
creation, safet oblem solving. The questionnaire items were adapted from the VINCI
Digital Ski §es‘uonnalre8 Scales were designed with a 4-point Likert rating - Strongly
Disagre ), Disagree (D), Agree (A) and Strongly Agree (SA). Examples of questionnaire
items are, on information and data literacy, I can look for information online using a search
engine, on communication and collaboration, I can communicate with others using a mobile

phone, Voice over IP (e.g. Skype) e-mail or chat — using basic features (e.g. voice messaging,

SMS, send and receive e-mails, text exchange), on digital content creation, / can produce simple
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digital content (e.g. text, tables, images, audio files) in at least one format using digital tools,
on safety, I can take basic steps to protect my devices (e.g. using anti- viruses and passwords),
and on problem-solving I can find support and assistance when a technical problem occurs

or when using a new device, program or application etc.

Section E: Emotional Intelligence \

This section on emotional intelligence consists of twenty-seven items divid three 3)
dimensions — self-awareness, empathy and social skills. The question g&ﬁs were adapted
from the NHS (EI) Emotional Intelligence Questionnaire®. Scales s1gned with a 4-point
Likert scale rating - Very Great Extent (VGE), Great Extent @, ow Extent (LE) and Very
Low Extent (VLE). Examples of questionnaire items ar@gf-awareness, I am aware when 1

am being ‘emotional’, on empathy, I always show se@"bﬁy and understand others’ perspectives,

and on social skills, I have a good relationshi)@ze management team of my library etc.

In addition, an interview guide was pre%( or collecting data from University Librarians who
superintend over the admm].st@ of the university libraries in Southwest Nigeria. The
questions in the 1nterv1e@were raised in line with the objectives of the study, the variables

being examined and @ms on the questionnaire.

C

3.5 Validity, Research Instrument

The V&hﬂy of the research instruments centres on the ability of the instruments to adequately
measure the variables and constructs in the study. To guarantee the content and face validity of
the research instruments, the questionnaire and interview questions were submitted for approval

by the supervisor and other experts in the School of Library and Information Science.

140



3.6 Reliability of the Research Instrument

Reliability refers to the ability of the research instruments to sustain their consistency and
stability. It reflects the degree to which the instruments generate constant results when applied
consistently to similar phenomena, under the same conditions. A pilot study was conducted to
establish the adequacy and reliability of the instrument (questionnaire) in wording, content and
item sequencing. The pilot was used to determine the relevance of the i@en‘[ to the
environment in which the library personnel (both the librarians an&&iy officers and
university Librarians) work. Thirty library personnel from Universit rin Library in Kwara
State were used as respondents for the pilot study. Q

3.7 Administration of the Instrument and Method of Da&ﬂlection

An introductory letter was obtained from the Depart@c%lnformation Management, Lead City
University to gain permission to administe\\@’gestionnaire and interview questions to the
respondents. The questionnaire and inter@was administered personally by the researcher with
the help of a research assistant in e@ﬁ%‘he universities to ensure the chances of a high rate of
return of the instruments. T .\$earch assistants were trained for two days on questionnaire

administration and rele &(ﬂls that could aid the administration of instrument and collection

of data. (:\\'

3.8 Metho ata Analysis

A\

Descriptive and inferential statistics was used for data analysis. Frequency, percentage and mean
are the statistical tools used to analyse demographic data and research questions. Regression

Analysis was used to test the four hypotheses. All analysis was carried out at 0.05 level of
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significance using version 29.0 of Statistical Product and Service Solutions (SPSS)!’. Data

collected through interviews was analysed using a thematic approach.
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Chapter Four
Results and Discussion of Findings
This chapter focuses on presenting data and analysing and interpreting the results. The
presentation is guided by research questions and formulated hypotheses. The first section, which
is descriptive, shows the analysis of demographic data using tables with frequencies and
percentages. The second section shows the analysis of research questions usiQa es with
frequencies, percentages, and the mean distribution of the responses. The third seCtfon focuses on

testing hypotheses using regression analysis, and the final section@%ﬁ the discussion of
findings. %

Ten (10) university librarians participated in the intervie hile four (4) were unreachable.
Three hundred and fifty-two (352) copies of the&@%nnaire were administered, and two
hundred and ninety-eight (298) copies were @ Out of the total number of questionnaire
copies returned, two hundred and fqlg& (246) copies were certified as duly filled and
considered usable. The usable ques&c&lire accounts for a 70% response rate. The response

results are presented in Table ..\$

Table 4.1: Responsxeg)%e

Response - \ Frequency Per cent
Returned and ' 246 70%
Not returne 54 15%
Returned gl not adequately filled 52 15%
Totamlestionnaires distributed 352 100%

Source: Field Survey, 2024
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4.1 Demographic Data of Respondents

This section presents the demographic profiles of the respondents. Table 4.2 reveals the
respondents' university, library, rank, highest academic qualification, age, gender, marital status,
and years of work experience.

Table 4.2: Demographic Profiles of Respondents

Variables Measurement Frequency Percenta N
Name of Afe Babalola 18 7.3% O
university ;/
Ajayi Crowther 13 3%
Bowen 14 g %
Covenant 14 1%
Elizade 09 3.7%
FUOYE 14 O 5.7%
FUTA 24 Q 9.8%
LASU 37 15.0%
LCU 1 Q 4.1%
MTU & 1.6%
OAU fb 13.0%
Redeemer*s @ 07 2.8%
Ul * 24 9.8%
UNILAG . 26 10.6%
Total (,;\\' 246 100.0%
Rank No response \ 23 9.3%
Librarians <\ 109 44.3%
Libra @érs 114 46.3%
Tota§ 246 100.0%
Highest No tesponse 41 16.7%
academic ° ’&
qualification 0
fbb Diploma 07 2.8%
Q HND 11 4.5%
NS BLIS 62 25.2%
MLIS 98 39.9%
PhD 27 11.0%
Total 246 100.0%
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Table 4.2: Demographic Profiles of Respondents Continues

Variables Measurement Frequency Percentage
Age No response 04 1.6%
Below 26 years 09 3.7%
26-35 years 36 14.6%
36-45 years 97 39.4%
46-55 years 72 29.3%
Above 55 years 28 11.4%
Total 246 100.0% \
Gender No response 15 6.1% Q
Male 109 Q
Female 122 49.%)/
Total 246 wg;g s
Marital Status No response 07 89
Single 36 4.6%
Married 197 80.1%
Widow 06 Q 2.4%
Total 246 Q 100.0%
Experience No response 06 2.4%
Below 6 years 3 Q 15.4%
6-10 years & 18.7%
11-15 years 28.5%
16-20 years \Q 55 22.4%
21-25 years 6.1%
26-30 years * 2.8%
Above 30 years (,)\ 09 3.7%
Total \ 246 100.0%

Source: Field Survey, 2024 *©

AQ’

Table 4.2 has clearly s@%e details of the demographic distributions of the respondents
highlighting the bf@ponents of their demography.
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4.2 Analysis of Research Questions
Research Question One: What is the management level of institutional repositories among
personnel in academic libraries of Southwest Nigeria?

Table 4.3: Analysis of responses on the level of management of institutional repositories

among personnel in academic libraries of Southwest Nigeria \

Content Very High Low VeryToow, Mean
High @

The selection of relevant information 157 83 3.61

content is crucial to the efficient (63.8%) (33.7%) (1 6%) 8%

management of institutional repository

in the library %

IR will aid the promotion of research 157 81 3.60

and learning when quality materials are  (63.8%) (32.99 %) (0 8%)

selected for upload Q

The currency of content in the 142 Q 4 3.52

repository is essential for its eventual (57.7%) @A)) (2.4%) (1.6%)

management

To sustain the management of IR, there ’6101 4 2 3.53

should be a regular update and review . (41.1%) (1.6%) (0.8%)
of content

An IR that addresses diverse areas 100 7 0 3.54
study available in the 1nst1tut10n m (56 5%) (40.7%) (2.8%) (0.0%)
management easier

Beyond ETDs, journal a and 130 107 7 2 3.48
books, a well-managa@?K should (52.8%) (43.5%) (2.8%) (0.8%)

contain datasets, multimedia, and non-

textual materials

The size of a ﬁz\}g assists the 128 108 7 3 347
managers in the information (52.0%) (43.9%) (2.8%) (1.2%)

needs of sers and attracting

potential S

Collection®/development in IR is 116 107 20 3 3.37
challengéd by low material submission  (47.2%) (43.5%) (8.1%) (1.2%)

Weighted Mean 3.52
Systems and Networks Very High Low Very Low Mean
The high performance of the IR 134 101 9 2 3.49

managers is a function of the available (54.5%) (41.1%) (3.7%) (0.8%)

IR software/hardware and its

administration

Managing IR software/hardware can be 131 96 15 4 3.44
very troubling in a library where the (53.3%) (39.0%) (6.1%) (1.6%)
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personnel do not have expertise in IT
Interoperability of institutional 112
repositories can aid in the management  (45.5%)
by granting access to other repositories
Multidisciplinary and collaborative 140
research can be better enhanced when (56.9%)
an IR is connected to repositories of

other academic institutions

Integrating IR into other library 146
management systems, such as OPAC, (59.3%)
can lead to better visibility and content
accessibility

When there is integration of IR to other 149
library systems, efficiency increases in  (60.6%)
library operations

Though technological innovation in 120
library routine is inevitable, it may pose (48.8%)
challenges if there is no compatibility

Regular maintenance of technological 161
equipment guarantees a high level of (65.4%)
performance

121
(49.2%)

93
(37.8%)

86
(35.0%)

86
(35.0%)

119
(48.4%)

72
2

Weighted Mean &
IR Policy Very (b gh

Hi
The library should constantly engage 146

the university community to create « 5\' 3%)
awareness for the IR (9\

Advocacy and promotional activiti "Qy 133
IR should consider all staka@ks, (54.1%)
such as administrators, contf@ ators

and other interested parti%
To properly market (IR a robust 131
marketing strateg: &%ded by the  (53.3%)

library handlers

New media table channels to 118
market IR t %‘tended audience (48.0%)
Digitisati S@hon—electronic materials 147

isa su?\v% of preserving publications  (59.8%)
and archival materials in the IR

The quality of the format of the IR 140
content is another means of future (56.9%)
preservation

Policies on archiving, data curation, 129
preservation and use are essential to IR~ (52.4%)

management
Copyright and licensing issues have the 134

91
(37.0%)

100
(40.7%)

101
(41.1%)

115
(46.7%)
89

(36.2%)

102
(41.5%)

111
(45.1%)

101

11
(4.5%)

12
(4.9%)

11
(4.5%)

2
(0.8%)

1
(0.4%)

3
(1.2%)
B

11 0 %@O
(4.5%) ,Q.

o

Low

9
(3.7%)

13
(5.3%)

14
(5.7%)

12
(4.9%)
7

(2.8%)

4
(1.6%)

6
(2.4%)

9

1
(0.4%)

1
9@(4.9%) (0.4%)

Very Low

0
(0.0%)

0
(0.0%)

0
(0.0%)

1
(0.4%)
3

(1.2%)

0
(0.0%)

0
(0.0%)

2

3.39

3.51

3.52

3.56

3.46

3.60

3.50

Mean

3.56

3.49

3.48

3.42

3.54

3.55

3.50

3.49

148



potential to shape the flow of IR (54.5%) (41.1%) (3.7%) (0.8%)

management

Weighted Mean 3.50

Use, User, Submitter Very High Low Very Low Mean
High

The use of IR content is the primary 132 100 13 1 3.48

object of creating and maintaining the (53.7%) (40.7%) (5.3%) (0.4%)

repository

Incorporating metrics and the use 132 100 13 1 3.48

counts will aid in determining the rate (53.7%) (40.7%) (5.3%) (0.4%) \

of content patronage Q

Users are likely to patronise the IR 151 84 9 2 9 3.56

more if the IR is interactive enough (61.4%) (34.1%) (3.7%) ((@o}

The language barrier often serves as an 101 100 34 ﬁli 3.18

inhibitor to the use of IR by library (41.1%) (40.7%) (13.8% 5%)

patrons 0

Having multiple information sources to 141 % 3.52

choose from and getting needed (57.3%) (39 0%) (1.2%)

information on a single platform creates Q

joy for IR users

The easy self-archiving model can 123 1 10 1 3.45

rekindle the interest in submitting (50.0%) & %) (4.1%) (0.4%)

articles to IR content creators (b

A cordial relationship between the 14Q§ ? 96 9 1 3.52

library personnel and submitters can (56.9%) (39.0%) (3.7%) (0.4%)

further motivate the latter to upload%\'

their publications (9

Content creators are encouraged to 137 98 9 2 3.50

submit their works to IR whensli (55.7%) (39.8%) (3.7%) (0.8%)

personnel assist in digitisin @\

copies of their publicatloqé

Weighted Mean 3.46

Overall Welghtedol\’&”a\ 3.50

Decision rule: <2.5 %[ow; 2.5 = moderate; > 2.5 = high Note:

Very High (4& (3), Low (2), Very Low (1) Source:

Field Survqyb 4

Accor Table 4.3, for content, 63.8% of the respondents agreed to a very high extent that

the selection of relevant information content is crucial to the efficient management of

institutional repository in the library; 33.7% of the respondents to a great extent; 1.6% of the

respondents to a low extent; and 0.8% of the respondents to a very low extent. On average, the

responses indicate a mean value of 3.61. Also, 63.8% of the respondents agreed to a very high
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extent that IR will aid the promotion of research and learning when quality materials are selected
for upload; 32.9% of the respondents to a high extent; 2.4% of the respondents to a low extent;
and 0.8% of the respondents to very low extent. On the average, the responses indicate a mean
value of 3.60. More so, 57.7% of the respondents agreed to a a very high extent that the
currency of content in the repository is essential for its eventual management; 38.2% of the
respondents to a a high extent; 2.4% of the respondents to a low extent; and\ 1.6% of the
respondents to a very low extent. On average, the responses indicate a mean@/@)f 3.52. Also,
56.5% of the respondents agreed to a very high extent that to susta@%nanagement of IR,
there should be a regular update and review of content; 41.4% of théxteSpondents to a high extent;

1.6% of the respondents to a low extent; and 0.8% of the % dents to a very low extent. On

average, the responses indicate a mean value of 3.53;i be

More so, 56.5% of the respondents agreed to, \@\igh extent that an IR that addresses diverse
areas of study available in the institutiq@@ management easier; 40.7% of the respondents to
a high extent; 2.8% of the responden&ga\a low extent; and none of the respondents to a very low
extent. On average, the res@é indicate a mean value of 3.54. In addition, 52.8% of the
respondents agreed to a %high extent that beyond ETDs, journal articles and books, a well-
managed IR sh@mn datasets, multimedia, and non-textual materials; 43.5% of the
respondents tb. high extent; 2.8% of the respondents to a low extent; and 0.8% of the
respoﬂc@/g/to a very low extent. On average, the responses indicate a mean value of 3.48.
Similarly, 52.0% of the respondents agreed to a very high extent that the size of a repository
assist the managers in meeting the information needs of the users and attracting potential patrons;

43.9% of the respondents to a high extent; 2.8% of the respondents to low extent; and 1.2% of

the respondents to very low extent. On average, the responses indicate a mean value of 3.47.
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Also, 47.2% of the respondents agreed to a very high extent that collection development in IR is
challenged by low material submission; 43.5% of the respondents to a high extent; 8.1% of the
respondents to a low extent; and 1.2% of the respondents to a very low extent. On average, the
responses indicate a mean value of 3.37. The weighted mean has a value of 3.52, which
suggests that the respondents agreed to a high level of content as an indicator of the level of
management of institutional repositories among personnel in academic librariesQ uthwest

Nigeria. < Q

For systems and networks, Table 4.3 shows that 54.5% of the respont@/Xgreed to a very high

$1 of the available IR

extent that the high performance of IR managers is a_fu
software/hardware and its administration; 41.1% of the res Qs to a high extent; 3.7% of the

respondents to a low extent; and 0.8% of the respond a very low extent. On average, the
3 f?z g

responses indicate a mean value of 3.49. Also,

N\

extent that managing IR software/hardv% an be very troubling in a library where the
personnel do not have expertise in @

respondents to a low extent; an%%ﬂ) of the respondents to a very low extent. On average, the

of the respondents agreed to a very high
% of the respondents to a high extent; 6.1% of the

responses indicate a mea@% of 3.44. More so, 49.2% of the respondents agreed to a high
extent that intero e@r of institutional repositories can aid in the management by granting
access to othgx, repositories; 45.5% of the respondents to a very high extent; 4.5% of the
respondel%’ba low extent; and 0.8% of the respondents to a very low extent. On average, the
responses indicate a mean value of 3.39.

Also, 56.9% of the respondents agreed to a very high extent that multidisciplinary and
collaborative research can be better enhanced when an IR is connected to repositories of other

academic institutions; 37.8% of the respondents to a high extent; 4.9% of the respondents to a
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low extent; and 0.4% of the respondents to a very low extent. On average, the responses
indicate a mean value of 3.51. Likewise, 59.3% of the respondents agreed to a very high extent
that integrating IR into other library management systems such as OPAC can lead to better
visibility and content accessibility; 35.0% of the respondents to a high extent; 4.5% of the
respondents to a low extent; and 1.2% of the respondents to a very low extent. On average, the
responses indicate a mean value of 3.52. Q

In addition, 60.6% of the respondents agreed to a very high extent tha \@ there is an
integration of IR into other library systems, efficiency increases in li‘@&peraﬁons; 35.0% of
the respondents to a high extent; 4.5% of the respondents to_a extent; and none of the
respondents to a very low extent. On average, the respons te a mean value of 3.56. Also,
48.8% of the respondents agreed to a very high exte at though technological innovation in
library routine is inevitable, it may pose challen% there is no compatibility; 48.4% of the
respondents to a high extent; 2.4% of gé\gspondents to a low extent; and 0.4% of the
respondents to a very low extent. O\ﬁ%k\'age, the responses indicate a mean value of 3.46.

Also, 65.4% of the responde\@%eed to a very high extent that regular maintenance of
technological equipment\%%ees a high level of performance; 29.3% of the respondents to a
high extent; 4.9% o@wondents to a low extent; and 0.4% of the respondents to a very low
extent. On a%%!,the responses indicate a mean value of 3.60. The weighted mean has a
value of @ which suggests that the respondents agreed to a high level of systems and
networks as indicators of management of institutional repositories among personnel in academic
libraries of Southwest Nigeria.

As shown in Table 4.3, for IR policy, 59.3% of the respondents agreed to a very high extent that

the library should constantly engage the university community to create awareness for the IR;
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37.0% of the respondents to a high extent; 3.7% of the respondents to a low extent; and none of
the respondents to a very low extent. On average, the responses indicate a mean value of 3.56.
Also, 54.1% of the respondents agreed to a very high extent that advocacy and promotional
activities on IR should consider all stakeholders such as administrators, content creators and
other interested parties; 40.7% of the respondents to a high extent; 5.3% of the respondents to a
low extent; and none of the respondents to a very low extent. On average, the res es*indicate
a mean value of 3.49. More so, 53.3% of the respondents agreed to a very, high“extent that to
market IR, a robust marketing strategy properly is needed by the libr@ndlers; 41.1% of the
respondents to a high extent; 5.7% of the respondents to k%xtent; and none of the
respondents to a very low extent. On average, the respons te a mean value of 3.48. Also,
48.0% of the respondents agreed to a very high ex t'new media are veritable channels to
market IR to the intended audience; 46.7% of ‘gs

N\

respondents to a low extent; and 0.4% of &re ondents to a very low extent. On average, the

pondents to a high extent; 4.9% of the

responses indicate a mean value of 3. (,J\

In addition, 59.8% of the res@ts agreed to a very high extent that digitization of non-
electronic materials is a’%%y of preserving publications and archival materials in the IR;
36.2% of the resp &@to a high extent; 2.8% of the respondents to a low extent; and 1.2% of
the respondents\to @ very low extent. On average, the responses indicate a mean value of 3.54.
More so, %’b& of the respondents agreed to a very high extent that the quality of the format of
the IR content is another means of future preservation; 41.5% of the respondents to a high extent;
1.6% of the respondents to a low extent; and none of the respondents to a very low extent. On

average, the responses indicate a mean value of 3.55.
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More so, 52.4% of the respondents agreed to a very high extent that policies on archiving, data
curation, preservation and use are essential to IR management; 45.1% of the respondents to a
high extent; 2.4% of the respondents to a low extent; and none of the respondents to a very low
extent. On average, the responses indicate a mean value of 3.50. Similarly, 54.5% of the
respondents agreed to a very high extent that copyright and licensing issues have the potential to
shape the flow of IR management; 41.1% of the respondents to a high exteleﬂ of the
respondents to a low extent; and 0.8% of the respondents to a very low exte t.@ average, the
responses indicate a mean value of 3.49. The weighted mean ha@&lue of 3.50, which
suggests that the respondents agreed to a high level of I % as an indicator of the
management of institutional repositories among personn demic libraries of Southwest
Nigeria. Q

For use, user, submitter, Table 4.3 indicates that :?fthe respondents agreed to a very high
extent that the use of IR content is the prim \?ject of creating and maintaining the repository;
40.7% of the respondents to a high e{eﬁ% of the respondents to a low extent; and 0.4% of
the respondents to a very low-f‘i@ On average, the responses indicate a mean value of 3.48.
Also, 53.7% of the respO(@Qagreed to a very high extent that incorporating metrics and the
use counts will ai ’\& rmining the rate of content patronage; 40.7% of the respondents to a
high extent; 5& the respondents to a low extent; and 0.4% of the respondents to a very low
extent, ’Qrage, the responses indicate a mean value of 3.48.

More so, 61.4% of the respondents agreed to a very high extent that users are likely to patronize
the IR more if the IR is interactive enough; 34.1% of the respondents to a high extent; 3.7% of
the respondents to a low extent; and 0.8% of the respondents to a very low extent. On the

average, the responses indicate a mean value of 3.56. Also, 41.1% of the respondents agreed to
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a very high extent that the language barrier often serves as an inhibitor to the use of IR by library
patrons; 40.7% of the respondents to a high extent; 13.8% of the respondents to a low extent; and
4.5% of the respondents to a very low extent. On the average, the responses indicate a mean
value of 3.18.

In addition, 57.3% of the respondents agreed to a very high extent that having multiple
information sources to choose from and getting needed information on a single Q) creates
joy for IR users; 39.0% of the respondents to a high extent; 2.4% of the r@/@nts to a low
extent; and 1.2% of the respondents to a very low extent. On the ave responses indicate
a mean value of 3.52. More so, 50.0% of the respondents agr e$ very high extent that an
easy self-archiving model can rekindle the interest in sub grticles to IR content creators;
45.5% of the respondents to a high extent; 4.1% of hq@ndents to a low extent; and 0.4% of
the respondents to a very low extent. On the a , the responses indicate a mean value of
3.45. Also, 56.9% of the respondents a §\90 a very high extent that cordial relationship
between the library personnel and @itte s can further motivate the latter to upload their
publications; 39.0% of the resp\oq&g(s to a high extent; 3.7% of the respondents to a low extent;
and 0.4% of the responde@?avery low extent. On the average, the responses indicate a mean
value of 3.52. °@

More so, 55.@ the respondents agreed to a very high extent that content creators are
encourag ’tbsubmit their works to IR when library personnel assist in digitizing print copies of
their publications; 39.8% of the respondents to a high extent; 3.7% of the respondents to a low
extent; and 0.8% of the respondents to a very low extent. On the average, the responses indicate

a mean value of 3.50. The weighted mean has a value of 3.46, which suggests that the

respondents agreed to a high level of use, user, and submitter as an indicator of management of
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institutional repositories among personnel in academic libraries of Southwest Nigeria. The
overall weighted mean for the management level of institutional repositories among personnel in
academic libraries of Southwest Nigeria is 3.50. This suggests that the management level of
institutional repositories among personnel in academic libraries of Southwest Nigeria is also
high.

Responses to Interview Questions on Management of Institutional Reposito Q\
Question 1: As the University Librarian, how would you rate your library's and library
personnel's performance in managing your institutional rep0s1t0r36\

One of the University Librarians stated that: %

“Management of IR involves establishing clear policies @;ent submission, access to the

items in the resources, and the preservation of those particularly encouraging faculty

members to deposit their research in the reposito surzng that the repository is easily
discoverable and accessible. Why these manage spects are essential: at ACU, Oyo, we
take the issue of long-term preservation and ss seriously. To that effect, we have
implemented strategies to ensure the longtl ervation of the resources. The ACU Library

because all aspects of the repository ar taken care of. The interface, for instance, is user-
friendly, the metadata is complete, the completeness of the metadata enhances the
discoverability of the repository it
Furthermore, we promote thew

and its personnel can be rated on a scale ofs %‘ zch is very good when managing the repository

ry within the university through training on self-archiving
and also promote it on the g, evel through registration for inclusion in the directory of open
access repository (Open Besides that, we also have a dedicated e-mail address where
we receive feedback fr m Fepository users and offer our support. We have a sound backup
system. We take undant backup system, and we are in the process of upgrading the
software to the l@erszon Regarding the management of the ACU Repository, we are doing
well.

The seco@versny Librarian stated that:

“The first thing I would like to point out is that only some library staff manage the institutional
repository. We have a unit here that is in charge of the institutional repository. So, everything
that has to do with managing the institutional repository goes directly to that unit. That way,
only some people are involved, and we do not have so many people working on the institutional
repository. Then, we will have fewer errors or mistakes in the institutional repository. Although
the institutional repository is directly under the university librarian, that unit does report to her.
So, for now, the management of the institutional repository is at a high level, and I am sure if you
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check our institutional repository, you will agree with me. Although the server is down for now,
we will let you know when it is up so you can check our institutional repository.”

The third University Librarian noted that:

“As a librarian, we rate our performance level of IR; we will not just say high, we say very high.
Why is this? We at CU have been able to get papers that were not published online to be online.
We scan, this is a big scanner, and we have a smaller scanner. The lecturers and the
researchers have all their publications in the repository. Moreover, this is made ayvailable to
the general public for use. Now, we do not just wait for lecturers to come to we have
software with all the lecturers'/faculty staff profiles. We can go online, pick s0 's name
or pick a department and decide to go through their Google scholars and g apers into
our repository. The faculty also comes to us, bringing their published w{/ Ve upload for
them. We also use archives;, we may have backlog hardcopy journab%i’ them and bring
them online. This is making it so easy for everyone to be visible and @ d their works to be
cited, used for teaching, learning, research, and so on and so forth%

The fourth University Librarian stated that: QQ
“It can be rated above average; our Institutional Repos IR) is being run by library staff with
the support of ICT staff of the University." 6

According to the fifth University L1brar1a

"The level of performance of my libr, d library personnel is hzghly commendable. We are
all committed to the successful im é@ tation and usage of the system."

As stated by the sixth Un@ Librarian:

“The IR is domlme University Library and managed by experts in the E-Library Unit

who are competent and hardworking. Thus, the IR is in good hands and well managed."

O

The seve ’aiversity Librarian stated that:

"In all modesty, I will rate us very high. The reason is that in this library, we know the value of
IR, which is an institutional repository. It is essential to the visibility of the university, and it
has really helped us reposition ourselves. So I will rate us very high. If we are not visible to
the world, the world will not know what we stand for or are doing. Moreover, that is why such a
grade would be awarded, not necessarily because we work here, but because it has really helped
us in terms of our visibility to the world."”
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As presented by the eighth University Librarian:
“I will rate the performance as ranging between moderately high and high."
The ninth University Librarian noted that:

"Our Institutional Repository was launched in 2013. That was when we started IR. We installed
it and were using Content Management System (DSpace), an open source; we adopted that
because it is about the commonest institutions within and outside Nigeria are using to manage
their local content of information resources emanating from the institutions. Since w@ started, |
have been satisfied with the way we have been managing the system, not mindirq-e act that
sometimes you have technical hitches and also with the involvement of our qaetivities, all
hands are always on the desk in collecting materials from members of the u% community,
in describing the metadata and uploading the materials into the Systex at impresses me
most is the self-archiving system that we have adopted. The le can archive their
materials on their own wherever they are. QOur personnel here i rary will approve or
disapprove after they have considered whatever is submitte inst the set rules and
regulations, i.e., the university's policies regarding the mana t of the repository. So, I will
say I am satisfied.” 6

According to the tenth University Librarian: gb

"The library personnel's performance in g institutional repositories is excellent, not
because we're there yet but because I can rate out of 10. I think we are doing well."
In summary, the participants rated tlre& rmance of their library and library personnel in

managing their respective instituti(%ﬂé?positories as above average.

Question 2: Given the $ges facing institutional repository management, how well
ib

have your library and

y personnel been able to manage the IR's content, systems and
networks, policies, ahd use, user, and submitter?
A Universit arian stated that:

You m ree that there is no system without challenges associated with it. These challenges
range from funding, technical issues, and the marketing of the repository to legal and ethical
considerations. In the face of all these challenges, ACU Library is still in the management
issues as regards the content, management of the systems and network and policies, among other
issues. We capture relevant bibliographic details of the repository items, which serve as good
access points for repository users. Before users can also deposit their research items, they must
agree to license agreements. After the deposit, the items are reviewed before inclusion in the
repository. So, we have the system administrator who will review the submission to ensure it
complies with the guidelines for submission. Apart from that, the repository accepts different

158



formats of materials, such as multimedia content, and these contents are accessible to users.
The system has enough capacity to accommodate future content and user database expansion.
We have security measures in place to ensure the data security and privacy of the repository
users.

Moreover, we regularly monitor the system to check for any security loopholes. Besides that,
we have a clear policy for the submission and review process. QOur policy on accessibility is
open access. Users can access the ACU Repository content without any form of restriction
whatsoever. All users' data are secured, and they are used for the purpose for which it is
intended. Users should be aware of copyright issues before depositing items in the repository,
and we provide training and support for users and submitters. We also have an o eedback
system for our users.”

According to the second University Librarian: &Q/
“Managing content on the institutional repository, initially, mayb, d issues with that, but
along the line, we could surmount that issue very easily. Because,of how you put policies in
place for submitting to the institutional repository, staff @ definitely comply. So when
policies came up and people had to submit to instituti ehositioning, the self-archiving
function was implemented. So we let them submit it while the staff is in that unit, edit it, and
then we archive it. The thing now is that most staff spbmit from their different locations. With
that, we have gotten enough content and consist, ntent for the institutional repository.
Another thing is that we put our past questions e institutional repository. So after every
examination, they submit it to the library, )@ get all that. One of the things we do is let
them know that we prefer them to give %ectronic versions. However, you know, some
publications came out before electronie ation came up, so those are the ones that we now
scan and upload. So that is for the ¢ rights.”
"For the systems and the infrastru ow when the university or the institution has a working
digital system on the ground, yo not have issues with your institutional repository because
that's just, you know, it wil \eamlessly. I would like to know if we have had issues. The
only issue we will haveN, use, maybe once in a while, you have issues with the server.
However, you do not haye iSsues when you move to the cloud. That could be one of the issues.
So we host it in-h e will not have issues with the server crashing or anything else.”
e

"Then another thing i3vyou spoke about policies. ~ These days, policies must come into play for
work, anywhere you find yourself, in any organization.  If policies are not

it is like you are working in a lawless environment. However, as soon as
nto play, and then you put sanctions or something along with those policies, we
find ou people must comply. So when you have policies for anything, then definite systems
will work. ~ So we have policies for our institutional repository, and staff have complied with
those policies."

"One way that we have been getting constant use for our institutional repository is that people
might not be using those articles that much, but one of the ways we have been having the users is
through our past questions. Students have to check past questions every semester. And then
something else is that once a staff submits an article, we check that the article is online. So
instead of us uploading a fresh one, we get the one, get all the information online and then link it
to the IR. So that's when they check it online; it is also like linking to our IR. So we use it to be

anything you
implemente
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encouraging. Another thing is that staff give students assignments, and then we feed into the IR.
The user is not a problem. Now, there are stages for uploading to the IR. There is a point
where people upload, there is a point where people submit, People edit, and the final stage is
archiving. Now, to confirm the standards, you set permissions. So when somebody uploads,
that is as far as that person can go. What the person does is give the basic metadata for the
information that is uploaded. It gives the author the title, the year of publication, and maybe the
number of pages, and then uploads. So, to now conform to the standards that we have set, the
IR staff picked up from there. And then they do all the, you know, the way we do cataloguing
now, so we do all the cataloguing, we do all the editing and everything, and finally, we archive it.

Okay.”

The third University Librarian stated that: < Q
ly, it is a no-no for

there are times like
because of the road work (construction), they have dug so many.things affecting the internet. The
school is still running on the internet, but it should be more t because there is already a
backup. The challenges: I don't think we have any challe we are facing. We use E-Print.
Before now, we were using ePrint and DSpace. We a@urrently working on going back to

DSpace, but it is still under review. E ’b

The fourth University Librarian noted that \

“I doubt if there may be challenges; when we look at the epileptic po
us, when we look at internet facilities, we know it is 100%.

“In our Library, we have competent %managmg (uploading academic contents in IR). As 1
said earlier, we have ICT staff's s in making the internet available. In terms of policy, we
do not have a policy that requi cademzcs to make their publication for uploading in IR.
Therefore, many of our a @ s, particularly seniors, are not warm about submitting their
publications for IR." 6

According to the @Jniversity Librarian:

"There are us challenges facing IR, but the challenges are surmountable with the right
strate ie@ in place, especially by imbibing the right culture of innovativeness. We invested
heavi};/\'w training and infrastructural development. Workshops were held for various
stakeholder categories regarding content and usage. We fashioned a workable policies that
guide every process."”

As stated by the sixth University Librarian:

“The user-friendliness of the IR interface makes self-archiving by the faculty seamless. The
content upload is not restricted to the promotion period, even though the patronage is higher
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during the promotion. Print materials not in electronic format are digitalized by the staff for easy
upload. Also, the DSpace adopted makes regulating the megabytes of content easy. Policies were
made to regulate and guide operations and use. Linking the IR to Google has drastically
increased the ranking of the institution and its scholars."

The seventh University Librarian stated that:

"In this University, we work hand in hand with ICT,; we work hand in hand with the head of the

department and then the academic staff. So it is not, as far as our own IR, that it n to focus
on the library more. Do you understand? Regarding our system, we have rians who
understand what the system is. At the same time, we work hand in hand with t rsonnel to

ensure that we have the right content, that our system works well, that the academit staff release
the right information to us, and that they are posted at the right tiW%, is a matter of
working in harmony with the system. Moreover, we ensure that othe rs of staff who are
supposed to play one role or the other do that. The vice-chancell cceed in drumming it
into everybody's ears. As I told you earlier, we understan levance of institutional
repositories. So we do everything possible. We ensure that t tem is working, the network,
the internet, everything, and our systems are okay,; the es are put in the right place
because we know their importance. So we work consisteutly With other hands to ensure that all
of us will connect well to get good results.” 6

"We have a policy that if you publish now, do you
you must ensure that you link your publication t 0 IR, which is a standing policy. Then, in
terms of our university publications, we giv because we understand that people publish
also to use their data, so we give like six % you know, for others to access. So, we ensure
that whatever you are putting out is oﬁ%. Do you understand? It is a policy. Moreover, that
is why we turn in all those, what the them now, all those plagiarism checkers and all that
are put in place to ensure that wh we put in our system, or whatever we put to the outside,
what we view from us, is really % ight thing.”

As presented by the ei Qversity Librarian:

o \
“The evolution 0‘ Hanarticularly in this terrain, also comes with training. Moreover, you will
agree that th I no new exercise that does not require training. So, being a technical
endeavour, iversity library has an IR platform. The staff in charge has been exposed to

trainin§ i tent uploading, systems and networks, and we have a firm relationship with the

tand? If you publish outside this place,

interna it or department (information technology unit) in our University. Some of the
exercises involved have been initially contracted out, which has to do with the configuration of
the app or software itself. So, the exercise is ongoing. In recent times, the University has been
drafting a policy to firm up loose ends through our policies and ensure that regulations guide the
exercise as they were, especially now that we observe many universities trying to run IR without
the existence of policy statements. Every exercise or endeavour within the management of the IR
is considered a learning curve. Whatever challenge you experience at any time is considered a
learning experience. And so, no exercise or human endeavour also comes without its challenges.
So we learn and catapult to the next stage occasionally."
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The ninth University Librarian noted that:

"We have designated staff members for IR management, and we have a unit we call a digital
laboratory. So, the staff members in that place may not have the required formal training, but at
least they have some basic computer knowledge because they don't need to install anything; the
system is already installed. Theirs is just to manage, and the vendor who installed it has
provided some training for them to manage the system effectively. So, in terms of library
personnel, they are up and doing, and they are very comfortable with mag that system; they have
the necessary seal, the commitment and the passion;, when you have those 3, the techn
how will be very easy to grasp. They can troubleshoot (they can fix little problean d in case
of any major technical issue, they know how to interact with the vendor who j @': it because

we have some technical support lines. We have a service-level agreement with the vendor so that
anytime we have a major technical issue, we can call on him to fix it
come physically.”

“For the Users, we do library orientation from time to time, cre eness, and teach them
how to access whatever is available in the IR system. Apart from thqt, the repository is readily
available online, so people can access it wherever they are. iple, and the user interface is
friendly. It is something they can relate well with. User-frie ess and ease of access have been
taken care of. Our users are very comfortable. Wheneverihey have issues using the system, we
have staff members who are always ready and willi port them.”

“On the part of the submitters, our relationship wi is not different from that of the users
because the submitter can also be the user. Fr. me to time, we train them. When you are
starting an IR, there will be apathy because eptance. There are so many misgivings about
submitting their materials into that repository, especially the issue of copyright and the issue of
what will be the benefit if I submit my"®. Is there. We try to allay their fears; we try to tell
them what they would benefit from [l give them visibility, and their works will be seen
everywhere. They believe that if % works are seen everywhere, they will have opportunities
for consultancy, research gr all of that. We try to promote the benefits to them and
encourage them to Subm@ r thing that we do to encourage submission is a digital content

a

ly or, if need be,

campaign. We move fro ty to faculty to sensitize them. Sometimes, we would collect their
materials from them apd help them scan and upload them. By so doing, they will be happy that
their work will bg® erywhere. The University has provided institutional support. Before
any academic_staff can be considered for promotion, the paper that will be accessed must be

e IR. Anyone not harvested from the IR will not be sent for assessment. That
any of our lecturers. That does not mean we have a perfect system. The issue
of apathy Il there, especially for professors who have reached the pinnacle of their careers.
say, 'Why do I need IR?' because they are no longer going for any assessment.
However, we encourage them that even if you are not going for any other assessment, your
visibility is key because when you are visible in your area of specialization, many people will
want to relate with you, you have consultancy opportunities, and you have research grants. That
is what we do to overcome the challenge. I have mentioned the policies. Another policy is the
copyright policy; anything that goes there must have passed the copyright process, followed by
the self-archiving policy. The policy of classification: We classify the documents (some
documents are for public consumption and others you must get approval for before accessing
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them). We have set the policies, although they have yet to be published. We have a policy for
submission, access, infrastructure, and training from time to time for users and the staff who
manage the repository."

According to the tenth University Librarian:

"You have asked so many questions in one question. Managing IR has been very challenging,
especially regarding the University's inadequate staffing situation. We have a minimal number of
staff working on the repository in the library. Moreover, the workload could haveheen more
manageable for this limited number of staff. Now, the truth is that the staff i mvo h ve been
doing the best they can do. In respect to the submission of resources to the rep nd quality
assurance, we have staff that receive the content and work on it to ensu v meet the set
standard for content and upload them on the repository in terms of resolution, size, the
optimized record, in term of customization. Our records are waterma d customized to the
University of Ibadan records before they go to the repository. S o their best to ensure
that all the specified standards are met before onward uploading. Moreover, when this is done,
and the job is uploaded, we also have staff from the backem@o see all submitted work and
approve it before it goes online.”

“On the policy, there is a policy called institutional repository/OER policies. It started from the
library, the initial draft, and went through to the ; the Senate set up a committee to
look into the policy and make it a working documen % Umverszty which was done. Although
I am still determining if the final approval wa n eventually, I served on the university
committee, where they took the policy, edim@ nd sent it to the Senate. The Deputy Vice-
Chancellor, Research, Innovation and Strategie Partnerships chaired the committee. Somehow,
we have a policy that is guiding us. W?‘ése an upload policy, information gathering policy,
retention policy, use policy, and wi@val policy because we have cases where works were
withdrawn from the repository; s dy, after publishing his works, had problems with the
data he used. He requested th %elp bring his work down, in which case we followed the
process in that policy and b t it down. Information about some records not fully available
on the IR is available 0% subject to the policy guiding those categories of records. So,
there is a working poli lace. With respect to use, what we have done to confirm the usage
by patrons now i 'r red in the Google Analytics application. As it is now, every month,
Google sends us @anstlcs of usage of that repository, saying that the number of people who
have visited
particular
been ve

pository, or the number of people who used a particular document, a
nity, or sub-community, and you know it breaks it down. The activities have
and very encouraging. It means that it is being used regularly. And then use from
e content creators or content owners; in respect to that, for our PhD theses, we get
them directly from the post-graduate school after it has been submitted. We work on them, get
them to meet the standard of what we upload, and get them uploaded to the repository. For
faculty publication, at a level, before you can be promoted as an academic staff, you must bring
all your work to the library. At that point, they bring their works in here; we receive them either
print or electronic. The print we get is digitized; if it is electronic, we collect it, make it conform
to our standard, and upload it to the repository. We have not enabled the self-archiving mode for
now, though there is a facility. However, for standardization, the public image of the University,
for now, we ensure that everything is being uploaded from here."”
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The tenth university librarian highlighted the involvement of critical stakeholders in the
formulation of policies that guide the operations of the IR and the process of recruiting content
(print and electronic) from the submitters for upload on the IR.

In summary, most participants agreed there were some challenges but argued that those
challenges were surmountable. Hence, they noted that the management of content, systems and
networks, policies, and use, as well as the user and submitter of the IR, has beer in their

respective libraries. < Q

Research Question Two: What is the prevalent organisational cultu@eademic libraries of

Southwest Nigeria? %

Table 4.4: Analysis of responses on prevalent organisa ulture in academic libraries

>

of Southwest Nigeria

Involvement: Empowerment Strongl ee  Disagree Strongly Mean
Agree\ Disagree
Decisions are usually made in the 133 N7 100 12 1 3.48

library at the level where the best CS%L (40.7%) (4.9%) (0.4%)
information is available &1‘2

Information is widely shared so tha% 105 18 0 3.43
every library personnel can get~the™ (50.0%)  (42.7%) (7.3%)  (0.0%)
information he or she ne%h‘éb it

is needed

Every library staff beligves*that he 120 110 13 3 3.41
or she can have a impact (48.8%) (44.7%) (5.3%) (1.2%)
Planning in the libraty is ongoing 108 102 32 4 3.28

and involvesgvery staff in the (43.9%) (41.5%) (13.0%) (1.6%)
process to s egree

Weighte n 3.40
Invol%nt: Team orientation Strongly Agree  Disagree Strongly Mean
Agree Disagree

Cooperation across different parts 119 117 9 1 3.44
of the library is actively encouraged (48.4%) (47.6%) (3.7%) (0.4%)

Library staff work like they are part 110 126 9 1 3.40
of a team (44.7%) (51.2%) (3.7%) (0.4%)

Teamwork is used to get work 123 113 10 0 3.46
done, rather than hierarchy (50.0%) (45.9%) (4.1%) (0.0%)

Library routine is organized so that 128 108 8 2 3.47
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each staff can see the relationship
between his or her job and the goals
of the library

Weighted Mean

Involvement: Capacity
development

Authority is delegated so that
library personnel can act on their
own where necessary

The "bench strength" (capability of
library personnel) is constantly
improving

There is continuous investment in
the skills of personnel

The capabilities of staff are viewed
as an essential source of
competitive advantage

Weighted Mean

Involvement (Weighted Mean)
Consistency: Core values

The leaders and managers "practice
what they preach."

There is a clear and consistent set of
values that governs the way we
practice librarianship in my library
When personnel ignore our core
values, they are held accountalgle
There is an ethical code that

our behaviour and tell ht
from wrong Q
Weighted Mean %
Consistency: A m

When disa ent occurs, we
work har% achieve "win-win"

soluti

There%’clearly defined culture in
the library

It is easy to reach a consensus, even
on difficult issues in my library
There is an explicit agreement
about the right way and the wrong
way to do things

Weighted Mean

Consistency: Coordination and

(52.0%)

Strongly
Agree
108
(43.9%)

107
(43.5%)

92
(37.4%)
101

(41.1%)

Strongly
Agree

@%

&‘ 8.2%)

(37.8%)

Strongly
Agree
88
(35.8%)

101
(41.1%)
90
(36.6%)
94
(38.2%)

Strongly

(33 3%)\Q 0%)
132

(43.9%)

Agree

113
(45.9%)

113
(45.9%)

115
(46.7%)
127

(51.6%)

(53.7%)

125
(50.8%)
135

(54.9%)

Agree

135
(54.9%)

121
(49.2%)
128
(52.0%)
133
(54.1%)

Agree

(3.3%)

Disagree

2
(8.9%)

24
(9.8%)

(0.8%)

3.44
Strongly Mean
Disagree
3 3.33
(1.2%)

(o o 6\3 32

.20

(13 8%) Q
3.33
(6 19 1.2%)

Agre Qsagree
>

40
(16.3%)
25

(10.2%)

24
(9.8%)
15

(6.1%)

Disagree

19
(7.7%)

23
(9.3%)
25
(10.2%)
16
(6.5%)

Disagree

3.30

3.38
Strongly Mean
Disagree
6 3.12
(2.4%)
2 3.24
(0.8%)
3 3.26
(1.2%)
3 3.29
(1.2%)

3.23
Strongly Mean
Disagree
4 3.25
(1.6%)
1 3.31
(0.4%)
3 3.24
(1.2%)
3 3.29
(1.2%)

3.27
Strongly Mean

165



integration

Our approach to information
service delivery is very consistent
and predictable

People from different parts of the
library share a common perspective
It is easy to coordinate projects
across different sections of the
library

There is a good alignment of goals
across levels

Weighted Mean

Consistency (Weighted Mean)
Adaptability: Creating change

The way things are done in my
library is very flexible and easy to
change

We respond well to competitors and
other changes in the information
service environment

New and improved ways to do
work are continually adopted
Different parts of the library often
cooperate to create change
Weighted Mean

Adaptability: Customer focus

User's comments and
recommendations often lea

changes \ ;

Patrons' input directly ences
our decisions *
All members a deep

understandlng rs' wants and
needs

We enco direct contact with
clients\;&n staff
Weighted Mean

Adaptability: Organizational
learning

We view failure as an opportunity
for learning and improvement
Innovation and risk-taking
encouraged and rewarded
Learning is an essential objective in

arc

Agree
94
(38.2%)

91
(37.0%)
95

(38.6%)

88
(35.8%)

Strongly

Agree
92
(37.4%)

99
(40.2%)

105
(42.7%)
107

(39.8%)

100
(40.7%)
87
(35.4%)

102
(41.5%)

(42<:$Q
AQ;{%SV Agree

Strongly

Agree
94
(38.2%)
86
(35.0%)
96

129
(52.4%)

119
(48.4%)

126
(51.2%)

136
(55.3%)
Agree

124
(50.4%)

132

(53'7(‘%6 130%)
22O

%)
1
(49.2%)

132
(53.7%)

112
(45.5%)
137

(55.7%)

125
(50.8%)

Agree

134
(54.2%)
134
(54.5%)
136

Disagree
22 1
(8.9%) (0.4%)
32 4
(13.0%) (1.6%)
22 3
(8.9%) (1.2%)
21 1
(8.5%) (0.4%)

Dlsagree ro
gree

(10 %(1 6%)

(0.8%)
17 2
(6.9%) (0.8%)
16 2
(6.5%) (0.8%)
Disagree Strongly
Disagree
13 3
(5.3%) (1.2%)
33 1
(13.4%)  (0.4%)
19 3
(7.7%) (1.2%)
17 2
(6.9%) (0.8%)
Disagree Strongly
Disagree
12 6
(4.9%) (2.4%)
21 5
(8.5%) (2.0%)
10 4

S

3.28

3.21

3.27

3.26
3.26

3.25
Mean

3.24

3.33

3.34

3.35

3.32
Mean

3.32

3.26

3.25

3.33

3.29
Mean

3.28

3.22

3.32
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our day-to-day work (39.0%) (55.3%) (4.1%) (1.6%)

We make sure that every personnel 92 128 24 2 3.26
is informed about what is going on (37.4%) (52.0%) (9.8%) (0.8%)

across the library

Weighted Mean 3.27
Adaptability (Weighted Mean) 3.29
Overall Weighted Mean 3.31

Decision rule: < 2.5 =low; 2.5 = moderate; > 2.5 = high

Note: Strongly Agree (4), Agree (3), Disagree (2), Strongly Disagree (1)

Source: Field Survey, 2024 \

In line with the responses reported in Table 4.4, for empowerment as a measur QVolvement,
54.1% of the respondents strongly agreed that decisions are usually ma&grﬁe library at the
level where the best information is available; 40.7% of the respo agreed; 4.9% of the
respondents disagreed; and 0.4% of the respondents stro@ disagreed. On average, the
responses indicate a mean value of 3.48. Also, 50.0% of the/respondents strongly agreed that
information is widely shared so that every library nel can get the information they need
when needed; 42.7% of the respondents ag@% disagreed; and none strongly disagreed.
On average, the responses indicate a me@e of 3.43.

More so, 48.8% of the respondentséQ gly agreed that every library staff believes that he or she

can have a positive impact; 44~/% of the respondents agreed; 5.3% disagreed; and 1.2% strongly
disagreed. On averag@ responses indicate a mean value of 3.41. Also, 43.9% of the
re

respondents stro@

process to egree; 41.5% of the respondents agreed; 13.0% of the respondents disagreed;

d that planning in the library is ongoing and involves every staff in the

and 1.&&% respondents strongly disagreed. On average, the responses indicate a mean value
of 3.28. The weighted mean has a value of 3.40, which suggests that the respondents agreed with
the involvement of high levels of empowerment measures as an indicator of organizational

culture in academic libraries of Southwest Nigeria.
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According to Table 4.4, for team orientation as a measure of involvement, 48.4% of the
respondents strongly agreed that cooperation across different parts of the library is actively
encouraged; 47.6% of the respondents agreed; 3.7% of the respondents disagreed; and 0.4% of
the respondents strongly disagreed. On average, the responses indicate a mean value of 3.44.
Also, 51.2% of the respondents agreed that library staff work like they are part of a team; 44.7%
of the respondents strongly agreed; 3.7% of the respondents disagreed; andQ4° of the
respondents strongly disagreed. On the average, the responses indicate a meaQa/ of 3.40.

More so, 50.0% of the respondents strongly agreed that teamwork is u@&et work done rather
than hierarchy; 45.9% agreed; 4.1% disagreed; and none stro i agreed On average, the
responses indicate a mean value of 3.46. Also, 52.0% of Qonden‘[s strongly agreed that
library routine is organized so that each staff can se t}ﬁ%&tionship between his or her job and
the goals of the library; 43.9% of the respondents %§1 3.3% of the respondents disagreed; and
0.8% of the respondents strongly dlsagreeds average, the responses indicate a mean value of

3.47. The weighted mean has a Vah@i 44, which suggests the respondents agreed with the

high level that team orlentatlon res involvement as an indicator of organizational culture in

academic libraries of Sm&@% Nigeria.

As shown in Tabf \Z'%or capacity development as a measure of involvement, 45.9% of the
e

respondents a@

where ne@gy; 43.9% of the respondents strongly agreed; 8.9% of the respondents disagreed;

at authority is delegated so that library personnel can act on their own

and 1.2% of the respondents strongly disagreed. On average, the responses indicate a mean value
of 3.33. Similarly, 45.9% of the respondents agreed that "bench strength" (capability of library
personnel) is constantly improving; 43.5% strongly agreed; 9.8% disagreed; and 0.8% strongly

disagreed. On average, the responses indicate a mean value of 3.32.
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More so, 46.7% of the respondents agreed that there is continuous investment in the skills of
personnel; 37.4% of the respondents strongly agreed; 13.8% disagreed; and 2.0% strongly
disagreed. On average, the responses indicate a mean value of 3.20. Also, 51.6% of the
respondents agreed that the capabilities of staff are viewed as an essential source of competitive
advantage; 41.1% strongly agreed, 6.1% disagreed, and 1.2% strongly disagreed. On average, the
responses indicate a mean value of 3.33. The weighted mean has a value of 3.30 *uggests
that the respondents agreed with the high level that capacity development méasutes involvement
as an indicator of organizational culture in academic libraries of So@ Nigeria. Likewise,
the weighted mean of involvement has a value of 3.38, whi @sts that the respondents

anizational culture in academic

agreed, to a high level, that involvement is an indicator
libraries of Southwest Nigeria. be

As revealed in Table 4.4, for core values as a me of consistency, 48.0% of the respondents
agreed that leaders and managers "practice&h ey preach"; 33.3% of the respondents strongly
agreed; 16.3% of the respondents dis&ﬁ%‘;’ and 2.4% of the respondents strongly disagreed. On
the average, the responses indi@%‘nean value of 3.12. Also, 53.7% of the respondents agreed
that there is a clear and n&nt set of values governing the way we practice librarianship in
my library; 35.4% Sﬁ\%}%' agreed, 10.2% disagreed, and 0.8% strongly disagreed. On average,
the responses ihdicafe a mean value of 3.24.

More so, %’QA of the respondents agreed that when personnel ignore our core values, they are
held accountable; 38.2% strongly agreed; 9.8% disagreed; and 1.2% strongly disagreed. On
average, the responses indicate a mean value of 3.26. Also, 54.9% of the respondents agreed that

an ethical code guides their behaviour and tells them right from wrong; 37.8% strongly agreed,

6.1% disagreed, and 1.2% strongly disagreed. On average, the responses indicate a mean value
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of 3.29. The weighted mean has a value of 3.23, which suggests that the respondents agreed with
the high level that core values measure consistency as an indicator of organizational culture in
academic libraries of Southwest Nigeria.

According to Table 4.4, for agreement as a measure of consistency, 54.9% of the respondents

agreed that when disagreement occurs, we work hard to achieve "win-win" solutions; 35.8% of

the respondents strongly agreed, 7.7% disagreed, and 1.6% strongly disagreed Qverage, the
responses indicate a mean value of 3.25. Also, 49.2% of the responden &M that there is a
clearly defined culture in the library; 41.1% of the respondents s agreed 9.3% of the
respondents disagreed, and 0.4% of the respondents stro agreed. On average, the
responses indicate a mean value of 3.31.

More so, 52.0% of the respondents agreed that it 1s&%%reach a consensus, even on complex

issues in my library; 36.6% strongly agreed isagreed, and 1.2% strongly disagreed. On

4%

average, the responses indicate a mean.v&f 3.24. Also, 54.1% of the respondents agreed that
there is a clear agreement about the ﬁéaand wrong ways to do things; 38.2% of the respondents
strongly agreed, 6.5% disa 'e@ and 1.2% strongly disagreed. On average, the responses
indicate a mean value o 9. The weighted mean has a value of 3.27, which suggests the
respondents agreé‘}&th high level that agreement measures consistency as an indicator of
organisational@ture in academic libraries of Southwest Nigeria.

As sh n% Table 4.4, for coordination and integration as a measure of consistency, 52.4% of
the respondents agreed that their approach to information service delivery is very consistent and
predictable; 38.2% of the respondents strongly agreed; 8.9% of the respondents disagreed; and
0.4% of the respondents strongly disagreed. On average, the responses indicate a mean value of

3.28. Also, 48.4% of the respondents agreed that people from different parts of the library share a
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common perspective; 37.0% strongly agreed, 13.0% disagreed, and 1.6% strongly disagreed. On
average, the responses indicate a mean value of 3.21.

More so, 51.2% of the respondents agreed that it is easy to coordinate projects across different
sections of the library; 38.6% strongly agreed, 8.9% disagreed, and 1.2% strongly disagreed. On
average, the responses indicate a mean value of 3.27. Also, 55.3% of the respondents agreed that
there is a good alignment of goals across levels; 35.8% of the respondents strongl %d, 8.5%
of the respondents disagreed, and 0.4% of the respondents strongly disagre@/ average, the
responses indicate a mean value of 3.26. The weighted mean has a va ﬁ .26, which suggests
the respondents agreed to the high level that coordination and i e@ measure consistency as

an indicator of organisational culture in academic librarie outhwest Nigeria. Likewise, the

weighted mean of consistency has a value of 3.25, hiprggests that the respondents agreed, to
a high level, that consistency is an indicator of @saﬁonal culture in academic libraries of
Southwest Nigeria. \

As presented in Table 4.4, for crea{ﬁ;\&a ge as a measure of adaptability, 50.4%% of the
respondents agreed that the w@%’lgs are done in their library is very flexible and easy to
change; 37.4% of the re@%nts strongly agreed; 10.6% of the respondents disagreed; and
1.6% of the respo @@rongly disagreed. On average, the responses indicate a mean value of
3.24. Also, 58%’[}16 respondents agreed that they respond well to competitors and other
changes l%(b information service environment; 40.2% strongly agreed, 5.3% disagreed, and
0.8% strongly disagreed. On average, the responses indicate a mean value of 3.33.

More so, 49.6% of the respondents agreed that new and improved work methods are continually

adopted; 42.7% strongly agreed, 6.9% disagreed, and 0.8% strongly disagreed. On average, the

responses indicate a mean value of 3.34. Also, 49.2% of the respondents agreed that different
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parts of the library often cooperate to create change; 43.5% of the respondents strongly agreed;
6.5% of the respondents disagreed; and 0.8% of the respondents strongly disagreed. On average,
the responses indicate a mean value of 3.35. The weighted mean has a value of 3.32, which
suggests that the respondents agreed with the high level that creating change measures
adaptability as an indicator of organisational culture in academic libraries of Southwest Nigeria.
According to Table 4.4, for customer focus as a measure of adaptability, % of the
respondents agreed that users' comments and recommendations often lead {to chdnges; 39.8%
strongly agreed, 5.3% disagreed, and 1.2% strongly disagreed. O@ge, the responses
indicate a mean value of 3.32. Also, 45.5% of the respondents a e@t patrons' input directly
influences their decisions; 40.7% of the respondents strong % d; 13.4% of the respondents
disagreed; and 0.4% of the respondents strongly dis%@n average, the responses indicate a

mean value of 3.26. fb

"

needs; 35.4% strongly agreed, 7.7% {&;ﬁe

responses indicate a mean Val\uc& .25. Also, 50.8% of the respondents agreed that they

More so0, 55.7% of the respondents agreed %}1 members deeply understand users' wants and
e

, and 1.2% strongly disagreed. On the average, the

encouraged direct contac@%ients by their staff; 41.5% of the respondents strongly agreed;
6.9% of the respo d@sagreed; and 0.8% of the respondents strongly disagreed. On average,
the responses@l ¢ a mean value of 3.33. The weighted mean has a value of 3.29, which
suggests @’b?he respondents agreed with the high level that customer focus measures
adaptability as an indicator of organisational culture in academic libraries of Southwest Nigeria.
As shown in Table 4.4, for organisational learning as a measure of adaptability, 54.2% of the
respondents agreed that they viewed failure as an opportunity for learning and improvement;

38.2% of the respondents strongly agreed; 4.9% of the respondents disagreed; and 2.4% of the
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respondents strongly disagreed. On average, the responses indicate a mean value of 3.28. Also,
54.5% of the respondents agreed that innovation and risk-taking are encouraged and rewarded;
35.0% of the respondents strongly agreed; 8.5% of the respondents disagreed; and 2.0% of the
respondents strongly disagreed. On average, the responses indicate a mean value of 3.22.

More so, 55.3% of the respondents agreed that learning is an essential objective in their day-to-
day work; 39.0% of the respondents strongly agreed; 4.1% of the respondents greed; and
1.6% of the respondents strongly disagreed. On average, the responses indic@/@ean value of
3.32. Also, 52.0% of the respondents agreed that they ensure that e@sonnel is informed
about what is happening across the library; 37.4% strongly a e@S% disagreed, and 0.8%
strongly disagreed. On average, the responses indicate a m e of 3.26. The weighted mean
has a value of 3.27, which suggests that the re %@‘ts agreed with the high level that
organisational learning measures adaptability % indicator of organisational culture in
academic libraries of Southwest Nigeria. %NQSG, the weighted mean of adaptability has a
value of 3.29, which suggests that th G%pﬁents agreed, to a high level, that adaptability is an
indicator of organisational cu&qﬁ academic libraries of Southwest Nigeria. The overall
weighted mean for preva@anisational culture in academic libraries of Southwest Nigeria is
3.31. This sugge ’\@ the respondents perceived the prevalent organisational culture in
academic libr%s Southwest Nigeria as high.

Respons@nterview Questions on Organisational Culture

Questio\nll: As the head of the university library, what does organisational culture indicate?
What is the impact on library management?

According to one of the University Librarians:

“Organisational culture in the library is a shared value, attitude, customs and behaviour of the
library management and personnel. Culture in the library shapes the way and manner in which
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librarians communicate, and they make decisions and approach their work daily. Generally
speaking, there is a culture of service in libraries. The libraries are generally service-oriented.
Libraries also value teamwork, professionalism, and openness to innovative ideas and
technologies. Therefore, a strong organisational culture will positively impact the decision-
making of library management. It will also impact effective and efficient service provision and
innovativeness among librarians, and ultimately, it will enhance job motivation, job satisfaction
and retention. This will reduce the turnover intention of skilled professionals in the library.
When you have a good culture, for instance, a good one for motivating staff and a good one for
rewarding staff, you are trying to indirectly reduce the turnover intention of staff leaving the
organisation. That is why it is very important to maintain a good organisational cult

The second University Librarian noted that: < Q

“Now, when talking about organisational culture, a culture is like a sieﬁ, the way people
behave, values, and principles that people hold together. The or ational culture in our
library would be like the rules and regulations, the manners_in ch you expect people to
behave and operate as they relate to their duties. So, orgamsal culture is all about us living
with the same values or operating with the same va@ Vow, if we do not have an
organisational culture, you do not have rules and regul ons¢'no dos and don'ts in any library,
then that library is bound to fail. However, when y u n organisational culture, everybody
knows what to do at what time. You tell people w. upposed to resume at 8 am, a minute
after 8, you are late. Now, that is an orgamsatzon ure (punctuality). So once they come at 8,
they know eight is eight. You can come at if you arrive at 8 o'clock. So you have an
organisational culture of punctuality and f ientdliness. You know how to attend to students. In
this library, we do not collect money.* ing that has to be done is done virtually. So if a
student is owing fines, they know th ry‘account, pay it, and then come for clearance So,
that is an organisational culture. does not exchange hands. Transparency.

“We have an orgamsatzonal e’ of hard work. When you come in the morning, everybody
knows what they should at the circulation know that as soon as they drop their bags,
they sign, they tidy up t rkspace and the next thing is to go to the shelf. So anybody not
found at the shelf bez‘w en those first hours knows that he's flouting the rules. So, there is an
organisational culfupe d everybody knows you should do this. You should do it this way, you
know. So, if an okganjsation does not have a culture, everybody will behave the way they want to
behave and yom kndow that where there is no law, even the Bible says it "where there is no law,
then you ca say anybody's sinning. However, when there is a law in place, it brings order.
Moreover% the same thing with the library. Organisational culture brings order.”

As presented by the third University Librarian:

“The impact on library management is more like what are we doing to keep these information
resources. Our culture here is different from other institutional practices. We in the library
cannot say we are librarians, we do not have any business with others. We are one family. The
organisational culture of the library is that anything about the library must be within the four
walls of the library. In case there is any issue, we have a backup. Everybody has what he or she
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is doing. So the organisational culture is excellence. The whole work is not just on one person. If
one person is on leave, another person will be on until he returns to work. You can always see an
office locked. Those are the cultures we look at. It is not that work is at a standstill. When it
comes to the culture of this place, we give it an excellent mark.”

The fourth University Librarian noted that:

“It means managing the feelings/emotions of my staff to have the teamwork habits to meet the
job specification, and equally fostering positive work culture among them. O isational
culture positively impacts library management, as it makes decisions seamless be e the views
of all staff (irrespective of status, age, religion) during the decision—n@ re always

considered.”

“Organisational culture is a factor of organisational characte which refers to how things
are done. Within the library concept, it serves as the underl% sumptions about how tasks
are carried out, what is acceptable and unacceptable, an@ behaviour and actions are

encouraged and discouraged in the library.” 6’6

As stated by the sixth University Librarian: @

According to the fifth University Librarian:

“The library's organisational culture is° dégived from that of the mother institution. Excellence,
fairness and integrity are the watchw N

The seventh University Li a@ated that:

"That is a big one becausé“culture is wide. I talk about cultural management is wide. By the
special grace of Gog, s opportune in the course of my journey in life to study anthropology.
Moreover, 1 hav{ri/ to"manage that with the way I release. When discussing culture, you are
talking about man's day-to-day activities. So, here in this community, we can now narrow it

down to thegh . How do we open? How do we make our content for our users, our opening
hours,_th we work, and the way we relate? You know, it is wide, like I told you. However,
our cu is similar to how a library should operate. We have our opening hour, our vision, our

mission, and the people that can use this library, and we stated them. Then, the type of the way
we relate is also stated there. So what are these things? We open 8 am to 5 pm. Apart from when
we are having an examination, we extend our opening hour. We do not do 24 hours. Then, every
member of this community, whether students or staff or non-teacher staff that are interested, they
have access. Even the pastor, you know this one is owned by a mission. So they have access. We
also allow researchers from outside to come in here and make use of the only rights we grant
them permission, not that they just walk in and start using our facilities. Then, we maintain
decorum and ensure that our materials are well-kept and secured to elongate their lives. You
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know, when you just leave things open, they are prone to abuse. So we try to guide and ensure
that it is not. We maintain neat environments. We ensure that we give our users a conducive
atmosphere. All these are stated in our mission work. Like the university mission, we are here to
produce high-rated scholars. Moreover, when you look at the recent assessment, MTU came top.
So, all these are put in place to ensure that we maintain the right culture regarding
librarianship. Getting good resources, making them available for users, and ensuring they are
there when they are due. We ensure that we update our resources. We do not just buy. I have a
bookshop that we used to patronise, and because of our patronage, he said, madam, give me
your flyers. We will help you advertise your university because the university that buys, you know,
some universities they just buy during accreditation, we buy, you know, not necessaﬂ'&vhen we
are waiting, as long as we look at, we upgrade. So it is part of our culture to ré* we will

O

As presented by the eighth University Librarian: &

upgrade our facilities."

sustainability of an establishment. It involves matters borde on the set of values, beliefs,

“Organisational culture is a basic requirement or soft-skills red for the success and
attitudes, behaviours, structures and regulations in the wor gonment I will say that, plus or

minus, organisational culture management is expected t, lvely impact the management of
an establishment and the library establishment in this evertheless, where or whenever the
ideologies involved were not popular, there is bo 0 be challenges or negative reactions
tentatively."

The ninth University Librarian noted t &

“As a library, we have a culture%ﬁ ring. That is our culture, and we operate a collective
decision-making system. It is+ down decision-making. It is collective at different levels.

Ideas can come from anyb. en somebody brings up an idea, we say, 'Let us have a paper
on it'. We will all sit do k at it, and discuss it; the superior argument will take the day.
That collectivism has helpéd to maintain friendship and camaraderie among staff and promote
ownership. When art of something and its development, you will support it. However, if
not, you will feel, alidnated. You will want to avoid getting involved in it. That collective and
sharing culturg has” helped us to grow our library and has made management easy. There is
uniformity i oices, collective decision making."

Q

According to the tenth University Librarian:

“Every organisation has a written or unwritten culture (by convention). Somehow, the committee
working system has been the culture of the university. We have operated on a committee system
for every phase of our digitalisation and every phase of our IR implementation. There was a
committee for sensitisation and a committee for IR policy. There was a committee for content
selection and identification. A committee looked at the retention period/policy for different
content categories. The committee's work ends with a report and then the implementation. There
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is a convention that when it comes to uploading, ICT and systems units handle that. That has
positively influenced the IR work and management.”

Overall, the participants stated that the respective organisational cultures in their libraries create
an environment for teamwork and division of labour. In their submissions, this has had a positive
influence on work and management.

Question 2: What role does the library under your leadership play 1nQ%ng the
organisational culture in the library environment? Q/

As stated by one of the University Librarians: &

“The management of the library or the leadership of the lib @ s an important role in
shaping the library's culture. At ACU, library leadership pla @ high premium on democratic
culture and exemplary library leadership. So, the library'sileadé?ship leads by example, and in
shaping the culture of the ACU Library, the library manggentént communicates the professional
core values and mission of the library to all [ibyaiw personnel. The library's leadership
demonstrates these values through the actions and dgéeisions of the library management. The
library management encourages and creates opp Qrimities for teamwork where staff can work
together on defined tasks, and they createxOReh but structured communication channels by
conducting regular meetings of unit heads and general meetings for feedback. Besides, the
library's leadership promotes profes XQ' development through training, retraining and
mentorship programmes. For insta@uany of our staff attended this year's NLA National
Conference in Port-Harcourt. So r satisfaction is one of our core values, we focus more
on improved library and mform %ervices to satisfy the information needs of our users.”

The second Unlversny@an noted that:

“The thing is thl@( a leader, you discover something has been done in a certain way for a

wo or three years, you discover something that could bring more innovation
e library. Moreover, it needs to give the library the kind of visibility that you
eader, you can change it. Furthermore, once you change it, you ensure it is
. From now on, this should be done this way instead of how it was done before. So, a
leader has the liberty to change an organisational culture if it is detrimental to the growth of the
library. So, under this current leadership, we have seen some changes. There are some places
where changes have come up because they were not moving the library forward, but with this
current leadership, the organisational culture has changed somewhat.

As presented by the third University Librarian:
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“The role librarians play in shaping the organisational culture in the library environment is
ensuring everyone is working. The Director (University Librarian) gives KPI (key performance
indicator), so you have something you are falling back on. So, at the end of the month, this is
what my report is based on: what I have done and achieved and the innovativeness I have
brought on board. Those are the things that management is coming up to shape in the running of
the library environment.”

The fourth University Librarian noted that:

“Positive role: I lead by example and create a positive and conducive environ@t stering
innovation and creativity in my library. I always open my office to all staff fc ative ideas
for the library. I listen and equally encourage communication and feedbacg g my staff. [
always recommend any performing staff for reward by the University sgnag@ment. I seek my

staff's well-being at all times. Under my watch, the library seeks s elopment either by
sending them for training or further studies. Finally, I ensure tha ry policies are staff-
friendly.”

O

According to the fifth University Librarian: Q

"Organisational characteristics are support an@ibutes of a particular organisation
concerning the course of actions. Organisatim% lture, therefore, plays a major role in
adopting innovation. The adoption of IR, ample, by the library as an 'organisation’
significantly influences how librarians percejve“any innovation."

As stated by the sixth University L%i?ﬁ:

"The library leadership ;@» achieve the university's culture via leadership by example,
collaborative librariansh, coordination of the units to attain synergy."

°
The seventh Uni\@rarian stated that:

“Our cultur ensure, like I told you, we have a mission and focus on that mission. We stand
in our spdce.We occupy a strategic place within the institution. Furthermore, we ensure that our
users a ell-behaved. If there is anything they know that they cannot come to the library and
misuse, they also know that they come to the library and keep the environment neat. We ensure
that people are not allowed to eat and invite rodents into the system. We are sure our facilities,
general toilets and all that are well kept. We ensure that our security monitors them.
Furthermore, ensure that when you use our cleaners, they are right on point to ensure that they
give a nice, serene. The users know that if there is anything, they can come to the library and
read in a conducive environment. We may be on a generator now. We have a generator that is
available to users in the library. Even when there is no electricity, NEPA or whatever it is, we
ensure that the university spends much money to get diesel, to ensure that there is light.”
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As presented by the eighth University Librarian:

“Well, apart from the written regulations obtainable or the extant regulations within the
university, many unwritten laws are deployed by practice or in practice in the day-to-day
running of the library. This includes ensuring a good attitude to work, good responsiveness,
teamwork, respect for seniors and colleagues, integrity among others.”

The ninth University Librarian noted that: Qs

"Everybody has a sense of belonging. I have been able to create that envirgung s a leader.
(ght éveryone to be
oreover, you can
h. Whether you are

Anyone can approach me, and I will provide adequate information. I have ta
transparent in whatever we do; when you are transparent, you build tr&l
achieve something when you earn the trust of the people you are wor. 7%

around or not, the work will be going on. That environment of b ess and transparency
has helped us. Yes, we have an organogram, but that does not take dway our mutual relationship
and respect for each other. I see them as colleagues; it is master-servant relationship.
From time to time, we hold meetings with heads of units. s in the units will be discussed,

ot*have a say in other units. We will

and the fact that you are in a unit does not mean you wi
Ve at a decision. We also hold academic

hold the meeting, table issues, bring suggestions and.a
librarians' meetings. These have helped us commu ideas and decide on the best ideas to
implement in the system, these have helped cregti and innovation. Every team member can
say, this library belongs to me, and I must r its progress because we are family. People
can work independently with minimal su e@i M

N
The tenth University Librarian @&ceot interested in answering the second question on

organisational culture. %@Smary, most participants submitted that they shaped the
thei

organisational culture § library environments by leading by example.
Question 3: Giv@r opinion on staff involvement, consistency of values and adaptability
to changes ctised in your library.

Accormq% one of the University Librarians:

“The concept of involvement of staff, consistency of values and adaptability to changes are good
concepts that any library leadership must take seriously. When we talk about staff involvement,

this is staff involvement or the active engagement of staff in the library's decision-making
process. Like I said earlier, one of our cultures in ACU Library is democratic culture, and we
value it, so it is our strong belief as a result of this culture that when staff are involved in the
day-to-day running of the library, they have a sense of belongingness, they have this sense of
ownership. They have this sense of participation in the daily running of the library. As a result,

179



once they are involved, they are more likely to be motivated and committed to the achievement of
the objectives and goals of the library. Consistency of values is the constant observance or
constant loyalty to the library's core principles, core professional values and mission by all
library staff. Consistency of values will, therefore, create a unified work environment.
Adaptability to changes: You may also agree with me that day in and day out, technologies are
evolving, and as they are evolving, they are also disrupting the space of library and information
science and services, particularly in Nigeria. So, adaptability to changes in the ability of
libraries and librarians or the openness of the libraries and librarians to respond to new
circumstances, to respond to new changes and new technologies, and to respond to the dynamic
and growing needs of the user community. This will no doubt make the library mor levant in
this technological age and enable it to meet users' needs continually. At ACU, ou embers
are involved in the daily running of the library, they clearly understand its a alues and
mission. Moreover, these values and these agendas are constantly reltemé{ them at staff

meetings and in-house training. Besides staff involvement, staff develo one of the ten-

point agendas of the library's current leadership. The leadership fulfi through continuous
professional education, skill development, and certification. Some aﬁ‘ are on their higher
degrees, and the library's leadership is committed to their success. is is what we practice in
ACU Library regarding staff involvement, consistency of value@ adaptability to changes.”
The second University Librarian noted that: be

“The involvement of staff: I have been here for a ., and the practice here is that staff will be

notified whenever something changes or is ﬁ\b ced. There will be an okay sensitisation; we
need to sensitise you very soon. It might not be now. We need to sensitise you. Something is
going to change. We are going to intro, c&g new technology. We are going to be automating
our system. We need to sensitise the w, the way we do it here is that we give every staff a
responsibility. Now, when you giv iff a responsibility, the staff will not want to fail, so the
staff will have a sense of responsi % that will make him ensure that this thing succeeds. So that
is how we make staff involyed™~When it comes to making decisions, we ask for opinions. What do
you think about this? Fm% ple's opinions, you would gather that these people are speaking
out of fear of the unknown OF they are speaking out of uncertainty or insecurity. So with that, you
know that these p d to be trained.

"You know, after\sensitising people, we train people, and once everybody has that skill, we know
we are all on the e page, and then we can launch whatever we want. So, as long as I have
been here, involvement has been germane in this library. Furthermore, [ think it's
somethin every library should also emulate."

"T) hen%nsistency of values: Well, you know, when we are talking about values, there are
some values that cannot change. They cannot change because when some things change, they
become wrong outright. Like you say, no stealing;, now, nobody can come in here and introduce
stealing. It is wrong. Some values cannot change, but some may be because they are too
stringent or you need to add a small amount of flexibility. Okay, so when a university librarian
comes in and decides to temper justice with mercy, those are values that we may look at as the
person being more sentimental. It is like empathising with the current situation. And then, but
those values have really not changed."
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"In this library, there are some values that are in place that they are like set in stone. They
cannot change. For example, when dealing with students and other users, there are some values
that you know you need to be friendly about; you need to ensure that you don't compromise. You
can only give our books to students with them having an account. If you are boring a book to a
student without them having an account, you are borrowing it into your account. If it is your
account, we show that the student brings it back because if it does not bring it back, you will
have to pay fines. Who wants to pay a fine in this era? nobody."

"I do not think we have seen anything like inconsistency in our value system here because the
library's values must be tailored to the entire institution's values. Moreover, you know our motto
here is "Excellence and Godliness," so all our values are under Excellence and. Godliness.
Anything short of excellence is not excellent. Moreover, anything that is not Go longer
part of Godliness. So, our values are consistent. 9

Then, when adapting to changes, when you see any technology being intm% “there will be
friction initially because people are afraid, maybe they are insecure, tha%y Il not be able to
measure up. However, like I told you initially, when we want to put an@d like that, we always
sensitise the library staff and the entire university. We do sensitisati then after that, if we
need to train, we train. So when you train people like that, particu hose in the systems unit,
the heads of units, because they will be the ones in charge. T h@is related to a particular unit,
like IR and others, and is an institutional repository. We e% at the staff in the institutional
repository gets the bulk of the training. Suppose it megansNéven taking them out for further

training so that you can get the kind of training th e let them do it. So that when they
come, they can adapt to changes quickly. So with sepsifisation and training, we've not really had
issues with people adapting to changes like that."”

"There's a policy here, and I am sure you al. one at your university. You can't just up and

leave like that. If you want to up and leave, youswill pay some money back to the university, and
then if you don't want to, you will wan llow due process. You need to give the university
ample time to know that, okay, you e leaving. So now, within those months you are still
around, you are expected to train one else. The university might employ someone, a new
person, and then you train that . So before you leave, you pass your knowledge to another
person. So, it is something,t mes slowly. However, if you are going to repay the university,
the money you paid backwilbe used to train someone else. So there's no, you can't just catch
them unaware Like thaty!

>

As presented by, théthird University Librarian:

“Our val e is that we must all learn this thing whether you are a librarian or not. Curiosity
is one Ofour values. Stay open to where you are. We learn, go around different sections, we have
in-house training, we have seminars that we run in-house, we invite neighbouring schools to
come, it may be on the repository, cataloguing, these are things we are helping neighbouring
institutions to learn from us. They equally invite us to train on their end. Then, adaptability to
change is inevitable here. Organisational change is a constant thing here. We easily adapt to
anything. We are groomed here because everybody can work anywhere he finds himself. We just
changed our software now from the Millennium. I am sure everybody knows that we use
Millennium, but we are currently using Alma Premium V. We started this migration in November
last year. So, we started the training. Everybody was involved, including the non-teaching staff,
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for a whole week. After that, we still had this dialogue back and forth with the facilitators until
we entered into full utilisation in May. Moreover, it has been easy since then because everybody
was involved right from initiation and even before it was purchased. The management started by
looking at the millennium and the issues we had with it. Moreover, coming to Alma Premium V,
what do you think will help us; what will we achieve in this, and what are the pros and cons? It
was a conclusive thing. After accepting, the school subscribed and paid for it, then training
started, and everybody came on board. It could not be imposed because it is human beings that
are working. Yes, it is a system, but we are not machines. Everybody was brought on board. Just
like how we used this space before moving to E-Print, training was done before taking over
completely. We won't just say we cannot adapt. Because our core value here <is\sacrifice,
possibility mentality, and capacity building."

The fourth University Librarian noted that: &Q/

“It is very okay to involve all staff in developing a library, as th tree does not make a

forest. Also, there is a need for values consistency as frequent charnge may need to augur better
with staff adaptability. However, if need be, staff should be eaged and motivated to adapt
to any changes."

According to the fifth University Librarian: 6’6

“Organisational readiness for change is t (giisations' beliefs, attitudes, and intentions
regarding the extent to which changes ar d and the organisations' capacity to make those
changes successfully. Therefore, libr, % readiness for change implies organisational
innovativeness or organisations' abi desire change. While librarians are required to be
readily available for change, they feel comfortable and acquainted with the already made
structures, patterns, and proce of operation, thus resulting in a reluctance to change, but
with better information a% ragement consistent with the right value, the librarian will fall
in line.”

As stated by the @ﬁniversity Librarian:

“The libra nsistent in its policies. Where new technologies are to be adopted, provision is
made for ing, unlearning, and relearning. Constant staff training on digital areas keeps
them in with the latest innovations."

The seventh University Librarian stated that:

"I left library school in 1991. Between 1991 and this place, many changes have happened to
librarianship. Moreover, I have staff here in this library who just graduated either as a master's
student or with their PhD. They have come in contact with new things and changes. The only
thing that is constant is change. So, we are not static. I run what I call an open-door policy. My
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staff can walk onto me and bring an idea. Madam, why can't we do this one and this one? 1
looked at it. I have other academic staff, and we run the library together. We sit down, package it,
and then give it to management to consider, and we get to our work. The issue is we allow people.
We are prone to change. How we catalogued books in 1991 differs from how it is done today.
There have been modern systems and modern ways of doing things. When you look at
librarianship, people tend towards IT now. So we use that with my long-time knowledge and
others,; we bring the two together and work in harmony.”

“Here in this library, there is nothing like "I''; we work as a team. There are things that the
younger one will know, but I may not know them. Moreover, they will bring it when we meet; |
allow them to express their mind. Moreover, with that, I change. Others, too, who p bly have
travelled to one country or the other, we have a platform, they spread it o latform.
Alternatively, call my attention to Madam; [ went somewhere and saw this. C pplicate the
same here? If the opportunity is there, if the facility is there, we adjust so ge/ easily move
with the trend. We attend workshops. We attend conferences, relate %
share ideas. So, all those things helped us. They all helped us to do c@e
we will not be living in those centuries that have passed. So we, t@

relate.”

As presented by the eighth University Librarian: Q

Q

passed down the lines and hierarchy of

colleagues, and
in practice so that
e updated on how we

“I will respond by saying soft skill sets are expected
authority vertically or horizontally. Sustainabili consistency are always required. Again, it
must be noted that people resist positive ch changes. It may take a long time to achieve
the desired changes. However, the attainment of desired changes is hopeful. I want to give
examples as required by this question. Xéfles are enforcing discipline, changing policy or
policies, achieving staff responsive@an cases relating to punctuality or availability at

work." ) A%

The ninth University Librari Qoted that:

"These three conc e great roles to play in the library and any form of management. For
example, staff inyolvement will promote ownership. As I mentioned, when staff members are
involved in d@o -making, they will own that decision, run with it, and defend it anywhere.
Staff involv is very key if any decision is to achieve its goals. The staff members are the
ones to @ment whatever decision is taken. If they are not part of that decision, its
implemeytdtion will be easier. The early implementation of digital technology in Nigerian
libraries failed because the staff outside the decision frustrated it. They thought a technology
that would take their jobs was being introduced.”

“On the concept of consistency of values, every organisation must have values if they would have
culture. If you don't have a value, you don't have a culture. Every tribe has its culture. Cultures
are based on the values of such groups of people. That is what you believe in, what shapes your
behaviour, and conduct. An organisation must be known for something. Once you are known for
something, be consistent with it. It is what you are known for that makes your culture.
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Transparency is our culture here. Everybody knows that. In a nutshell, consistency in values
grows every organisation's culture.”

“Regarding the Adaptability to changes, one thing that is constant in life is change; any
organisation that doesn't promote adaptability will not be creative and innovative because when
people adapt to changes, that is when they can be creative or innovative. Adaptability means
continuous improvement.”

According to the tenth University Librarian:

"I would say that attitude towards ensuring that IR is properly managed is excel@lerms of
commitment when we have content on the ground; you see our people wor @ a hours to
ensure that those contents are completed and uploaded, even amid ruséw{ till insist on
maintaining standards. Yes, we have some challenges concerning versi%z gement. Our IR
is relatively old. We are supposed to have upgraded to the latest vers, %a ur software, which
still needs to be done. We cannot do it in-house here with our hands. Wewaeed expert support, too,
to get it done. There are processes to get things done in the_uniyersity that have yet to be
initiated. We need to catch up on software recency or updates ever, in terms of content, we
are doing well. The attitude of staff or personnel who wor IR has been awesome. We see
much resistance around us here. In the library, we have“ad much resistance to changes.
However, the beauty of the crop of staff that works is that a number of them are people
who develop and upgrade themselves regularly. C ly, the person in charge of IR is an IT
person, and they chair the IT section of NLA n ide. We do training often. We regularly
upgrade ourselves. Some staff would attend a@ ing. So, resistance to changes on the part of
such staff is minimal, but for another cat;o who hardly go out, who don't attend training,

whatever you bring is a problem, and lways want to see that it does not scale through.
e‘change comes with a heavy workload. Naturally,

Sometimes, we also see resistance
there will always be a form of res& as humans, but somehow, we get over it while we get
moving.” ) %
“On involvement, the urlzig@l rarian carries staffs along; all are involved in the decision-

making process, even at\théxthink-tank level, and so when the changes eventually come, most
times it is not new to staff.’

o \
In summary, @t ibrarians agreed that their respective library personnel are involved in the

library's 2@%68 and ready to adapt to changes. Some participants also argued that values are

consistent in their respective libraries.
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Research Question Three: What is the level of digital competence of personnel in academic

libraries of Southwest Nigeria?

Table 4.5: Analysis of responses on the level of digital competence of personnel in academic

libraries of Southwest Nigeria

Information and data literacy Very High Low Very Low Mean
High R

I can look for information online using 169 71 5 1 Q 3.66

a search engine (68.7%) (28.9%) (2 0%) (0 ‘@

I know that not all online information is 145 85 é"& 3.52

reliable (58.9%) (34 6%) (6 1%) /S\

I can save or store files or content (such 156 3.59

as text, pictures, music, videos, web (63.4%) (32 9%) (3 (0 4%)

pages) and retrieve them once saved or

stored &

I am comfortable working with data in 153 87 3.60

my current role in the library (62.2%) (35.4%) (2 4%) (0.0%)

I can use data visualisation tools such as 134 1 3.48

Microsoft Excel and Google Sheets, (54.5%) @%) (6.1%) (0.4%)

among others

Weighted Mean 3.57

Communication and Collaboration § High Low Very Low Mean

I can communicate with others us1 16 79 2 0 3.66

mobile phone, Voice over IP, e (67 1%) (32.1%) (0.8%) (0.0%)

chat - using basic features'%

voice messaging, and

receive e-mails, text exchqé(st

I can share files and\ cofitent using 163 78 5 0 3.64

simple tools ° (66.3%) (31.7%) (2.0%) (0.0%)

I know I can use @1 technologies to 152 87 7 0 3.59

interact ~ wit s€rvices (such as (61.8%) (35.4%) (2.8%) (0.0%)

governmen s, hospitals)

I am aw social networking sites 147 94 5 0 3.58

and onlige,Collaboration tools (59.8%) (38.2%) (2.0%) (0.0%)

I am aware that when using digital 158 82 6 0 3.62

tools, specific communication rules (64.2%) (33.3%) (2.4%) (0.0%)

apply (such as when commenting and

sharing personal information)

Weighted Mean 3.62

Digital content creation Very High Low Very Low Mean
High

I can produce straightforward digital 139 102 4 1 3.54
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content (such as text, tables, images,
audio files) in at least one format using
digital tools

I can create visual designs for web
pages or social media graphics

I can make basic editing to content
produced by others

I know that content can be covered by
copyright

I can apply and modify simple functions
and settings of software and
applications that I use (such as changing
default settings)

Weighted Mean

Safety

I know how to protect my accounts
against phishing

I can take basic steps to protect my
devices (such as using antiviruses and
passwords)

I am aware that my credentials
(username and password) can be stolen
I know I should not reveal private
information online

(56.5%)

113
(45.9%)
116
(47.2%)
131
(53.3%)
126
(51.2%)

Very
High
123
(50.0%)
136
(55.3%)

146

0%)

I know that using digital technology tce)
(54.9%)

extensively can affect my health
Weighted Mean A
Problem-solving

I know how to tro b oot if a
problem arises \&usmg digital
devices

I can find supp rt as51stance when a
technical problem occurs or when using
anew devi rogram or application

I kno to solve some routine
proble‘n&such as closing the program,
re-start computer, re-install/updating the
program, check the internet connection)
I know that digital tools can help me in
solving problems. I am also aware that
they have their limitations

When confronted with a technological
or non-technological problem, I can use
the digital tools I know to solve it

Very
High
122
(49.6%)

118
(48.0%)

146
(59.3%)
143
(58.1%)

118

(41.5%) (1.6%)  (0.4%)
95 31 7
(38.6%) (12.6%) (2.8%)
112 16 2
(45.5%) (6.5%)  (0.8%)
102 12 1
(41.5%) (4.9%) (04% \
103 15
(41.9%) (6.1%) (o 82 Q
High Lo@Very Low
101
(41. 1(%@7 %) (1.2%)
100 3
(40@@ (2.8%)  (1.2%)
ST

(59-@@(36.2%) (3.7%)  (0.8%)

16?\ 79 5 2
(32.1%) (2.0%)  (0.8%)
97 12 2
(39.4%) (4.9%)  (0.8%)
High Low Very Low
101 22 1
(41.1%) (8.9%)  (0.4%)
115 12 1
(46.7%) (4.9%)  (0.4%)
91 8 1
(37.0%) (3.3%)  (0.4%)
97 6 0
(39.4%) (2.4%)  (0.0%)
117 9 2
(47.6%) (3.7%)  (0.8%)

(48.0%)
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3.28

3.39

3.48

3.43

3.42
Mean

3.40

3.50

3.54

3.61

3.48

3.51

Mean

3.40

3.42

3.55

3.56

3.43



Weighted Mean 3.47
Overall Weighted Mean 3.52

Decision rule: <2.5 =low; 2.5 = moderate; > 2.5 = high Note:

Very High (4), High (3), Low (2), Very Low (1) Source:

Field Survey, 2024

As shown in Table 4.5, for information and data literacy, 68.7% of the respondents agreed to a
very high extent that they could look for information online using a search engine; 28.9% of the
respondents to a high extent; 2.0% of the respondents to a low extent; and\(14% of the
respondents to very low extent. On average, the responses indicate a mean @/Qf 3.66. Also,
58.9% of the respondents agreed to a very high extent that they &that not all online
information is reliable; 34.6% of the respondents to a high exten$o to a a low extent; and
0.4% to a very low extent. On average, the responses indic an value of 3.52.

In addition, 63.4% of the respondents agreed to a Veq@t extent that they could save or store
files or content (such as text, pictures, music, V@ and web pages) and retrieve them once
saved or stored; 32.9% of the respondents to\Qigh extent; 3.3% of the respondents to a low
extent; and 0.4% of the respondentg\éb\wﬁlow extent. On average, the responses indicate a
mean value of 3.59. Also, 622@%6 respondents agreed to a very high extent that they were
comfortable working wi%&n their current role in the library; 35.4% of the respondents to a
high extent; 2.4% o®espondents to a low extent; and none of the respondents to very low
extent. On ave e@ﬁe responses indicate a mean value of 3.60.

More so,@% of the respondents agreed to a very high extent that they could look for
information online using a search engine; 39.0% of the respondents to a high extent; 6.1% of the

respondents to a low extent; and 0.4% of the respondents to a very low extent. On average, the

responses indicate a mean value of 3.48. The weighted mean has a value of 3.57, which suggests
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that the respondents agreed to a high level of information and data literacy as an indicator of the
digital competence of personnel in academic libraries of Southwest Nigeria.

According to Table 4.5, for communication and collaboration, 67.1% of the respondents agreed
to a very high extent that they could communicate with others using a mobile phone, Voice over
IP, email or chat - using basic features (such as voice messaging, SMS, send and receive e-mails,
text exchange); 32.1% of the respondents to a high extent; 0.8% of the respon(Qs a low
extent; and none of the respondents to very low extent. On average, the r sp@es indicate a
mean value of 3.66. Also, 66.3% of the respondents agreed to a very h@&xem that they shared
files and content using simple tools; 31.7% of the respondents to%h extent, 2.0% to a low
extent, and none to a a very low extent. On average, the res@ ndicate a mean value of 3.64.

In addition, 61.8% of the respondents agreed to a Ve§ b@xtent that they knew they could use

digital technologies to interact with services (suc vernments, banks, and hospitals); 35.4%
of the respondents to a high extent; 2.8% %e respondents to a low extent; and none of the
respondents to very low extent. On ay, ﬁe responses indicate a mean value of 3.59. Also,
59.8% of the respondents agree\%g(rery high extent that they were aware of social networking
sites and online collabor@;%ols; 38.2% of the respondents to a high extent; 2.0% of the
respondents to a | W&A}t; and none of the respondents to a very low extent. On average, the
responses indh@e ean value of 3.58.

More so, %’QA) of the respondents agreed to a very high extent that they were aware that when
using digital tools, specific communication rules apply (such as when commenting and sharing
personal information); 33.3% of the respondents to a great extent; 2.4% of the respondents to a

low extent; and none of the respondents to a very low extent. On average, the responses indicate

a mean value of 3.62. The weighted mean has a value of 3.62, which suggests that the
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respondents agreed to a high level of communication and collaboration as an indicator of the
digital competence of personnel in academic libraries of Southwest Nigeria.

As revealed in Table 4.5, for digital content creation, 56.5% of the respondents agreed to a very
high extent that they could produce straightforward digital content (such as text, tables, images,
and audio files) in at least one format using digital tools; 41.5% of the respondents to a high
extent; 1.6% of the respondents to a low extent; and 0.4% of the respondents to VQIO extent.
On average, the responses indicate a mean value of 3.54. Also, 45.9% of the{respohdents agreed
to a very high extent that they could create visual designs for web pag@%cial media graphics;
38.6% of the respondents to a high extent; 12.6% of the respon n$ low extent; and 2.8% of
the respondents to very low extent. On average, the respons@éate a mean value of 3.28.

In addition, 47.2% of the respondents agreed to a e%%h extent that they could make basic
editing to content produced by others; 45.5% of espondents to a high extent; 6.5% of the

respondents to a low extent; and 0.8% of @spondents to a very low extent. On average, the

responses indicate a mean value of 3 iélss'o, 53.3% of the respondents agreed to a very high

extent that they knew that co&%&n be covered by copyright; 41.5% of the respondents to high
extent; 4.9% of the respo ts to low extent; and 0.4% of the respondents to very low extent.
On average, the rﬁ.p‘;@indicate a mean value of 3.48.

More so, 51 .2@ the respondents agreed to a very high extent that they could apply and modify
simple\%gﬁons and settings of software and applications that I use (such as changing default
settings); 41.9% of the respondents to a high extent; 6.1% of the respondents to a low extent; and
0.8% of the respondents to a very low extent. On average, the responses indicate a mean value of

3.43. The weighted mean has a value of 3.42, which suggests that the respondents agreed to a
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high level of digital content creation as an indicator of the digital competence of personnel in
academic libraries of Southwest Nigeria.

In line with Table 4.5, for safety, 50.0% of the respondents agreed to a very high extent that they
knew how to protect their accounts against phishing; 41.1% of the respondents to a high extent;
7.7% of the respondents to a low extent; and 1.2% of the respondents to a very low extent. On
the average, the responses indicate a mean value of 3.40. Also, 55.3% of the res Qﬁ agreed
to a very high extent that they could take basic steps to protect my de ce@:

ch as using

antiviruses and passwords); 40.7% of the respondents to a high exten@%ﬁ of the respondents
to a low extent; and 1.2% of the respondents to a very low e te$1 average, the responses
indicate a mean value of 3.50. QG

In addition, 59.3% of the respondents agreed to a v @xtent that they were aware that their
credentials (username and password) can be stol% .2% of the respondents to a high extent;
3.7% of the respondents to a low extent; and 0% of the respondents to a very low extent. On
average, the responses indicate a me@hﬁf 3.54. Also, 65.0% of the respondents agreed to a
very high extent that they knov& should not reveal private information online; 32.1% of the
respondents to a high G%Q,Z.O% of the respondents to a low extent; and 0.8% of the
respondents to a \@extent. On average, the responses indicate a mean value of 3.61.

More so, 54.9& e respondents agreed to a very high extent that they knew that using digital
technolog@fb extensively could affect their health; 39.4% of the respondents to a high extent;
4.9% hﬁe respondents to a low extent; and 0.8% of the respondents to very low extent. On
average, the responses indicate a mean value of 3.48. The weighted mean has a value of 3.51,

which suggests that the respondents agreed to a high level of safety as an indicator of the digital

competence of personnel in academic libraries of Southwest Nigeria.
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As presented in Table 4.5, for problem-solving, 49.6% of the respondents agreed to a very high
extent that they knew how to troubleshoot if a problem arises while using digital devices; 41.1%
of the respondents to a high extent; 8.9% of the respondents to a low extent; and 0.4% of the
respondents to a very low extent. On the average, the responses indicate a mean value of 3.40.
Also, 48.0% of the respondents agreed to a very high extent that they could find support and
assistance when a technical problem occurs or when using a new device, programe ication;
46.7% of the respondents to a high extent; 4.9% of the respondents to a low extent; and 0.4% of
the respondents to a very low extent. On average, the responses indica@&an value of 3.42.

In addition, 59.3% of the respondents agreed to a very high ex n% they knew how to solve
some routine problems (such as closing the program, re- puter, re-install/updating the
program, check the internet connection); 37.0% of e,a%ndents to a high extent; 3.3% of the
respondents to a low extent; and 0.4% of the res nts to a very low extent. On average, the
responses indicate a mean value of 3.55. A % 8.1% of the respondents agreed to a very high
extent that they knew that digital tg@\oul help them in solving problems. They were also
aware that they have limitationsx3949% of the respondents to a high extent, 2.4% to a low extent,
and none to a very low e»@% average, the responses indicate a mean value of 3.56.

More so, 48.0% @spondents agreed to a very high extent that when confronted with a

technological 61

it; 47.6%?:@ respondents to a high extent; 3.7% of the respondents to a low extent; and 0.8%

technological problem, they could use the digital tools they knew to solve

of the respondents to a very low extent. On average, the responses indicate a mean value of 3.43.

The weighted mean has a value of 3.47, which suggests that the respondents agreed to a high

level of problem-solving as an indicator of the digital competence of personnel in academic

191



libraries of Southwest Nigeria. The overall weighted mean is 3.52, which indicates a high level
of digital competence of personnel in academic libraries of Southwest Nigeria.

Responses to Interview Questions on Digital Competence

Question 1: How will you describe your library personnel's digital competence proficiency

level in light of the Digcomp framework?
According to one of the University Librarians: Q\

"Our library staff can be found within the basic, intermediate and advanc@tg@ levels of the
digital competence framework, with most of our staff within the widdle=level of digital
proficiency. So, we have staff with basic digital skills and knowledg@m an perform simple
digital tasks. The majority of our staff also demonstrate competencg i anagement of digital
collection and the use of digital communication and collaboratign , and we also have a few
who can manage digital innovations and digital projects withir@libmry. "

The second University Librarian noted that: be

“Well, I will not say we are there yet, but we are . We are trying because the way we do it
here is, like our librarians, all Librarians ar ed to lecture. Moreover, we also lectured on
the library course and the university-wide library course (GNS- library and information literacy
skills). Now, we call our own library e library and information literacy skills. So, we are
the ones who are expected to teach u, €§ information literacy. So, we sensitise the users coming
to us on information literacy and <b nefits of information literacy. Over the years, we watch
how they become information ¥i :

Moreover, it is expected .t \ve, as librarians trying to impact this knowledge, also be
information literate. So Yor librarians, I will say we are not there yet, but we are above
average. Regarding ourdigital competence, our librarians need to be more information literate.
Well, it is not tech %lly; we are all computer literate because our systems are, our whole
library system, a@v database is online. The library is automated. So if there is no electricity,
then we cannm . Everything is online: Our cataloguing is done online; our acquisition is
done online irculation and serials management are also done online; everything is done
online, E ing is the only thing we need to do online. Even our student clearance is done
online. students are in camp and are supposed to do clearance, they can do it from home or
camp. They need to discover that they owe the library some money. They will just pay it online,
send the evidence and claim it.

So, anybody who is not, who does not have above-average digital competence, I don't think will
be able to function very well in this library. Most of the things that we do here are not automated
and involve the non-professional staff. So when we're talking about library porters, we don't do
any automated tasks, but from library assistants to the higher cadre, everything they do is
digital.”
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As presented by the third University Librarian:

“Our digital competence here is topnotch. It is not about a degree in computer science, IT, or
artificial intelligence, it is more about bringing everybody on board. I have encountered staff
coming into the library who need to learn how to use the system. Moreover, under one or two
months, they are good and even faster because it is the love, the embracement of it. You will
enjoy the work once they teach you and you are ready to embrace it. Our digital competence
here is very okay. It is excellent. I will give us 9 on the scale of 1-10.”

The fourth University Librarian simply stated that the proficiency level is a@verage.
According to the fifth University Librarian: <

"I will rate the proficiency level of my personnel in terms of digital co
60% of my staff fall into the Innovators category, usually obse
interest in new ideas leads them out of a local circle of :»’

cosmopolitan social relationships. Communication patterns a@ iendships among my library
are common."

As stated by the sixth University Librarian: 6’6

“Prospective staff are made to pass compuﬁ@se:d tests before being appointed to ascertain
their digital proficiency. The level of their digitdl competence is excellent”

The seventh University Librarian s%ﬁ?lat:

"One of my staff just lef@ he's just a school cert holder. Moreover, when she walked in
his, kb
p

y as above average.

vith innovations. Their

as a cleaner, we starte ibrary together when the university took off in 2015. Moreover,
because of her, she wa at the circulation desk where we work with Koha. So, everything
about us, and when ish this, we will go to our e-library. You see what we have in our E-
Library. The E-r@es that we have, the computers we have. So we are on course. You cannot
begin to sing our praise, but I know we are not behind, even though we are in private
ead of the institution, the Vice Chancellor, appreciates this digital something.
are trying to do that. Left for him he wants us to digitalise our library.
e, you know this has to do with money. We are working on this. The Chancellor and
the General Overseer of Mountain of Fire and Miracle Ministries, Dr Dike Olukoya, a
biotechnology professor, has assigned somebody from the United Kingdom to work with me.
Moreover, we are working on that. So we are trying on our own, all this has to do with you
putting in place again and the right policies. You can't begin to put people's intellectual property
on, so it takes time, but we are working on it."

As presented by the eighth University Librarian:
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“I will describe my staff’s digital competence as above average, however, not necessarily in the
formalised or structured as defined by the DigComp indices. However, generally, a level of
digital competence is required in the university by staff in digital literacy. Hence, the university
has fashioned out a required acquisition of digital literacy for staff. In the actual sense, various
levels of digital literacy are expected by various categories of staff in the library. This is also
defined by generalised knowledge or activity such as cataloguing, IR management, and Turnitin
management. These skills are intentional and purposeful and are deliberately taught by the
officer in charge of the section as may be facilitated by the library management occasionally."

The ninth University Librarian noted that: Q\

"As a matter of policy, right from inception, we said our library is going g/ igitised, and
that's why when we started, we did not use the card catalogue. Al activities were
[ of digital literacy
of\using computers. It is a
wpetency level of every staff

member at least 70% because they know how to manage bo hardware and the software;
they can use some basic applications such as Excel, M; Word, and MS PowerPoint,
among others. You must have basic computer knowled% re you can work in our library,

even as a library assistant.” ; ’b

According to the tenth University Librarian: @

matter of policy rzght from the inception. I can rate the dzgztai co

"The digital competence proficiency levK aff on IR is about 80%, including the ad hock staff.
It is excellence.” \CJ

Overall, all the Umver@mnans who participated in this study described the digital

proficiency level of th

above average. < \

Question Z@you please describe the capabilities of your library personnel in

pective library personnel, in light of the Digcomp framework, as

infornh& and data literacy, communication and collaborations, digital content creation,
safety, and problem-solving?

One of the University Librarians stated that:

“By their profession, our library staff have the skills and knowledge to use digital tools to search,

access and retrieve information from various databases and online resources. They can identify
credible, reliable, relevant and accurate sources of information. So, this is part of their
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information and data literacy capability. Most of our staff can use email, social media tools,
research collaboration tools, and professional networking platforms for professional and user
engagement. Besides, our library personnel can create and format digital documents, make
presentations, and create multimedia content. They also understand basic digital security
policies and practices, such as using strong and secure passwords on different digital platforms,
their devices, and across different platforms. We also have a few who are skilled in
troubleshooting systems, those who can also find solutions to challenges, and those who can
render support to other staff and users who are also using digital tools."

The second University Librarian noted that: é

“I believe that anybody working in the digital environment should have some c skills when
working with the computer. Now, when we talk about information and digital literacy, there are
two different things: Information literacy and digital literacy. For dat, ¢y, I do not know if
so many universities or libraries in Nigeria are really into data_li . That is why, at this

point, we are still combining them. If you ask some people what information is data, they still
need clarification on the two of them. So, capabilities with information literacy for our library
staff are here because we ensure that even the library assi@ an train users. So, if you come
into the library now and want to use our OPAC, they will nof call a librarian to train you; the
library assistants will do the training. So, that is the |, %f information literacy. So, if we talk
about capabilities here, we are all at different lev %e library assistants are on a different
level, the library officers are on a different lev d the librarians are on a different level.
However, the level at which the library officeks”find themselves might be at par with the
librarians because we do the same thing. Mgybe the only thing that the library officers do not do
is to go to the classroom. Neverthele&s& do everything that the librarians do. So, we are
capable when it comes to informc%ﬂﬁﬂemcy. Then communication and collaborations: Our
s

communication level here is good e one of our values is that when communicating with
users, you must put yourself in t.h%j hoes. So you do not see somebody coming to talk to users,
and you are shouting at th ou meet as your friends, and you let them tell you what their
problems are, issues, w, and then you can freely come in here to make inquiries
whenever they need them. S8 most of the time, Sir, when it comes to general users, They usually
do not see the librar, &nd the library officers; they see the library assistants. However, when
we are talking 0@ evel inquiries, for instance, if somebody wants to do a literature search,
that is when they Start looking for librarians. From what I can see, we maintain excellent

communica ith our users. So that they can easily, even during the weekend, call us to do
some thin them. Moreover, we still have to do it. We explain to them that, you know, this is
the we , and the person will pay them back. Eventually, we will still do it.”

“When it comes to collaboration digitally, oh, well. Collaborating digitally, I'll limit that to
Librarians and a few library officers. When we are talking about collaboration, there is little
collaboration that the library assistant systems can do, especially when sharing our resources
here and then collaborating with our branch libraries. That's as much as you can do. Although
we are discussing collaboration among librarians, Sir, the collaboration needs to be deeper.
Moreover, that is the truth. If you look at many studies that have been done on research
productivity and collaboration, you know that librarianship could be at a much higher level in
Nigeria. Moreover, it is not far-fetched because when you look at your immediate environment,
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you discover that one of the issues that make our collaboration good is the fact that librarians
wear four caps: They work as academics; they do administrative duties, they do professional
duties; and there is one more. Okay, let me say those three first of all. They do the administrative,
they do the professional, and then they also work as academic staff. So, looking at them working
in these three faculties leaves little or no room. Okay, no, they also work as researchers. That is
the fourth cap. So, these three leave very little room for them to work as researchers. That is
where they collaborate more in the research field. So all of these are already very burdensome
for them. Collaboration is low. It is low.”

“Then, when we talk about digital content creation, it's the same thing with collaboration. It is
low. Moreover, when we are talking about safety, well, safety with our equipm even the
university has a safety policy. So everybody knows that when you leave, you kndyw)what to do
with your systems. You know what to do with your gadgets and all of that. So afety level
is high. When it comes to problem-solving, troubleshooting, and all of @ erybody can
troubleshoot all the little issues related to computer use. However, w it Comes to the high
ones, we have a system unit here, so we always refer things like that t@ stems unit. When it
is beyond our systems unit, we refer it to the ICT department of th sity. So for basic level
safety, yes, we are there; for intermediate, we are there, but & 1 comes too advanced, we

refer it to our ICT."

“l can grade the library personnel on info Qn and data literacy; 9 over 10. On
communication and collaboration, we com e with neighbouring libraries using digital
tools. When we had a millennium, we co%%i) ted more with foreigners. The majority of our

lecturers and authors write with peopl 5% ide the country. When we do turnitin, we see our
lecturers writing papers with peop abcock University, Adeleke University, Lead City

As presented by the third University Librarian:

University, and Redeemer's University, making this visibility known. Just like the way our
repository is, too, it is accessibl where. The communication and collaboration aspect there
is made known. So, we rat ves 10 over 10. Regarding digital content creation, I told you

how we get our sources. We'get from coming physically;, we go to Google Scholar and get to the
cloud to get that informationl and use hard copy journals. Then, regarding safety and problem-
solving, we have g & irewall. We should not experience attack. We are fine with our tools.
Our computer en@are always available. Once there is an issue, we cannot log in, or we see
errors, we quigkly Contact them, and they get down to it immediately. It does not take anything;
we handle i our backend because we have a systems unit. There is a provision for self-
archiving% we only check whatever is being uploaded before allowing it into the repository.
We gatékegp.”

The fourth University Librarian noted that:

“Many of them are ICT savvy and versatile in applying emerging technologies in teaching and
research.”
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According to the fifth University Librarian:

“On the basis of innovativeness, based on information and data literacy, communication and
collaborations, digital content creation, safety, and problem-solving and the degree to which
librarians adopt new ideas, my library personnel are excellent.”

As stated by the sixth University Librarian:
“The entire university system has been digitised. Therefore, the staff are highlygapable of
information and data literacy, communication and collaboration, and creating digital content. A

standing committee is responsible for the library's data security. Therefore, % mittee and
the staff can troubleshoot, identify challenges and work with the ICT to solve Qro ems."

S

@ talking about computer use. |

The seventh University Librarian stated that:

"When you talk about digital competence, [ want to believe yo
went back home. If you had come earlier, you would not et me because I left my laptop.
Hardly can I see anybody here who cannot; even our copi a digital copier. That, at one point
or another, will not be used. Do you understand? Eye otter, the only thing is that we have
not been able to put that, but even our ID card ?&ptured. We use a captured ID card.
Moreover, they gave somebody a contract to com capture our data again. So the staff here,
we are up to date. Suppose, for instance,@o our lecturers or academics have certain
information needs. In that case, we can also\extract that, package it, and send it through email to
the person without necessarily having % % it out. So, all these are the services that we have

put in place. So I will tell you that ne. our staff here are computer literate."

As presented by the eighth U@ﬁty Librarian:

“To this, I will respond\thus? a performance range between moderately high to high depending
on who is involve skill required. I, therefore, summarise that performance vis-a-vis the
identified areas @ur question is within above average to high and is relative vis-a-vis the
points earlier @c ated in the last segment of this section:"

The niﬁ&liversity Librarian noted that:

"All these competencies vary from person to person; it will be difficult to give a bandwagon
position. However, none of our staff is below average in these cases. As I mentioned earlier, it is
a major condition to be computer literate before you can join our library. It is basic, and there is
no way you can be less than average. Before they come in, they will be subjected to some skill
tests using computers depending on the level at which they are coming in. We have the
benchmark which we will not compromise and should not be less than average.”
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According to the tenth University Librarian:

"The capability of the library staff in terms of digital literacy is good; in terms of safety, we are
improving by the day; everything done is backed up. In respect to problem-solving, majorly,
whenever the other staff identify a problem, they bring it to the attention of three members of
staff who are go-getters in the library, but the others can also troubleshoot in the absence of
those three. Regarding original content creation, only 2 of our staff can be guaranteed, while
other personnel in the library can manage the content created by those two. When we talk about
collaboration, we work as a team here in the library, and the beauty of our IR is that we have
been able to register with many repositories such as OpenROAR and Open DOARQ

O

In summary, all the participants described the capabilities of their respec&gbury personnel in
information and data literacy, communication and collaborations, @al content creation as
above average.

Research Question Four: What is the level of emotional @gence of personnel in academic
libraries in Southwest Nigeria? 6’6

Table 4.6: Analysis of responses on the emotlonal intelligence of personnel in

academic libraries in Southwest Nigeri &

Self-awareness \nry Great Low Very Low Mean

AQ/ Great Extent Extent Extent

Extent

I am aware when IQ\%mg 154 81 10 1 3.58
'emotional.’ (62.6%) (32.9%) (4.1%) (0.4%)
I know which emo{iﬁam feeling 125 109 11 1 3.46
and why QA, (50.8%) (44.3%)  (4.5%) (0.4%)
I prefer to gonso hen I become 111 111 19 5 3.33
emotional (45.1%) (45.1%)  (7.7%) (2.0%)
[ am alw ’bnﬁdent in doing daily 135 102 8 1 3.51
work 8@ (54.9%) (41.5%) (3.3%) (0.4%)
I can make my own decisions 132 95 15 4 3.44
rationally (53.7%) (38.6%)  (6.1%) (1.6%)
I believe myself to be capable of any 141 100 5 0 3.55
assigned job (57.3%) (40.7%)  (2.0%) (0.0%)
I know how to use my ability and 146 90 10 0 3.55
potential for my success (59.3%) (36.6%) (4.1%) (0.0%)
I recognise how my feelings affect 128 114 4 0 3.50
my performance (52.0%) (46.3%)  (1.6%) (0.0%)
I can consciously alter my frame of 130 99 14 3 3.45
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mind or mood
Weighted Mean
Empathy

I always show sensitivity and
understand others' perspectives

I am excellent at emphasising
someone else's problem

I can sometimes see things from
others' point of view

I often work hard to meet the needs
of my colleagues

I am attentive to anything that can
assist their professional development
I feel a real sense of love and care
for instilling the skills necessary for
the growth of colleagues

I consider the different backgrounds
of colleagues as an advantage to
attaining library goals

I do not allow consideration of the
qualifications of my co-staff to
affect the way they are used to
achieve our targets

I see the presence of other non-
library experts as an opportunity to

Weighted Mean
Social skills

I have a good relatio ’ﬂ% with the
management tearfl Py library

I can effectively p ade members

of the libra to work towards a
shared vi d goal
I dono a problem

communicating my views to other
personnel in the library

I can network effectively to support
the goals of my library

I consider working in collaboration
with other library staff as a
prerequisite for collective success

I have a strong expertise in building
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and leading teams outside the library  (54.9%) (39.8%) (4.5%) (0.8%)

workforce

I see working with difficult people 122 106 15 3 341
as simply a challenge to win them (49.6%) (43.1%) (6.1%) (1.2%)

over

I am good at reconciling differences 135 93 12 6 3.45
with other people (54.9%) (37.8%) (4.9%) (2.4%)
I often work hard to resolve conflicts 120 104 15 7 3.37
involving other staff in the library (48.8%) (42.3%)  (6.1%) (2.8%)
Weighted Mean 3.46
Overall Weighted Mean < 3.48

Decision rule: < 2.5 =low; 2.5 = moderate; > 2.5 = high A

Note: Very Great Extent (4), Great Extent (3), Low Extent (2), Very Lov@x/ t(1)
Source: Field Survey, 2024

According to Table 4.6, for self-awareness, 62.6% of the respo Dgreed to a very great
extent that they were aware when they were being 'emotion@D% of the respondents to a
great extent; 4.1% of the respondents to a low extent; and.0.4% of the respondents to a very low
extent. On average, the responses indicate a mean v, f 3.58. Also, 50.8% of the respondents

O

agreed to a very great extent that they knew emotions they were feeling and why; 44.3%

of the respondents to a great extent; 4’.@&1@ respondents to a low extent; and 0.4% of the

respondents to a very low extent. (Q&yc?rage, the responses indicate a mean value of 3.46. More

0, 45.1% of the responde t@ﬁed to a very great extent that they preferred to go solo when

they become emotional; ther 45.1% of the respondents to a great extent; 7.7% of the
S

respondents to a@

responses i Q a mean value of 3.33.

ent; and 2.0% of the respondents to a very low extent. On average, the

Furthe>\c% 54.9% of the respondents agreed to a great extent that they were always confident
in doing daily work; 41.5% of the respondents to a great extent, 3.3% to a low extent, and 0.4%
to a very low extent. On average, the responses indicate a mean value of 3.51. Also, 53.7% of the
respondents agreed to a very great extent that they could make their own decisions rationally;

38.6% of the respondents to a great extent; 6.1% of the respondents to a low extent; and 1.6% of
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the respondents to a very low extent. On average, the responses indicate a mean value of 3.44.
More so, 57.3% of the respondents agreed to a very great extent that they believed themselves
capable of any assigned job; 40.7% of the respondents to a great extent, 2.0% to a low extent,
and none to a very low extent. On average, the responses indicate a mean value of 3.55.

In addition, 59.3% of the respondents agreed to a very great extent that they knew how to use
their ability and potential for their success; 36.6% of the respondents to a great eQ—n; 1% of
the respondents to a low extent; and none of the respondents to a very low extent. On average,
the responses indicate a mean value of 3.55. Also, 52.0% of the res@&xts agreed to a very
great the extent to which they recognised how their feelings af ec%r performance; 46.3% of
the respondents to a great extent, 1.6% to a low extent,@gne to a very low extent. On
average, the responses indicate a mean value of 3.50. p@so, 52.8% of the respondents agreed
to a very great extent that they could consciously eir frame of mind or mood; 40.2% of the
respondents to a great extent; 5.7% of t e\\egspondents to a low extent; and 1.2% of the
respondents to a very low extent. O ﬂ%ﬁage, the responses indicate a mean value of 3.45.
The weighted mean has a valu .49, which suggests that the respondents agreed to a high
level of self-awareness %Qdicator of the emotional intelligence of personnel in academic

libraries in South ria.

As presented 1h, Table 4.6, for empathy, 53.3% of the respondents agreed to a very great extent
that theyébays showed sensitivity and understand others perspectives; 44.3% of the
respondents to a great extent; 2.4% of the respondents to a low extent; and none of the
respondents to a very low extent. On average, the responses indicate a mean value of 3.51. Also,

51.2% of the respondents agreed to a great extent that they were excellent at emphasising

someone else's problem; 43.1% of the respondents to a great extent, 5.7% to a low extent, and
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none to a very low extent. On average, the responses indicate a mean value of 3.46. More so,
62.2% of the respondents agreed to a very great extent that they could sometimes see things from
others' point of view; 35.4% of the respondents to a great extent; 2.0% of the respondents to a
low extent; and 0.4% of the respondents to a very low extent. On average, the responses indicate
a mean value of 3.59.

Furthermore, 48.8% of the respondents agreed to a very great extent that they ofteQ% hard to
meet the needs of their colleagues; 47.6% of the respondents to a great extefit; 3.7% of the
respondents to a low extent; and none of the respondents to a very I@Xnt. On the average,

the responses indicate a mean value of 3.45. Also, 60.2% of ffe%ndents agreed to a very

great extent that they were attentive to anything that can @ eir professional; 38.2% of the

respondents to a great extent, 1.2% of the resp n@to a low extent; and 0.4% of the

respondents to a very low extent. On average, the nses indicate a mean value of 3.58. More

\®)

s0, 52.8% of the respondents agreed to a v Xreat extent that they felt a real sense of love and
care for instilling the skills necessary \ﬂgrowth of colleagues; 44.7% of the respondents to a
great extent; 2.0% of the respon{ég’to a low extent; and 0.4% of the respondents to a very low

extent. On average, the r&@%s indicate a mean value of 3.50.

In addition, 52.0°fd B\Qé; respondents agreed to a very great extent that they considered the
u

different back@

respondelq:b a great extent; 2.8% of the respondents to a low extent; and 2.0% of the

s of colleagues as an advantage to attaining library goals; 43.1% of the

respondents to a very low extent. On average, the responses indicate a mean value of 3.45. Also,
54.1% of the respondents agreed to a very great extent that they do not allow consideration of the
qualifications of their co-staff to affect the way they are used to achieve their targets; 41.1% of

the respondents to a great extent; 3.7% of the respondents to a low extent; and 1.2% of the

202



respondents to a very low extent. On average, the responses indicate a mean value of 3.48. More
so, 48.8% of the respondents agreed to a very great extent that they saw the presence of other
non-library experts as an opportunity to increase library proficiency; 46.3% of the respondents to
a great extent; 2.8% of the respondents to a low extent; and 2.0% of the respondents to a very
low extent. On average, the responses indicate a mean value of 3.42. The weighted mean has a
value of 3.49, which suggests that the respondents agreed to a high level of Qat y as an
indicator of the emotional intelligence of personnel in academic libraries in S%@st Nigeria.

As shown in Table 4.6, for social skills, 56.9% of the respondents a a very great extent
that they had a good relationship with the management team_of ‘theit libraries; 39.4% of the
respondents to a great extent; 3.7% of the respondent ow extent; and none of the

respondents to a very low extent. On average, the r;;pp&%indicate a mean value of 3.53. Also,

47.6% of the respondents agreed to a very gre ent that they could effectively persuade

\S)

members of the library staff to work towam§1 hared vision and goal; 46.7% of the respondents
to a great extent; 4.9% of the respon @g\t\o'

low extent. On average, the re@%s indicate a mean value of 3.41. More so, 56.1% of the

low extent; and 0.8% of the respondents to a very

respondents agreed to a \@%at extent that they do not have a problem communicating their

views to other peé)@n the library; 39.0% of the respondents to a great extent; 3.7% of the

respondents tora 10W extent; and none of the respondents to a very low extent. On average, the

responsesngate a mean value of 3.50.

Furthermore, 51.2% of the respondents agreed to a very great extent that they could network
effectively to support the goals of their library; 43.9% of the respondents to a great extent; 3.3%
of the respondents to a low extent; and 1.6 of the respondents to a very low extent. On the

average, the responses indicate a mean value of 3.45. Also, 58.1% of the respondents agreed to a
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very great extent that they considered working in collaboration with other library staff as a
prerequisite for collective success; 38.6% of the respondents to a great extent; 3.3% of the
respondents to a low extent; and none of the respondents to a very low extent. On average, the
responses indicate a mean value of 3.55. More so, 54.9% of the respondents agreed to a very
great extent that they had substantial expertise in building and leading teams outside the library
workforce; 39.8% of the respondents to a great extent; 4.5% of the respondents tho extent;

and 0.8% of the respondents to a very low extent. On average, the respon‘es icate a mean

value of 3.49. O
In addition, 49.6% of the respondents agreed to a very great e:te%t they see working with

difficult people as simply a challenge to win them over; % of the respondents to a great

extent; 6.1% of the respondents to a low extent; in@) of the respondents to a very low

extent. On average, the responses indicate a mealfU e of 3.41. Also, 54.9% of the respondents

\®)

agreed to a very great extent that they were godod at reconciling differences with other people;
37.8% of the respondents to a great &@ 4.9% of the respondents to a low extent; and 2.4% of
the respondents to a very low Q@% On the average, the responses indicate a mean value of
3.45. More so, 48.8% of e%pondents agreed to a very great extent that they often work hard
to resolve conflict 'i@jng other staff in the library; 42.3% of the respondents to a great extent;
6.1% of the r@n ents to a low extent; and 2.8% of the respondents to a very low extent. On
average, %’Q@,ponses indicate a mean value of 3.37. The weighted mean has a value of 3.46,
which suggests that the respondents agreed to high social skills as an indicator of personnel's
emotional intelligence in Southwest Nigeria's academic libraries. The overall weighted mean is

3.48. This indicates that the level of emotional intelligence of personnel in academic libraries in

Southwest Nigeria is also high.

204



Responses to Interview Questions on Emotional Intelligence

Question 1: How do the library personnel manage their emotions in challenging situations?
Can you give examples of such situations in your library?

As noted by one of the University Librarians:

“I believe that our staffs understand the principles of service provision and user engagement.
They also understand the need to maintain a positive work environment. Qur staff- manage
their emotions during challenging situations like attending to rude or difficult users, especially
during accreditation exercises or when we have a new acquisition of resourc ishduring this
period that we have volumes of work in the library, and this volume of \é}; high. These
conditions can create job stress, which sometimes may also coincide with the personal stress

wrivcan result in tense
he already developed
their jobs and from the

understanding that they also have to make a positive attitude t

O
“One of the examples I will give before I tell oufb§t0 manage is an example of you having a
server crash. For example, how will the pe manage their emotions when the Al server
crashes? Now, the personnel have to be very, veé¥y calm. When working with systems, you need to
be cool-headed not to cause more damma, %km‘ is already on the ground. One of the things is

that the person has to be very calm a§ tent. The next thing is to try and restart the system. So

coping strategies to manage their emotions on the understanfin 0

The second University Librarian noted that:

when you see that the system is no ng up, you know it could be a major problem before you
report it to a higher authority. have to be calm and then patient. You do not start jittering.

Things will likely go the 01‘6 when you start jittering."

As presented by tEe @I niversity Librarian:
to

“When it com motions of staff, which is well managed in this environment, we do training

and re-traing r everyone, not just in the library but on the general platform, how to relate
with you rdinates and your senior colleagues. You know, times, people can just come, and
they w dominate. They want to show you that 'l am a professor'; we do not encounter such

a thing in this place. Moreover, we have been trained to walk away or report to our direct boss if
it happens. That will make it easier, and if such a person comes in with anger, maybe from home
or work, and comes to meet you now, it may lead to a very big argument. It helps when you have
such a thing and you keep your cool. Because of the training we have been having overtime,
every session before we resume, we do have a weeklong training, but we do not."

The fourth University Librarian noted that:
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"They manage their emotions excellently well. For example, during the accreditation exercise,
staff are saddled with more responsibilities with time and energy demanding; we do not allow
our emotions to interfere in a way that will negatively impact discharging our duties since the
library is the major crux of the system."

According to the fifth University Librarian:

"Some common challenging situations library personnel may face include difficult or disruptive
patrons, Conflicting demands or priorities, limited resources or budget nstraints,
technological issues or system failures and managing change or uncertainty %u)thé library
environment. By developing emotional intelligence and effective coping @: jes, library
personnel can better navigate these challenging situations and provide excellentsérvice to their
communities by practising self-awareness and recognising their emotiono%ig rs, taking a step
back and assessing the situation before reacting and communicating@ ively and assertively
with patrons or colleagues.”

As stated by the sixth University Librarian: QQ
“A student who was rude to a library staff due to_a nal challenge the student had later

became a friend due to the management of the emotious of the concerned staff. Patience and
carefulness assist the staff in managing emotions.fb

The seventh University Librarian stated )\Q\

“You see, as long as you are deali &‘171 human beings, with different characters and attitudes,

and bearing in mind the situati he country. However, one thing about this is that this is a
Christian community. Sup u know about Mountain of Fire and Miracle Ministries, the
same as we try to merge\w the staff. We gather every morning here to pray together as a

staff. Ten minutes before 8 @m, we have a place at the administration building where we gather
and pray. Moreoy, r’@iave a chapel; there are pastors around us. So if anybody is passing
through anything@wl affect the job, you have somebody to talk to. That is where we go, and
by the time yoﬁ) e and you have prayed about that kind of problem, we believe that the Lord
that we hav d on will answer that prayer. It is not as if we do not have people, but when we
meet, we encourage ourselves to separate our problems from our work and not to do a
kind of tausfer aggression. Especially when you are dealing with youth, they come with all kinds
of emotional trauma. So you are not expected to add to it. Manage it well; talk to your friend. We
relate very well on this campus. Users, you know, when you finish the prayer, you will know
what it means. You pray, you chat with people, you meet, and so with that, you can solve the
problem. Having sought the help of God to help us manage our emotions and problems, we drop
it at His feet to handle.”

As presented by the eighth University Librarian:
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“The skill and ability to deploy soft skills, social skills, or emotional intelligence are if
formalised endeavours. So, it depends on the exposure of the staff concerned. Despite the
structure's formality, several factors come into play to achieve any end in the workplace. Such
factors include individual differences, which invariably have a role to play in emotional
intelligence expression or social skills expression or display, level of education, exposure,
personal development and aptitude. In giving examples of where people exhibit or deploy the use
of soft skills, social skills, and emotional intelligence, such critical incidents include cases of
sickness, loss of loved ones that require empathy, signals of lack of misfortune where they
probably need to engage or commensurate or share their belongings like in giving out donations
in case of loved one, management of staff attitude, peculiarities and idiosyncrasies."

The ninth University Librarian noted that: < Q

“When we started the library, around 2007/2008, we had some chall ’\%at bordered on the

staff's emotional intelligence. At that time, we were managing our tion papers manually.
Students would want to use question papers to prepare for exam ons. We now have these
question papers in the files. Initially, when we 2 or 3 semes apers, it was easy for us to
manage. However, we had so many to manage manually epartments and examinations

increased and became more frequent. Daily, only one jiourwas dedicated to accessing past
question papers between 11 and 12 pm to service Qousand students. All of them would
want to do it, and at that time, the students and ould be hot, and we had all kinds of
altercations. We now came up with the idea o ising the past questions. Moreover, that
helped a lot because they relate with the sys tead of relating to human beings. In essence,

the level of emotional intelligence differs ﬁgm rson to person. So many factors will determine

the level of emotional intelligence, espe he background where that person comes from, the

experience in life, the exposure, an cation. All these have significant influences on EI.
However, we have it as a policy i rary that customers are always right, so no matter the
behaviour of library users, wer ught our staff to tolerate them. As a service provider, even

if your temperament is sh%@vnust work to make it long.”

According to the @me Librarian:
ha

"One thing th een helping us is there have been situations where lecturers who are due

for promoti, sociate professors, and then we have their papers, but they will only submit
once it is@ by. Then, they will start rushing. Furthermore, some people say they want the
work omorrow, even when some have brought their own. What we have done to help our
staff is to say that every job must be done on their merit irrespective of the person behind the job.
However, the staff are allowed to use their discretion sometimes. Lecturers sometimes do not
consider the library staff working from the morning till evening and the stress he is going
through. Some academic staff will report to library staff to the highest authority that their work
has been dropped and yet to be uploaded. For this reason, we refuse to give the task to one
person to manage the problem so that such a library staff will not transfer aggression. In a
nutshell, it is a collective management."”
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Participants noted that workloads or technological issues often create job stress, but
understanding emotional triggers could help library personnel remain calm. Library personnel
could also manage their emotions in challenging situations because of knowledge gained during

training or through prayers.

Question 2: How well can your library personnel utilise their social skilQﬁmbilise
library stakeholders to effect innovative projects in the library? <
One of the University Librarians stated that: &
pleasant personality. We engage the faculty and undergraduateNand postgraduate students in

workshops to communicate new services and introduce n nologles or databases we just
acquired. For instance, after the deployment of IR, the % rganised an awareness workshop
to

“Generally librarians, you know, they are usually sociable ani( i}% people. They have this

and training on self-archiving and the importance ofs esources. We also have a feedback
drive and communicate new services

mechanism that we monitor from time to time. We d
and to build a strong relationship between the lib nd the university community."

The second University Librarian noted t@

“I know that librarians are also %@ officers. We have done it here by having a librarian
attached to every college. So, t s& rarians are expected to do the work with their social skills.
Moreover, God has been helpiug us because we only need to call them. You know, we always
have one key person tha lk to in the college. Sometimes, we talk directly to the provost of
that college. Moreover, sontétimes, we decide to talk to heads of programs. If it comes to, if we

want specific thiiﬁ}i& lk to the heads of programs. And then, if we need something general,

we go directly to'the provost. So what we do is to ensure that we build up a relationship with our
colleges. We bujldTip a relationship with the provost and the staff there. We attend their board
meetings. er, whenever we get to the board meetings, we ensure we have something to
say so_th recognise us. So now they recognise us as part of their college. So, the university
lzbrarz [ take much time off to do all of these things. So by building a relationship with them,
we begm to socialise, and then at any time they can call us, we call them when we need content.
When we have issues with the content, we call them, so we are free to call them. We have used
our social skills to mobilise them. They are our key stakeholders.”

As presented by the third University Librarian:
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“When you look at social skills, I can talk on behalf of my colleagues; we all socialise equally.
We do have platforms for faculty and non-teaching staff. It is everywhere. That does not mean
that we discriminate. Our social networking and interaction are very okay. We relate with one
another because we see ourselves as family. So, when that is already in the picture, you will not
look at each other from a negative angle. We are friends and one family.”

The fourth University Librarian noted that:

“Well, they are trying, particularly the academic ones, in the areas of involving th@%:elves in
different committees, attending different workshops and conferences, and what inmovative
things they learn at these fora will be presented for implementation in the librf;Q

According to the fifth University Librarian: &

library stakeholders to innovate projects in the library, effe communication is crucial to
building relationships and garnering stakeholder suppor. dition, library personnel may
need to work with diverse groups, including staff, patron co umly members, and partners. In
doing this, understanding and managing one's emogb those of others can help build trust

and foster a positive environment."”

"For library personnel to have varying levels of success in util l:::ng e soczal skills to mobilise

As stated by the sixth University LibrarianQ

jects such as IR to authors, sensitisation during the
iversity, and making the library activities visible within
e library staff display their social skills."

“Creating awareness of the benefits
annual research fair organised in
university-wide committees are

Q 1an stated that:

The seventh Umversﬂ%

“You see, when ey eed something, your interaction with people and openness will help and
invite them. ance, we have a platform, the library platform. There is a staff platform.
There is a lj plalform. Why we deploy this new thing is in the library. When they are doing
somethin ide the library, we participate. Join us, and we mingle with them.” “Library is
well repiesénted. Then, I mean whether they are doing marriage, they are doing any ceremony,
whatever it is, you know, we mingle. We do not isolate ourselves, and we contribute. We assist
where our help is needed; we grant help. So it would be easier to maybe somebody would just
walk up to me. For instance, there is one program they just floated, and the woman needed a
space in the library. [ was not even in my seat when she came into the library, relationship and
met one of my academic librarians. They spoke, and they agreed. I was not there, but when I
came in, it was the same spot my mind had gone to, so I called out my staff. I saw this message
from this person. My mind is saying we should use this place. What do you think? He told me
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that was the place he took her to. I said the mind is working. So, if you do not have that kind of
relationship, people will find it difficult to approach you.”
“There was a time when some people did not even like the library; they believed they could
Google the net and use the internet. Moreover, sometimes, we do talk and Zoom meetings and
expose them to new content and arrival. When the new intake comes in, we take them through the
library. We expose them. We prefer students to only cluster within the reading area when we see
students. We have a seminar room and a conference hall here. So we introduce them to say,
please, we want you, okay, come and use this place instead of disturbing your community. So all
that helps us, we are not in isolation. Moreover, those who do not believe in the library will say
are you sure you have what I am looking for? You know that they will come. Some<people may
need to learn how to use the library and make maximum use of library content. So\you take your
time and take them to the shelf area where you have the journals. These ar rnals and
textbooks in your area. Look through.”
“There was a time I saw a lecturer, and she rarely came to the libra
have anything there. So one day, I saw her, and she ran to me and sai
some of the books I have been looking for. So we are the one, e advertise ourselves
because people naturally do not like libraries. They believe they w see everything; all they
need should be on the internet. They will tell you everythin eed is on Google, advanced
)

he“Said they did not
not know you have

Google. They can get it, and Google Scholar will give t is you that will advertise the
library, and when we also have, like if we have subscribe y database or we have, we bring
it out to them. We call their attention, updates, new iu% ew arrival, etc.”

As presented by the eighth University Librar@

“Innovative project management and unication in public universities is a leadership
phenomenon. However, as such, in ive ideas are usually communicated to the university
administration or stakeholders thr ectional or departmental heads. However, for this to be
effectively and efficiently done, mes personal relations are assets in this way. In this case,
people can use their affili zi@m achieve some ends or draw the administration's attention to
some peculiar needs i% niversity. Undoubtedly, you have things about lobbying and
pressure groups that c%x more visible. You have pressure groups that could be described as

behind—the—scenesi@' \as it were.”

The ninth Upﬁgity Librarian noted that:

"I will™qlso describe social skills as people skills, your ability to relate well with people.
Moreover, it is very germane to the implementation of any innovation. We must always
remember that whatever system we are building, we are building it for people; whatever
innovation you are introducing, you are introducing it for people;, whatever service you are
providing is meant for people. The people must believe in that system. Moreover, their belief will
depend on the service provider. When we noticed apathy in the disposition of lecturers to
submitting their materials, we would go from office to office (digital campaign) to talk to them
about the IR, what they stand to benefit not the features, because an average consumer is not
interested, in the features of a product but what he will benefit from that product. Anyone who
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does not have good people skills will find it challenging to do that. The majority of staff in this
library have good social skills. Occasionally, we do orientations emphasising the importance of
our jobs. In terms of social skills, they are trying their best because they can note its importance
in driving innovative services, especially IR.

The tenth University Librarian stated: "We do not have much of that for now”.

In summary, most library personnel could utilise their social skills to mobilise library
stakeholders to effect innovative projects through good people skills, digital came&ersonal
affiliations, pressure groups, sensitisation, social networking and engaging th@/@/orkshops.
Question 3: What strategies do your personnel deploy to unde@ the emotions and
perspectives of co-staff and attain the library's organisational (@ives?

A University Librarian noted that: Q

“You will agree with me that for every organisation, th
So, this social aspect makes the individual in that or,
to co-relate with each other. Our staff has list
personnel to understand the emotions an
organisational objectives. So they give listening ears themselves, and they show interest in each
other's situations. So this is evident. thg%o empathise with each other. Besides, as a faith-
based institution, we believe in exaltinggu Selves through God's words, particularly during staff
fellowship and devotions. So tl@ some of the strategies we use: giving listening ears,

135 the social aspect of an organisation.
tion or that makes up the organisation
ears on the strategies deployed by our
ectives of co-staff to attain the library's

exalting ourselves, and encour. ourselves. So, this is how we manage the emotions of
ourselves so that we can also, a good work environment.”

The second Universi\ %rarian noted that:

“You agree that an resources are the most difficult resources to manage. You need to be
able to man ur human resources effectively to be able to manage the other resources well.
One of th tegies we have employed in managing our human resources is to ensure a solid

interpersondl relationship among the staff. So we work like brothers; we work like a family. So if
somebody has issues with another person, you can freely meet someone and say, please let me
talk to this person; this is the issue. You are, moreover, being that we have... policies on the
ground. It is not expected that two staff should be seen fighting each other. And then, you know,
this is the library. [ was telling somebody before I came up just now, I said, you were talking this
morning, you were talking from the middle floor. I could hear from my window. If I could hear
from my window, someone else on the same level as you would be hearing. I said, so please,
whatever it is that is bordering on you, please just know that this is a library. Do not shout. I say,
now you have been shouting since the morning. Did it solve your problem? The person said, no, [
said okay, so what have you achieved by shouting? I said you need to be calm whenever you face
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challenges like that. One of the ways we do this is we do what we call mediation. We mediate
between staff if they have issues like that. You know you let them see goodness with each other.
You spend the bulk of your day in the workplace. You cannot afford to have issues with someone
else because when you come the next day, that will be the first thing on your mind. Moreover,
you know from experience that has been a problem because when you have issues with somebody
in the workplace, and you are coming to work, you are coming with a heavy heart, and you're
not going to be performing at your optimal level when you have people at the workplace. So you
let them talk and listen to each other, and then you mediate between two parties and let them
solve their issues. However, if they are in the same unit, I discover that the issue is becoming too
prolonged. You can put them in two different units so that they do not work togethexand affect
workplace performance. Over time, you discover that they will solve the issues. Sothose are the

key strategies we have been using." : Q

As presented by the third University Librarian: O&

there is what we call academic advance for all staff (all thos king in that environment are
working for the goals and objectives of the institution). It i ual event. So that alone is like
a refresher on why you are here."

“All these strategies are already put in place before the commeﬁ:e of any academic session;

The fourth University Librarian noted that: 6
“By actively listening to themselves; ask stionS' seeking clarification on any matter not

too clear; not dwelling on assumptio vmg compassion for one another; counting and
considering the views of everyone, n ing their status, gender, religion, among others.”

According to the fifth Unﬁ@bmﬂaﬂ

“We always encoura personnel to collaborate and network while library leadership
provides proactzvi th

As stated b xth University Librarian:

“Showi terest in personal wellbeing, promotion and development of staff, open door policy
as well as personal interaction with members create a conducive environment for people to
work”

The seventh University Librarian stated that:

"We are not many; it is a small library now. We work as a family. Moreover, because of the
special place of God, some of us in the university, who are the main management staff, are
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pastors. Moreover, we know this is not a boss-servant relationship. You can see me with my staff
playing with them. So if one of them just came in with, you know, we share our burdens. We
encourage one another. Nigeria's situation will expect you to encourage yourself. Just like the
Bible says, David, when he finds himself in emotional trauma, the Bible says he encourages
himself. So you do not add to people's burdens. By this time of the situation in this country now,
you will try to enlighten people's burden. So when we now have users, there are times that we
have had users coming sick, such as students who are sick. We call an appropriate person, we
call their DSA, and we have a student here who is sick. Please, can you..., we call chapel, we call
a doctor. It is because we look kind. If we did not look kind, there is no way we would know that
somebody is not feeling comfortable in one of our reading rooms. So we try to look-around, and
like I told you, students come here to express their feelings. So, there are ways we te'well. We
relate well to people; there is no fear in expressing whatever is brought o ou look at
somebody who can be so cheerful and the person becomes moody. If you look at our 30
commandments, we have 30 commandments written for us by ouro%(e Overseer, the
Chancellor of the University, Dr. Dike. I should have one there when at it and read it. It
helps our relationship and focuses on what the university stands for. s expected that even if
you feel one kind and enter this place, that burden should be removed from your life. So we try
as much as possible to be friendly and understand. You see, you understand yourself, or
when you understand the terrain or the situation we find s in, it will help you. And then
we are of the consciousness of the fact that we can meet qutsidé this place. That is my philosophy
of doing things. I came from somewhere, and my tenur %Psoon end, so why should I carry the
whole 'wahala' of being brutal to people because I to show them I am the boss? I do not
even need an introduction. I do not need to show these are the ways we work. As I used to
say, when there is a job, we all gather to do \@ n there is no job, we must put groundnuts on
the table and eat. We eat together. Life is like that. However, if you come in when we are having

our accreditation, you will see how w here. There is no UL. The NUC man will say,
Madam, 'Go and sit down'. I will. e all here to work and, you know, to work for the

institution's progress. So when yo in that atmosphere with people, you can walk in and
pray. We have a church very elsﬁ ere you can walk in and pray, and it will lessen whatever

challenge is confronting )%@4 individual.”

As presented by the @ University Librarian:

“This is to saythat formalised emotional intelligence and soft skills development are rare in this

part of the or in this terrain. Attempts to deploy these skills in public institutions are only
still peri, or at a peripheral stage. It might not be that formalised; it might not be that
intentio ou see the expressions and people by their native intelligence and intuition, a

wealth of experience, and leadership qualities display or deploy some traits found in the
emotional intelligence concept in the management of the library establishment. However, you
will agree that formalised efforts are still at a low ebb state in this part of the world. Intense
training is more obtainable in the private sector and is occasionally taught at higher levels or at
professional levels at conferences and workshops geared towards achieving some specific ends.
Moreover, in-house efforts are occasionally practised in this part of the world. However, there is
no gain-saying or over-emphasising that teaching or coaching in emotional intelligence
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exercises is desirable and the way to go in the 21¥-century work environment management
landscape.”

The ninth University Librarian noted that:

"We have tried to promote harmonious relationships amongst ourselves as much as possible. We
see ourselves as our brothers' keepers. We have tried strategies to ensure there is a harmonious
relationship;, we see ourselves as members of the same family. In management, you will use
carrot and stick, but it is carrot most of the time. The stick is almost the last result.” *

“Also, incentives are not always monetary, but incentives like training, confe %s, etc. are
significant. A policy here is that every academic librarian must attend one local
conference in a year and one international conference in 3years. The unive@lll sponsor it.
Then, for non-academic library staff, whenever we see any local trainifg, we sponsor them as
much as it is relevant to what they are doing here. They will go. Th iversity will support it.
Then, from time to time, we organise in-house seminars and ps among ourselves.
Sometimes we bring someone from outside. They feel maotivated.” We use motivation, a
harmonious environment and mutual respect for ourselves.” 6

According to the tenth University Librarian: er
"According to the respondent, one good thing tha een working for us here is the leadership
style. You need to be fine; your home need fine before you can be productive at work.

Moreover, that rubs off on all. What we ‘\gaih by making others more emotionally stable is
greater than anything. Here, we are all encouraging one another."

In line with the participants® &%sions, creating friendly relationships, collaboration, and

attending to the welfare b@% are some of the key strategies deployed by library personnel to

understand the et@%d perspectives of co-staff in a bid to attain the library's organisational

objectives. b
4.3 Te@otheses

This section covers the regression analyses carried out on hypotheses one to four. Linear
regression analysis was adopted, and this study's pre-set and acceptable significance level was

0.05.
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Hol: There will be no significant influence of organisational culture on the management of
institutional repositories among personnel in academic libraries of Southwest, Nigeria.

The above null hypothesis was tested using simple linear regression analysis. Data measuring
management of institutional repositories were regressed on data measuring organisational
culture. The results of the regression analysis are presented in Tables 4.7 a, b and ¢ below.

Table 4.7: Regression analysis for influence of organisational culture on the gément of

institutional repositories among personnel in academic libraries of Southyve geria

a. Model Summary &
O\

Model R R Square Adjus Std. Error of
Square the Estimate

1 619 383 38 29868

a. Predictors: (Constant), Organisational Culture \)v

b. ANOVA? ?\be

Model Sum of df rbv Mean F Sig.
Squares \\Q Square
1 Regression 13.486 I 13.486 151.177 .000P
Residual 21767 ’\\g 089
Total 35253 ¢ 245
a. Dependent Variable: Managem Qg\f Institutional Repository
b. Predictors: (Constant), Orga‘r@onal Culture
c. Coefficients QQ
Q Unstandardised Standardised
6 Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 \;&stant) 1.590 156 10.191 .000
Organisational Culture 576 .047 .619 12.295 .000
a. Dependent Variable: Management of Institutional
Repository

Source: Field Survey, 2024

Table 4.7a reveals that organisational culture has a high and positive correlation (R = 0.619) with

the management of institutional repositories among personnel in academic libraries of Southwest
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Nigeria. Also, the coefficient of determination (Adj. R?> = 0.380) shows that organisational
culture explains 38.0% of the variance in managing institutional repositories among personnel in
academic libraries of Southwest Nigeria. The remaining 62.0% variation in the management of
institutional repositories among personnel in academic libraries of Southwest Nigeria is
explained by other factors not investigated in this study. Table 4.7b shows the overall
significance of the model for hypothesis one (F(1, 244) = 151.177, p < 0.05). [ %\, Table
4.7c shows that if all other factors remain constant, a unit change in organisati culture will
lead to a 0.576 increase in the management of institutional reposi@ mong personnel in

academic libraries of Southwest, Nigeria at a 95% level of c§ﬁ$ (B =0.576, p < 0.05).
O

Hence, based on the result of the regression analysis, the thesis, which states that there

will be no significant influence of organisational 51@8%011 the management of institutional

repositories among personnel in academic librarie outhwest Nigeria, is rejected.

NQ

Ho2: There will be no significant influenc Othital competencies of library personnel on the

management of institutional reposit@among personnel in academic libraries of Southwest,

Q
N\

The second null hypothes@% tested using simple linear regression analysis. Data measuring

Nigeria. .

the management ‘c& itutional repositories were regressed on data measuring library
1 ¢o

personnel's digi mpetencies. The results of the regression analysis are presented in Tables

48a,b, ’aelow.
&
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Table 4.8: Regression analysis for influence of digital competencies of library personnel on
the management of institutional repositories among personnel in academic libraries of
Southwest Nigeria

a. Model Summary

Model R R Square Adjusted R Std. Error of
Square the Estimate
1 6682 447 444 28278\
b. Predictors: (Constant), Digital Competence Q\
b. ANOVA? < Q
L
Model Sum of df Mean 12N Sig.
Squares Square
1 Regression 15.742 1 15.742
Residual ~ 19.511 244 .OSQ
Total 35.253 245 O\

a. Dependent Variable: Management of Institutional Repogitoty’
b. Predictors: (Constant), Digital Competence ’b

¢. Coefficients @

L\

* ’\ﬁﬁ\andardised Standardised
4,&(:) Coefficients Coefficients
B

Model . @ Std. Error Beta t Sig.

1 (Constant) N\ 1.231 162 7.580 .000
Digital Competen Q .643 .046 .668 14.031 .000

a. Dependent Vari anagement of Institutional

Repository g\'

Source: Field Survey; 2024

Table 4.8a sts that the digital competence of library personnel has a high and positive
correlw%{ = 0.668) with the management of institutional repositories among personnel in
academic libraries of Southwest Nigeria. Also, the coefficient of determination (Adj. R? = 0.444)
shows that the digital competence of library personnel explains 44.4% of the total variance in
managing institutional repositories among personnel in academic libraries of Southwest Nigeria.

The other 55.6% variation in the management of institutional repositories among personnel in
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academic libraries of Southwest Nigeria is explained by factors not investigated in this study.
Table 4.8b shows that, overall, the model for the second hypothesis is significant (F(1, 244) =
196.866, p < 0.05). More so, Table 4.8c shows that, if all other factors are constant, a unit change
in the digital competence of library personnel will lead to a 0.643 increase in the management of
institutional repositories among personnel in academic libraries of Southwest Nigeria at a 95%
level of confidence (B = 0.643, p < 0.05). Therefore, in line with the result onr ression
analysis, null hypothesis two, which states that there will be no significant ifrfluence of the
digital competence of library personnel on the management of instit@repositories among
personnel in academic libraries of Southwest Nigeria, is rejected %

¢ management of institutional

Ho3: Emotional intelligence will not significantly influef
repositories among personnel in academic libraries i S@vest Nigeria.

The third null hypothesis was also tested usm si inear regression analysis. Data measuring
management of institutional repos1tor1 re regressed on data measuring emotional

intelligence. The results of the regres 65 nalysis are presented in Tables 4.9 a, b and ¢ below.

Qﬁ\
Q)
E)Q
&
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Table 4.9: Regression analysis for influence of emotional intelligence on the management of
institutional repositories among personnel in academic libraries of Southwest Nigeria

a. Model Summary

Model R R Square Adjusted R Std. Error of
Square the Estimate
1 .620° 384 382 29823

a. Predictors: (Constant), Emotional Intelligence

b. ANOVA® (\Q\

p
Model Sum of df Mean F k;" Sig.
Squares Square &
1 Regression 13.551 1 13.551 @.}59 .000P
Residual 21.702 244 .089
Total 35.253 245 ~\

a. Dependent Variable: Management of Institutional Reposit.
b. Predictors: (Constant), Emotional Intelligence

c. Coefficients 6
U st§§ardised Standardised
o Xéefﬁcients Coefficients

Model é Std. Error Beta t Sig.

1 (Constant) QJ 1.313 178 7.390 .000
Emotional Intellige \ A .627 051 .620 12.343 .000

a. Dependent Variable '@ment of Institutional

Repository

Source: Field Suryey;2024

Table 4.9a inggesﬁhat the emotional intelligence of library personnel also has a high and

positive @a
vt

personne¥n academic libraries of Southwest Nigeria. Also, the coefficient of determination (Ad;.

ion (R = 0.620) with the management of institutional repositories among

R? = 0.382) shows that the emotional intelligence of library personnel explains 38.2% of the total
variance in managing institutional repositories among personnel in academic libraries of
Southwest Nigeria. The other 61.8% variation in managing institutional repositories among
personnel in academic libraries of Southwest Nigeria is explained by factors not investigated in
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this study. Table 4.9b shows that, overall, the model for the third hypothesis is also significant
(F(1, 244) = 152.359, p < 0.05). In addition, Table 4.9c shows that if all other factors remain
constant, a unit change in the emotional intelligence of library personnel will lead to a 0.627
increase in the management of institutional repositories among personnel in academic libraries of
Southwest, Nigeria at a 95% level of confidence (B = 0.627, p < 0.05). Hence, according to the
result of the regression analysis, null hypothesis three, which states that thefe Jwil be no
significant influence of emotional intelligence on managing institutional repdsitories among
personnel in academic libraries of Southwest Nigeria, is also rejected. 0

Ho4: There will be no significant combined influence o c@sational culture, digital
competence and emotional intelligence on the manageme stitutional repositories among
personnel in academic libraries of Southwest, Nigeri ’bQ

Multiple linear regression analysis was used to t% e fourth null hypothesis. Data measuring
the management of institutional repositories regressed on data measuring organisational
culture, digital competence, and emotim{& lligence. The results of the regression analysis are
shown in Tables 4.10 a, b, and c. \(‘J

N
¢
S
NS
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Table 4.10: Regression analysis for combined influence of organisational culture, digital
competence and emotional intelligence on the management of institutional repositories
among personnel in academic libraries of Southwest Nigeria

a. Model Summary

Model R R Square Adjusted R Std. Error of
Square the ate
1 7412 .549 .543

2
N
a. Predictors: (Constant), Emotional Intelligence, Organizational Culture, Dig'CSC‘()n etence

b. ANOVA® ,\

(@
Model Sum of df Mean %\JT Sig.
Squares Square
1 Regression 19.352 3 6.4SO "~ 98.181 .000°
Residual ~ 15.900 242 @
Total 35.253 245 ~
a. Dependent Variable: Management of Institutional aﬁ\ik)ry
b. Predictors: (Constant), Emotional Intelligence, O ational Culture, Digital Competence

¢. Coefficients ®%

F\ﬁandardised Standardised

‘{E—J Coefficients Coefficients

Model . ‘\\ B Std. Error Beta t Sig.

1 (Constant) 13?\ 678 167 4062 000
Organisation re 298 052 320 5.731 .000
Digital nce 384 .060 399 6.357 .000
Emagti ntelligence 138 .068 137 2.026 .044

a. Depen ariable: Management of Institutional

Reposi

SourcM d Survey, 2024

The results of the fourth null hypothesis are presented in Table 4.10. According to Table 4.10a,
emotional intelligence, organisational culture, and digital competence have a high and positive
correlation (R = 0.741) with the management of institutional repositories among personnel in

academic libraries of Southwest Nigeria. In addition, emotional intelligence, organisational
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culture and digital competence explain 54.3% (Adj. R? = 0.543) of the total variance in managing
institutional repositories among personnel in academic libraries of Southwest Nigeria. Other
factors not investigated in this study explained the remaining 45.7% variation in managing
institutional repositories among personnel in academic libraries of Southwest Nigeria. Also,
Table 4.10b shows that the overall model for the combined hypothesis is significant (F(3, 242) =
98.181, p < 0.05). Q\

In addition, Table 4.10c shows that for the combined influence on t@lagemem of
institutional repositories among personnel in academic libraries of Sc@r t Nigeria, at a 95%
level of confidence, if all other factors remain constant, a uni h@in organisational culture
will lead to 0.298 increase in the management of instituti Qp

academic libraries of Southwest, Nigeria (B = ;g@& 0.05). Likewise, for the combined

influence on the management of institutional tep s, given that all other factors are constant

ositories among personnel in

at a 95% level of confidence, a unit change 'Xgital competence will lead to a 0.384 increase in
the management of institutional repo{ﬁ?@s among personnel in academic libraries of Southwest,
Nigeria (B = 0.384, p < 0.05): e so, for the combined influence on the management of
institutional repositories,@her factors remain constant at a 95% level of confidence, a unit
change in emotio l{{ igence will lead to a 0.138 increase in the management of institutional
repositories ameng personnel in academic libraries of Southwest, Nigeria (B = 0.138, p < 0.05).
There ore@he regression analysis results, null hypothesis four, which states that there will be
no significant combined influence of organisational culture, digital competence, and emotional
intelligence on managing institutional repositories among personnel in Southwest Nigeria's

academic libraries, is currently rejected.
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4.4 Discussion of Findings

Research question one was raised to assess the management level of institutional repositories
among personnel in academic libraries of Southwest Nigeria. The management of IR by library
personnel was assessed in terms of content, systems and network, policy, and use, user and
submitter as the four dimensions constituting the focus of the study. Content%icts the
collection of library information resources in electronic formats, preserved an accessible
to the academic community through the IR. On the other hand, a pob'&i e enactment of
policies that guide adequate implementation of institutional reposit d coordination of the
human elements within and without the academic libraries i@uthwest Nigeria for effective
marketing, advocacy and awareness for the IR. System &Qtwork refer to library personnel
managing the software and other hardware in the @@tory and integrating the platform with
other complementary technologies within@ demic libraries. Finally, Use, User, and
Submitter reflect the process of man% the user and the contributors of content to the
repository by the personnel in a@gac libraries in Southwest Nigeria in a way that will
guarantee adequate conte t,@n completeness of the resources in the IR and make the

patronage of the reposit&y users sustainable.

The results r% that the relevance, quality, currency, updates, diversity in formats and
subject ar@nd size of information resources and content uploaded to the IR, which could be
challenged by low submission, are crucial to meeting the needs of users, promotion of research
and learning, and most importantly the management of institutional repositories. Thus, a high
level of content was revealed as an indicator of the IR management level among library
personnel in Southwest Nigeria. This high level indicates that the content recruitment and

management in the repositories performed flawlessly except for a slight challenge of low
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submission by authors. This result aligns with an earlier finding in the literature attesting to low
content submission.! The results also revealed that the efficiency and high performance of IR
managers is a function of the available IR software/hardware and its administration, expertise in
IT, interoperability of institutional repositories, multidisciplinary and collaborative research, IR
integration into other library management systems, compatibility of systems and regular
maintenance of equipment. Therefore, a high level of systems and networks is an cha r of the
management of institutional repositories among personnel in academic lib%/@f Southwest

Nigeria. O&

Similarly, the results revealed that policies on awareness, acy, promotional activities to
stakeholders, a robust marketing strategy, use of the neégia as marketing tools, archiving,
data curation, preservation and use, and copyrig%’bd licensing issues contribute to easy
management of IR. Therefore, a high level O@y indicates the management of institutional
repositories among personnel in acadeﬂ\?%braries of Southwest Nigeria. Finally, the results

revealed that using IR content, w@h‘?an be determined through incorporated metrics, is the

N

primary object of creatin @maintaining the repository. An interactive IR, multiplicity of
gﬁ

information sources, elf-archiving model, cordial relationship between the library
°

personnel and séb&r, and assistance by library personnel in digitising print materials

contribute t se and submission of materials to the IR. Aside from the language barrier, the

high L&@gﬂf use, user, and submitter were indicators of the management of institutional

repositories among personnel in academic libraries of Southwest Nigeria.

Overall, the management level of institutional repositories among personnel in academic libraries
of Southwest Nigeria is high despite the low submission of materials and language barrier that

inhibits non-speakers of the English language, which is the language of the repositories. This
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position was reflected in the weighted mean of 3.50. The university librarians further
corroborated this position when they revealed that the level of performance of academic libraries
and personnel in managing institutional repositories in Southwest Nigeria is above average. The
university librarians noted that the management of content, systems and networks, policies, and
use, as well as user and submitter of the IR, has been good despite a few surmountable
challenges. This result contradicts earlier findings suggesting that the average perférmante of the
African institutional repositories remains below average?. The findings, ho@/ ; reaffirm the
position of other researchers who made content, policy formulation @ftware management

the cornerstone of IR management in the university system 34

Research question two was raised to assess the prevalent&g@saﬁonal culture among personnel
in academic libraries of Southwest Nigeria. The org@onal culture denotes the shared values,
beliefs, attitudes, and behaviours that deﬁnary workplace as a corporate organisation.
The extent to which these sets of values \hksigniﬁcantly influence the positive management of
IR among library personnel iné&%west Nigeria, thus enhancing planning, collection
development process, user s@e delivery and preservation of the IR content was examined. In
order to appraise the culture<of the academic library, involvement, consistency, and adaptability
"X
were the denom@ adopted as measures of the library organisational culture in Southwest
Nigerian ac ic libraries. Involvement measures the degree to which the library personnel
active@x&ﬁcipate, engage, and contribute to the shared values, norms, beliefs, and practices
within the academic libraries in Southwest Nigeria, especially concerning managing institutional

repositories.

Empowerment, team orientation and capacity development were used as measures of

involvement. Consistency, on the other hand, examines the extent to which the degree of
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uniformity, coherence, and stability in the values, beliefs, norms, symbols, and practices in the
library aligned and consistently manifested across different levels, departments, and functions
within the academic libraries in Southwest, Nigeria. Core values, agreement, coordination and
integration were used to measure consistency. Adaptability defines the ability of library and
library personnel to respond effectively to changes in its internal and external environment while
maintaining its core values, identity, and purpose in information service deliv@process
requires fostering a culture that encourages flexibility, innovation, and resilience*in the face of
modern information technologies' challenges, uncertainties, and oppo@&s. Change creation,

customer focus, and organisational learning were adopted fS%Mes of adaptability to

organisational culture. Q

The results depict the prevalence of library p@réﬂel involvement as an indicator of
organisational culture in academic libraries @@west Nigeria. The findings emphasised this
assertion, which showed that the libra\ sonnel were empowered by fostering a sense of
belonging, participating in plannin%khlecision-making, and delivering information relevant to
their job responsibilities. q@y, teamwork was a common denominator within the libraries.
The level of cooperatio ﬁscends units and hierarchies. The capacity of the library personnel
N
witnessed const@)mp vement in the delegation of authority and investment in skills
developme %the staff. The organisational culture of the academic libraries in Southwest
Nigeri?\é%ouraged the involvement of her personnel in library planning, decisions and
implementations. In a study, the researcher noted possession of a culture of teamwork, employee
commitment, and involvement, a responsive and adaptive approach to change, open information

sharing, effective knowledge management, and a learning-oriented mindset as the hallmarks of

an organisational culture that aid companies to achieve corporate goals®. Thus, the result of this
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current work affirms the relevance of the involvement of library personnel in the successful
management of the IR, which another author considered a reflection of the achievement of any
institution®. Others noted that creative ideas, high performance and commitment are all
reflections of the involvement of personnel in library planning and operations in Nigeria and
Ghana 7 8 9 <10 <11

The results revealed that consistency was prevalent in the organisational cultureQﬁs, ethics
and beliefs practised in the academic libraries. This consistency was stressed in'the affirmation
of the availability of core values in the form of ethical codes@&h were practically
demonstrated by the leadership. At the same time, defaulters were $s held accountable in the
case of infractions. These core values highlighted h isSties are resolved in case of
disagreements, the path to mutual resolution of disagre. s to the delight of all members and a
consensually agreed way of doing things. Thus, a%; ent was an indicator of consistency. The
results also showed that a consistent and &é& able approach to information delivery service
and alignment of perspectives and @across units and levels in the libraries demonstrated

coordination and integration as {&%ﬂicator of consistency in organisational culture among the

libraries and library pem@&n Southwest Nigeria. Thus, consistency was prevalent in the

organisational cufﬂ@ Southwest Nigeria libraries. This prevalence further consolidates

previous ﬁndi@

mission, ‘ngmphasis on core values, agreement, coordination, and integration in the corporate
cultureklany firm'?

The results further revealed that a high level of adaptability was prevalent in the organisational

t consistency is the most prominent trait in forging a long-term vision and

culture of the academic libraries in Southwest Nigeria. The adoption of new ways to do things,

flexibility in approaches, and adequate response to new competitors are ways the academic
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libraries relate to creating changes as indicators of adaptability. Results also showed a high
prevalence of customer focus as a measure of library adaptability. Changes could be effected
when users make recommendations or suggestions, which are later reflected in corporate
decisions. These are achieved even through direct contact with the users while collating their
inputs. The results revealed that adaptability is prevalent due to the spirit of organisational
learning practised in academic libraries in Southwest Nigeria. Thus, adaptability n indicator
of organisational culture in academic libraries of Southwest Nigeria. On the aggfegate, it was
found that organisational culture was prevalent in academic librarie@%uthwest Nigeria, as
reflected in the weighted mean of 3.31. This position was also u@d by the revelation from
the university librarians of the universities that the resp rganisational culture in their

i i@f labour, staff involvement in the

orn out of leadership by example. These

libraries creates an environment for teamwork,

decision-making process, and adaptability to cha
have created a positive influence on worl%management in the library. Previous works had

equally emphasised the position of a@}ﬂi to ensuing situations and technologies within the

work environment as a necessit@'rganisational growth!3« 14« 15,

Research question thr@ raised to identify the level of digital competence of personnel in

academic librariQ)Qé

presence of ledge, skills, and attitudes that individual library personnel need to effectively

hwest Nigeria. Digital competence in academic libraries refers to the

use aﬁﬁk%ﬂrigate digital technologies in academic libraries in Southwest Nigeria. Five
competencies were adopted to measure the digital competencies of the library personnel.
Information and data literacy encompasses the knowledge, skills, and attitudes necessary to
navigate the vast amount of information available in the repository, critically assess its quality

and reliability, and leverage data effectively for decision-making and scholarly dissemination by
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library personnel in academic libraries in Southwest, Nigeria. Communications and collaboration
attend to the ability to effectively communicate, share information, and work together with
others using digital repository technologies and platforms by the library personnel in academic

libraries in Southwes, Nigeria.

Library personnel possess digital competence in information and data literacy, with the ability to
use data visualisation tools and conformability to working with data ir official
responsibilities and activities within the library. Besides, library perso@ independently
surf the internet with their ability to manipulate search engines, beahi mind that only some
information on the net is reliable. The library personnel are iatlon and data literate to the
extent that they can save or store files or content such a: te@pictures, music, videos, and web
pages and retrieve them once saved or stored. Th%@lation contradicts earlier findings that
suggested a need for ICT infrastructure @ literacy as a common challenge to IR
management in Africa'® and other devel\h%countries 17 Tronically, some other works had toed

the line of the current discovery,é&wledging an appreciable level of competence in data

literacy ¥ 1% and ICT pu@@%

Similarly, results EQ\Q’% that the library personnel in Southwest Nigerian academic libraries
possess a hig&gd'of digital communication and collaboration competencies. These library
personnel@’bommunicate with others using a mobile phone, Voiceover IP (e.g. Skype), e-mail
or chat\—/ using basic features(e.g. voice messaging, SMS, send and receive e-mails, text
exchange). The personnel can share files and content using simple tools and digital technologies
to interact with services (such as governments, banks, and hospitals). The library personnel know

social networking sites, online collaboration tools, and specific communication rules apply when

using digital tools (e.g., commenting and sharing personal information).
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The results further revealed that the library personnel in Southwest Nigerian academic libraries
possess the competencies for digital content creation. This capability includes producing
straightforward digital content (e.g., text, tables, images, audio files) using digital tools in at least
one format. Inclusive in this capability is the competence to create visual designs for web pages
or social media graphics, make basic editing to content produced by others, know that content
can be covered by copyright and apply and as well modify simple functions Qse ings of
software and applications that they use (e.g. change default settings). ThisQis/ ery does not
tally with earlier findings that there was a deficiency in digital crnd digital identity

management among librarians related to information service delfve

Furthermore, the results revealed that the personnel are6$ent in applying safety measures
using digital tools and appliances. Library staff in a@ic libraries of Southwest Nigeria know
how to protect mail accounts against phishing\\@rQasic steps to protect devices (e.g. using anti-
viruses and passwords), are aware that t@dentials (username and password) could be stolen,
know it is not advisable to rev%g‘?vate information online and know that using digital
technology too extensively c@iﬁcantly hurt health. Finally, the library personnel can solve
some digital problems. $ libraries' personnel are competent in how to troubleshoot if a
problem arises v@®

problem oc@r when using a new device, program or application, and know how to solve

g digital devices, can find support and assistance when a technical

some }sg%é problems (e.g. close the program, re-start computer, re-install/update program,
check the internet connection), know that digital tools can help in solving problems. The library
personnel in these academic libraries in Southwest Nigeria know they have limitations when
confronted with a technological or non-technological problem. On average, the personnel in

academic libraries of Southwest Nigeria possess a high level of digital competence, as reflected
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in the overall weighted mean of 3.52. This competence was further strengthened by the position
of the university librarians, who described the digital competence proficiency level of their
respective library personnel in light of the Digcomp framework, information and data literacy,

communication and collaborations, and digital content creation as above average.

Previous research outcomes noted that professional librarians needed to gain skilL&ordering
electromagnetic systems, burglar systems, quick response codes, access control@gms, content
management systems, reference creation and management, biometric techo ; and R software
in statistical packages??. Similarly, in another study, librarians wer y competent content-
creation out of the five competency areas outlined in the Dig(@ framework 23. Therefore, the
study's findings show a clear improvement in the digital @etency level of library personnel

Q

above what was obtainable in the past. 6’6

Research question four was raised to identi \Qe emotional intelligence level of personnel in
Southwest Nigeria's academic librarieé‘;Y%E apacity refers to the ability of library personnel in
academic libraries in Southwes@ia to recognise, understand, manage, and effectively use
one's own emotions and.to %\eive, interpret, and respond to the emotions of other personnel
within and outside @)rary. It involves skills and competencies that enable individuals to
navigate soci sigaedons, build and maintain relationships, and make sound decisions based on
emotiona@eness. Self-awareness, empathy and social skills were adapted as tools to measure
the em\ofonal intelligence of the library personnel. Self-awareness is the conscious
understanding and recognition by library personnel in academic libraries of their thoughts,
feelings, beliefs, strengths, weaknesses, motivations, and behaviours in the context of their
professional roles within IR management. Empathy involves understanding and sharing the

feelings, perspectives, and needs of stakeholders involved in the scholarly communication
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process by the library personnel in academic libraries. Social skills enable personnel in academic
libraries in Southwest Nigeria to communicate effectively, engage stakeholders collaboratively,
resolve conflicts diplomatically, lead teams inspirationally, support users empathetically, and

advocate persuasively.

The results revealed that the personnel in academic libraries of Southwest Nigeria.%e a high
level of emotional intelligence. It was revealed that the personnel's self-awar @ evel as an
indicator of emotional intelligence is high. The library personnel Wg% aware of their
emotional status and their feelings at the moment. Thus, the staff pr: to go solo when they
became emotional. Also, despite being emotional, the perso@ were still confident in their
ability to function effectively and make rational decis&@vithout the emotions negatively

affecting their performance or frame of mind. 6’6

Similarly, the results showed that the pers \\wgnblt a high level of empathy as a mark of their
high level of emotional intelligence. 'lé%%t&nnel displayed the ability to show sensitivity and
understand others' perspectives, Aghmgs from others' points of view, empathise with someone
else's problem and work@ meet the needs of their colleagues. The library personnel were
always attentive to, a@gng that could assist the professional development of fellow staff and
feel a real serse 0 \Ve and care for instilling the skills necessary for the growth of colleagues.
These lib@ersonnel consider the different backgrounds of colleagues as an advantage to
attainiMrary goals and the presence of other non-library experts as an opportunity to increase
library proficiency. Considering co-staff qualifications cannot affect how those personnel are
used to achieve library goals and targets. The findings of this work corroborate earlier research

conducted in India, which emphasised emotional stability, empathy, commitment and altruism,

self-awareness, and self-motivation as features of university library personnel?*. This position is
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given the fact emotional complexity, reflection on emotional themes, and exploration of self-

prejudices are what personnel are exposed to in the course of their daily work 2

Regarding social skills as an indicator of emotional intelligence, the personnel in academic
libraries of Southwest Nigeria maintained a good relationship with the library management team
and could effectively persuade library staff members to work towards a shared Visig%nd goal.
Similarly, the personnel displayed the ability to communicate views to 0ther®§nnel in the
library, network effectively to support the library goals and collaborate %gﬂér staff to attain
collective success. These personnel have strong expertise in buildin leading teams outside
the library workforce, working with difficult people as simp@ challenge to win them over,
reconciling differences with other people and resolvin&&icts involving other staff in the
library. The overall weighted mean of 3.48 indicﬁ%at the emotional intelligence level of
personnel in academic libraries in Southwes\@% is high. This was further corroborated by
the position of the university librarians)\@x stated that library personnel could manage their
emotions in challenging situatimu%@cause of knowledge gained during training or through
prayers. The ULs noted t a@ staffs were assisted by their excellent people skills, digital
campaigns, personal affi Qns, pressure groups, sensitisation, social networking and engaging
through worksho@

strategies lib@‘personnel deployed to understand the emotions and perspectives of co-staff to

attain ﬁa&ary‘s organisational objectives.

Social skills have been considered relevant to successful information delivery in the library

ly relationships, collaboration, and attending to staff welfare were key

environment?* 27

. Research has hinted at a significant correlation between job satisfaction, need
achievement, and teamwork (an outcome of social skills) among the staff of South West

academic libraries on the one hand and work performance of the staff on the other hand?®. Some
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findings revealed internal challenges within the library's four walls: inadequate library facilities
and services, inadequate open communication between the faculty and the library units, and
hierarchies. These were linked to the absence of social skills such as interpersonal
communication and relationships among the ranks and files?. Thus, the absence of cordiality
between the library personnel and the faculty in the book selection process * as observed earlier

S

From the results of the test of hypothesis one, it was found that orga&tg&fgl culture has a

in the literature has been proven obsolete by the present study.

strong and positive influence on the management of institutional re s among personnel in
academic libraries of Southwest Nigeria and that such inﬂu@ positions that organisational
culture prevalent in the academic libraries in Southw s@geria significantly influence IR
management among library personnel of the unive%rié Of all the organisational culture sub-
variables examined, involvement (empowe@%am orientation and capacity development)
has the highest relative influence on IR@gement among personnel in academic libraries in
Southwest Nigeria, followed by ad@f@ity (creating change, customer focus and organisational
learning) and consistency (c;®v lues, agreement, coordination and integration) respectively.
From the results, a uni Qnge in organisational culture will lead to a 0.576 increase in the
management of @\u\fo al repositories among personnel in academic libraries of Southwest

Nigeria at a evel of confidence (B = 0.576, p < 0.05) if all other factors remain constant.

Q
On theégregate, the result of the null hypothesis one revealed a p-value less than 0.05. Thus, at
a 95% level of confidence, the null hypothesis was rejected, and it was upheld that organisational
culture significantly influences the management of institutional repositories among personnel in
academic libraries of Southwest Nigeria. The coefficient of determination (Adj. R2 = 0.380)

shows that organisational culture explains 38.0% of the total variance in the management of
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institutional repositories among personnel in academic libraries of Southwest Nigeria. The
remaining 62.0% variation in the management of institutional repositories among personnel in
academic libraries of Southwest Nigeria is explained by other factors not investigated in this

study.

Null hypothesis two was formulated to determine the significant influence of librar%sonnel's
digital competencies on managing institutional repositories in academic libra Southwest
Nigeria. It was found that the digital competence of library personnel w ng and positive
influence on managing institutional repositories among personn Qﬂcademic libraries of
Southwest Nigeria. Such influence positions that the d1g1ta1 mpetence of personnel in the
academic libraries in Southwest Nigeria significantly in %gs IR management among library

personnel of the universities.

Of all the digital competence components % ed communication and collaboration have the
highest relative influence on IR n@)&e ent among personnel in academic libraries in

Southwest Nigeria, followed b@rmatlon and data literacy, safety, problem-solving, and

digital content creation, @Vely From the results, if all other factors are constant, a unit

change in the dliata&npetence of library personnel will lead to a 0.643 increase in the

management % i

Nigeria. ’b
\¥

On the aggregate, the result of the null hypothesis two revealed a p-value less than 0.05. Thus, at

tutional repositories among personnel in academic libraries of Southwest

a 95% confidence level, null hypothesis two was rejected, and it was upheld that digital
competence significantly influences the management of institutional repositories among

personnel in academic libraries of Southwest Nigeria. The coefficient of determination (Adj. R2
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= 0.444) shows that the digital competence of library personnel explains 44.4% of the total
variance in managing institutional repositories among personnel in academic libraries of
Southwest Nigeria. The other 55.6% variation in the management of institutional repositories

among personnel in academic libraries of Southwest Nigeria is explained by factors not

3

The null hypothesis three was formulated to determine the significant inﬂue@( emotional

investigated in this study.

intelligence on managing institutional repositories among personnel in{academic libraries of
Southwest Nigeria. It was found that the emotional intelligence of li dersonnel has a strong
and positive influence on the management of institutional sitories among personnel in
academic libraries of Southwest Nigeria and that su Quence positions that emotional
intelligence of personnel in the academic libraries i&é’hwest Nigeria significantly influences
IR management among library personnel of@ersities. From the results, a unit change in
the emotional intelligence of library per@wﬂl lead to a 0.627 increase in the management of
institutional repositories among pe@q%l in academic libraries of Southwest, Nigeria, at a 95%
level of confidence (B = 0.6@< 0.05) if all other factors remain constant. Overall, the null
hypothesis three resultsqrevedled a p-value less than 0.05. Thus, at a 95% confidence level, the
S

null hypothesis @

influences tb&éﬂagement of institutional repositories among personnel in academic libraries of

rejected, and it was upheld that emotional intelligence significantly

South@ﬁ&igeria. The coefficient of determination (Adj. R2 = 0.382) shows that the emotional
intelligence of library personnel explains 38.2% of the variance in managing institutional
repositories among personnel in academic libraries of Southwest Nigeria. The other 61.8%
variation in managing institutional repositories among personnel in academic libraries of

Southwest Nigeria is explained by factors not investigated in this study.
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Null hypothesis four was formulated to determine the significant combined influence of
organisational culture, digital competence, and emotional intelligence on managing institutional
repositories among personnel in academic libraries in Southwest Nigeria. The results found that
organisational culture, digital competence and emotional intelligence have a high and positive
influence (R = 0.741) on managing institutional repositories among personnel in academic
libraries of Southwest Nigeria. This influence shows that the organisational Qur , digital
competence, and emotional intelligence of personnel in the academic lib r@n Southwest

Nigeria have significantly combined to influence IR management@ university library

O

From the results, for the combined influence on the m I@ﬁent of institutional repositories

personnel.

among personnel in academic libraries of Southwes@’i@ria, at a 95% level of confidence, if all
other factors remain constant, a unit change i@%aﬁonal culture will lead to a 0.298 increase
in management of institutional repositor@slong personnel in academic libraries of Southwest,
Nigeria (B = 0.298, p < 0.05). Li (Qe, for the combined influence on the management of
institutional repositories, .V@ all other factors are constant at a 95% level of confidence, a
unit change in digital ¢ ;§nce will lead to a 0.384 increase in the management of institutional
repositories amo@é%o nel in academic libraries of Southwest, Nigeria (B = 0.384, p < 0.05).
More so, fo bombined influence on the management of institutional repositories, if all other
factors\i%fn constant at a 95% level of confidence, a unit change in emotional intelligence will
lead to a 0.138 increase in the management of institutional repositories among personnel in
academic libraries of Southwest, Nigeria (B = 0.138, p < 0.05). The null hypothesis four, which
states that there will be no significant combined influence of organisational culture, digital

competence, and emotional intelligence on managing institutional repositories among personnel
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in academic libraries of Southwest Nigeria, was rejected. It was upheld that there is a significant
combined influence of organisational culture, digital competence, and emotional intelligence on

managing institutional repositories among personnel in academic libraries of Southwest Nigeria.

Organisational culture, digital competence, and emotional intelligence explain 54.3% (Adj. R2 =
0.543) of the total variance in institutional repository management among personnel.dn\academic

libraries in Southwest Nigeria. Other factors not investigated in this stu lained the

remaining 45.7% variation. &
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Chapter Five
Conclusion
This chapter presents summary of findings of the study. It presents the conclusion based on the
result of data analysed, outlines the researcher’s recommendations and suggested areas for

further researches

5.1 Summary of Findings Q\

This study examines the impact of organisational culture, digital com&&f and emotional
intelligence on managing institutional repositories by person cademic libraries in
Southwest Nigeria. The research was guided by four key assuns that helped evaluate these
factors' specific and combined effects on repository man &t. Data collected were organized,
encrypted, and analyzed to assess the statistical @cance of each factor's influence on

institutional repository management, with hy;s tested at a 0.05 significance level.

From the data analysis and findings, @ main empirical conclusions were drawn:
1. The managementéw@‘itutional repositories among academic library personnel in

Southwest Nigeria “was generally high. Key components of effective repository
°
managementxcontent, systems, networks, policies, and user engagement—were well-
add , with only minor challenges.
2. \5@9 repositories contained diverse, relevant, high-quality, current, and updated
information resources across various formats and subjects. Although content submission
rates were somewhat low, this minor shortfall was outweighed by strengths in other

aspects of repository content management.
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3. The technical administration of software and hardware in the repositories was robust and
functional, showing high system and network reliability.

4. Appropriate policies were implemented to guide the use and management of the
repositories. Overall, operations related to repository usage, users, and content submitters

were rated highly.

This study highlights the strengths of repository management practices gting minor

improvement areas in content submission rates. &

The organisational culture within the library work environmen o%effective management of
institutional repositories. Library personnel actively particrepository operations through
empowerment, teamwork orientation, and continuo 93 y development. Staff are engaged in
decision-making at various levels, encouraged in work, and offered regular in-house and
external training, introducing them to &e\glibrary practices. Additionally, the library

environment demonstrates a shared @mtment to core values among personnel, creating an

integrated, coordinated atmosp@qj

N\
The libraries in South&gngeria are adaptable to new practices in librarianship, all aimed at
°
meeting clients' @mﬁon needs and expectations. Regular communication channels enable
staff suggesti and ideas to contribute to ongoing innovations. Overall, the organisational
culture\q%%se academic libraries supports teamwork, division of labour, staff involvement in

decision-making, adaptability to change, and adherence to library ethics.

Library personnel in Southwest Nigeria exhibit a high level of digital competence, especially in

information and data literacy, such as saving and retrieving files and digital content like text,
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images, music, videos, and web pages. They are also skilled in digital communication,
collaboration, and content creation. They are adept at implementing safety measures when using
digital tools and troubleshooting common technical issues (e.g., closing programs, restarting
devices, re-installing or updating software, and checking internet connections). These digital
competencies have positively impacted the management of institutional repositories in Southwest

S

Personnel in academic libraries in Southwest Nigeria demonstrate a @ el of emotional

Nigerian academic libraries.

intelligence crucial for managing institutional repositories. They are ware, able to regulate
their emotions and display empathy by considering ott@ perspectives, understanding
colleagues' challenges, and supporting their needs. This @Qnal sensitivity facilitates smooth
repository management among library personnel. F@&lore, these personnel maintain positive
relationships with library management, coms\\@(ge effectively, build and lead teams outside

the library, manage conflicts, and worki\% ively with difficult personalities.

Organisational culture strong positively influences the management of institutional
repositories among librag@nnel in Southwest Nigeria, as confirmed by the rejection of the
first null hypothe i)\@i positive influence reflects that the prevailing organisational culture
significantly ithpactS repository management within these universities. Involvement practices—
empower@}b, teamwork orientation, and capacity development—have the most significant
relative 1nfluence, followed by adaptability (embracing change, customer focus, and

organisational learning) and consistency (core values, agreement, coordination, and integration).

Digital competence—including information and data literacy, communication and collaboration,

digital content creation, safety practices, and problem-solving—also plays a significant role in
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repository management. The second null hypothesis was rejected, indicating a strong positive
influence of digital competence on institutional repository management. Communication and

collaboration competencies have the most significant relative impact on repository management.

Emotional intelligence—encompassing self-awareness, empathy, and social skills—was found to
have a strong, positive influence on repository management, leading to the rej ectiom&he third

null hypothesis. This confirms that emotional intelligence significantly repository

management practices among Southwest Nigerian academic library persm@.

There is also a statistically significant combined positive in e@f organisational culture,
digital competence, and emotional intelligence on institepository management. This
finding led to the rejection of the fourth null hy; iS, affirming that these three factors
together significantly enhance repository man ent practices among university library

personnel in Southwest Nigeria Q

5.2 Conclusion QJ

N\
Effective management oﬂ@%ional repositories among library personnel is a critical factor for
the successful op institutional repositories (IR) in academic libraries across Southwest
Nigeria. The ﬁnt of IRs encompasses various elements such as content acquisition,
syste a@%twork operations, policy development, and the strategic use of information
resources on the platform. These functions demand a blend of technological capabilities and soft
skills fostered within an optimal organisational environment. When staff are empowered through

shared information, collective planning, teamwork, and continuous investment in skills

development, they are more likely to feel valued and engaged. This empowerment builds loyalty
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and commitment, essential for successfully implementing innovative projects like the
institutional repository within the university library. Moreover, personnel proficiency in digital
competencies—such as effective communication, data analysis, digital content creation, resource
protection, and problem-solving in response to technical challenges—plays a significant role in
maintaining and optimising repository performance. Staff who can efficiently operate digital
devices and safeguard against technical failures contribute significantly to reposQes smooth
and successful management. These capabilities are particularly essential amonig” personnel in

Southwest Nigeria, ensuring the institutional repository remains a rob@eliable resource,

5.3 Recommendations Q

Q

Based on the findings of this study, the following r co@hdaﬁons are proposed to enhance the
management and performance of institutional tories (IR) in academic libraries across

Southwest Nigeria: ’\%\
O\

1. Management of academic @scaaes in Southwest Nigeria should prioritize building a
sustainable organi l@%culture that supports open communication, enabling library
personnel to s gdeas freely, contribute to planning, and actively participate in

.
projects. @s/ ulture should be anchored in consistent values, ethics, and shared beliefs
whilgb%wing flexibility and adaptability to meet evolving needs. A supportive
\Q}lronment where staff feel valued and involved fosters a sense of ownership and long-
term commitment to innovative library projects.

2. Continuous professional development is essential. Academic library management should

regularly offer training and retraining opportunities that focus on sustaining digital

competence and emotional intelligence among personnel. In addition, digital proficiency
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7.

and emotional intelligence should be critical criteria in the hiring process for new library
recruits, ensuring candidates are well-prepared to meet modern library demands.

Library personnel should take proactive steps toward personal growth in digital literacy,
staying current with technological advancements increasingly integrated into their roles.
Personnel can more easily adapt to libraries' rapidly changing technology landscape by
cultivating a mindset open to digital innovations. Q

Academic library personnel should strive to strengthen core elev@)f emotional
intelligence—self-awareness, empathy, and social skillst self-reflection and
participation in relevant workshops. Developing these %etencies fosters healthy

relationships with colleagues, management, and ‘@ olders, which is vital to the

collaborative management of institutional reliosa'@.

Academic institutions are recommended rm a standing IR committee to provide

\®)

continuous oversight and strategi }fection for repository management, extending

R\

beyond the installation phase‘& a committee should include diverse stakeholders and

serve as a guiding body ggﬁt practices in repository operations.

Library schools s@mphasise practical training in digital literacy, data management,
and conte @n in their curricula, ensuring undergraduate and graduate students gain
hands-@ perience in digital proficiency. Courses on soft skills, such as
co@fbnication, teamwork, and problem-solving, should also be integrated to prepare
students for professional roles in modern libraries.

Management of Nigerian universities should include submission of publications to the
institutional repositories as a condition for promotion and renewal of tenure in order to

discourage authors’ reluctance and make IR contents up to date.
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These recommendations aim to enhance the organizational, technological, and interpersonal
foundations necessary for effective institutional repository management in academic libraries,

creating a more resilient and resourceful information environment in Southwest Nigeria.
5.4 Contributions to Knowledge

This study investigates the impact of organisational culture, digital competence Qﬁenotional
intelligence on institutional repository (IR) management by personnel in a¢adefric libraries in

Southwest Nigeria, providing substantial contributions to knowledge @xoceptual, theoretical,

O

This study delves deeply into key Variablesorga\@1gal culture, digital competence,

and empirical levels.

emotional intelligence, and IR management—off@fresh insights into each. It explores
multiple perspectives on these concepts, @wnalizes them for practical understanding,
identifies gaps in the existing llteratnx\' d enriches our understanding, particularly about
administrative staff in tertlary 1®tlons The study's conceptual framework outlines the
relationships between the $\zarlables and supporting constructs and serves as a structured
approach for assessing the ifmpact of these independent variables (organisational culture, digital
.
competence, an@tlonal intelligence) on IR management. Each variable is defined and

measured ust ear metrics, creating a structured blueprint for future investigations.

Theoretically, this study reinforces existing models and theories related to IR and personnel
competencies. It draws upon the Institutional Repository Evaluation Indicators, initially
developed through a project funded by the Korean Education and Research Information Service

(KERIS) in 2006, which have been widely applied in IR management across institutions. This
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model comprehensively explains key IR management components, specifically 'content,’
'systems and networks,' 'IR policy,' and 'use, user, submitter." Furthermore, the study integrates
the Denison Model of Organisational Culture, the Digital Competence Framework for Citizens
(DigComp), and Daniel Goleman’s Emotional Intelligence (EI) Theory. By utilising these
established frameworks, the study offers robust measurement and understanding of
organisational culture in Southwest Nigerian academic libraries, exploring lierpe onnel's

technological and soft skill capacities through well-established constructs Wit‘itl@se models.

N

On an empirical level, this research expands the scope of studies re organisational culture,
digital competence, emotional intelligence, and IR manageme@hile IR management has been
explored in existing literature, empirical studies §®ing the library environment's
organisational culture and the digital competence a %tional intelligence of library personnel
in the context of IR management in Nigeri&{@fged to be explored. Additionally, empirical
studies on the four primary elements t)@valuation are limited in developing countries like
Nigeria, with existing studies ofter%ﬁ‘?cted to select institutions rather than broadly inclusive.
This study addresses thes .\by providing empirical evidence on IR management across all
academic libraries with\ IR™deployments in Southwest Nigeria, setting a precedent for future
S

research. F inally‘ th:\}'

recruitment IR.

Q

The findings of this study have practical implications for various stakeholders, including

y provides a suggestion for improvement on the practice of content

academic library management, library schools, and university governance, both governmental
and private. For library management, these findings underscore the importance of fostering a

supportive organisational culture, encouraging continuous digital skill development, and
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promoting emotional intelligence among staff to enhance IR management practices. Library
schools may find value in incorporating digital competency and emotional intelligence training
into their curricula, preparing students for the evolving demands of library roles. Furthermore,
the study calls on government bodies and private university owners in Southwest Nigeria to
allocate resources for IR-related infrastructure and training, supporting sustainable library

development.

S
In conclusion, this study not only fills significant gaps in the literatureoﬁlg‘ﬁuanagement but
also offers a comprehensive reference point for future resea Othese variables. The
contributions underscore the importance of integrating organial culture, digital skills, and
emotional intelligence in library management, providing @—rounded foundation for ongoing

improvements in IR management across Nigerian ac&gc libraries.

5.5 Areas for Further Studies Q
This study examined the inﬂuer&v}&czganisational culture, digital competence, and emotional

L
intelligence on managing i@ional repositories among personnel in academic libraries in
N

er extend this research and broaden the understanding of these

Southwest Nigeria. T&

variables, the following areas are recommended for future studies:

1. W@his study focused on university libraries in Southwest Nigeria, future research
\/
could explore similar topics across other geopolitical zones in Nigeria, providing a
national perspective on how organisational culture, digital competence, and emotional
intelligence impact IR management. Additionally, conducting research in polytechnic

libraries, colleges of education, and other tertiary institutions would extend the

250



applicability of findings to a broader range of academic settings. Investigating these
factors in specialised libraries, such as health, law, and research libraries, could offer
insights specific to these unique environments.

. A comparative analysis between Nigeria's public and private university libraries would
provide valuable insights into how organisational dynamics differ across ownership types.
Furthermore, examining the variables within public and private tertiary ithio s could
reveal trends in organisational culture, digital competencies, and er@ intelligence
specific to ownership and management structure. Such stu@lp identify tailored
strategies for improving IR management across various institutional types.

This study utilized a mixed-method approach t ¢ both quantitative data and
qualitative insights into the influences of or ap&%nal culture, digital competence, and
emotional intelligence on IR manage * Given the evolving nature of digital

N

competence and the continuously h\a\b’;ng library work environment, future studies
could use longitudinal design{@sﬁ changes and causality among these variables over
time. Additionally, tria@on—comparing findings from different data sources and
methods—could @en the validity and reliability of findings, providing a deeper
understan&%ends and challenges in IR management.
. Since %S dy focused on personnel with formal library training, future research could
ex%’rbto include other categories of library staff who still need to be formally trained in
librarianship and contribute to IR management. Examining the roles of these staff
members in IR administration would enable broader generalisation of findings and foster

enhanced IR performance by encouraging collaboration and skill-building across all

personnel involved in IR functions.
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Research focusing on library personnel's training needs in digital competence and
emotional intelligence could offer practical insights into how libraries can best support
staff development. Investigating training gaps and professional development preferences
may help design targeted interventions to improve library personnel's preparedness for
effective IR management.

With technological advancements continuously reshaping the library larQap , future
research could explore how libraries adapt to new technologies and digitat*competence's

role in influencing IR management success. Research could how libraries stay

up-to-date with digital trends, manage digital reposfto$and train personnel in

emerging competencies. Q

In summary, these suggested areas for future re @contribute to a more comprehensive

understanding of how organisational cultuﬁ@gal competence, and emotional intelligence

impact IR management in diverse libre?\& tings across Nigeria. Such studies would provide

practical implications for libraryg‘&z?gement, policy-makers, and library schools, offering

strategic insights into fos%@ffective IR management practices nationwide.

R
’Z}E}(/
\®
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Lead City University, Ibadan
Faculty of Communication and Information Science
Department of Information Management

Questionnaire on Management of Institutional Repositories and Organisational Culture,
Digital Competence, Emotional Intelligence among Personnel in Academic Libraries in
South West Nigeria

Dear Sir/Ma,

This questionnaire is designed to collect data for a doctoral study on the Orga@al Culture,
Digital Competence, Emotional Intelligence, and Management of Institutiorta¥” Repositories
among Personnel in Academic Libraries in South West Nigeria. Pleas ’csqplete it as sincerely

as possible. Be assured that all information provided will be treated wi ost confidentiality.

Thank you. O
S.F. Bakrin D

08022894158 &Q
SECTION A: Demography
Instruction: Tick (\) appropriately your optio& 1ll in the required information

1. NameofUniversity.................. o

| 5
Name of LIbrary: .. ...co.uueie i S et et

Highestacademic q‘@m .............................................................

Age: Below26 26-35yrs( )  36-45yrs() 46-55yrs() Above S5yrs()
’ % Female( )

Maritabstatus: Single () Married () Widow ()

E)@me: Below 6yrs () 6-10yrs () 11-15yrs () 16-20yrs () 21-25yrs()
\/ 26-30yrs () Above30yrs( )

Gender: Ma

© N L A WP
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SECTION B: Management of Institutional Repository in University Library

In this section, questions on the management of IR in the university library have been asked.

Read each statement carefully and then rate how much you agree with each using the four-point

scale below. Tick (V) appropriately your options: Strongly Disagree (SD) Disagree (D) Agree
(A) Strongly Agree (SA)

Management of Institutional Repository in the
university library

SA

4 (s

)

Content 1 | The selection of relevant information content is U’
crucial to the efficient management of tﬁ\
institutional repository in the library. . (\ N

2 | IR will aid the promotion of research and @g
when quality materials are selected for upload.

3 | The currency of content in the repository.is, essential
for its eventual management. %\

4 | To sustain the management of IR, t should be
regular updates and content reviewh,'

5 | An IR that addresses diverse @(‘f study available
in the institution makes m@m%ﬂem more effortless.

6 | Beyond ETDs, journal arti and books, a well-
managed IR should in datasets, multimedia, and
non-textual materials

7 | The size of a repbsifory assists the managers in
meeting t‘g@nfomation needs and attracting
potential S.

8 | Colle '&{ngelopment in IR is challenged by low
ma}%ubmission

Systems& |9

Networks (

% high performance of the IR managers is a
LAadm

on of the available IR software/hardware and its
inistration.

Ry

Managing IR software/hardware can be very
troubling in a library where the personnel do not have
expertise in IT

Interoperability of institutional repositories can aid
management by granting access to other repositories.

12

Multidisciplinary and collaborative research can be
better enhanced when an IR is connected to
repositories of other academic institutions

13

Integrating IR into other library management systems,
such as OPAC, can improve visibility and content
accessibility.

14

When there is integration of IR to other library
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systems, efficiency increases in library operations

15 | Though technological innovation in library routine is
inevitable, it may pose challenges if there is no
compatibility
16 | Regular maintenance of technological equipment
guarantees a high level of performance
IR Policy 17 | The library should constantly engage the university
community to create awareness for the IR.
18 | Advocacy and promotional activities on IR should
consider all stakeholders, such as administrators, 4\
content creators and other interested parties. 0
19 | To properly market IR, a robust marketing strategy is >
needed by the library handlers .
20 | New media are veritable channels through which to «
market IR to the intended audience. A
21 | Digitization of non-electronic materials is a w%\(’
preserve publications and archival materials«in t .
22 | The quality of the format of the IR cont is another
means of future preservation &
23 | Policies on archiving, data curation,{ise}(fation and
use are essential to IR managemedty
24 | Copyright and licensing issue ape the flow of
IR management. N
Use, User, 25 | IR content is the primary‘ebject when creating and
Submitter maintaining the repository.
26 | Incorporating met"% use counts will aid in
determining the<{at®of content patronage
27 | Users are.li@patronize the IR more if the IR is
interactivesehough.
28

Havin &\Yple information sources to choose from
an g needed information on a single platform
es joy for IR users

2( dasy self-archiving model can rekindle the

nterest in submitting articles to IR content creators

A cordial relationship between the library personnel
and submitters can further motivate the latter to
upload their publications.
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Section C: Organisational Culture

This section is on the organizational culture of the university library. Read each statement
carefully and then rate how much you agree with each using the four-point scale below. Tick (V)
appropriately your options: Strongly Disagree (SD) Disagree (D) Agree (A) Strongly Agree
(SA)

4
Involvement SA | A Q SD
4 3’\@ 1
)

Empowerment 1. Decisions are usually made in the library at !
the level where the best information is <
available. & ~
2. Information is widely shared so that every
library personnel can get the informatio
they need when needed.

3. Every library staff believes that h@&j can

have a positive impact.
4. Planning in the library is ongOT%

involves every staff in the&% to some

degree
Team 5. Cooperation across.i @at parts of the
orientation library is actively € aged.
6. Library staff.v‘&k‘e they are part of a
team. 2\
7. Teamwor 'E“m‘ed to get work done, rather
than hie

8. Librarysoutine is organized so that each staff
the relationship between his or her
and the goals of the library

Capacity . Authority is delegated so that library
Development 0’ ’\\o ersonnel can act independently where

personnel) is constantly improving.
NQ/ 11. There is continuous investment in the skills
of personnel.

12. The capabilities of staff are viewed as an
essential source of competitive advantage.

N,/  necessary
@ 10. The "bench strength" (capability of library

Consistency

Core values 13. The leaders and managers "practice what
they preach".

14. A clear and consistent set of values governs
how we practice librarianship in my library.

15. When personnel ignore our core values, they
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are held accountable.

16.

There is an ethical code that guides our
behaviour and tells us right from wrong.

Agreement

17.

When disagreements occur, we work hard to
achieve "win-win" solutions.

18.

There is a clearly defined culture in the
library.

19.

It is easy to reach a consensus, even on
difficult issues in my library.

20.

There is an explicit agreement about the right
and wrong ways to do things.

Coordination &

Integration

21

. Our approach to information service delivery

is very consistent and predictable.

22

. People from different parts of the library

share a common perspective

23.

It is easy to coordinate projects across )
different sections of the library P

N
7

24.

There is a good alignment of goals_agros
levels K)

Adaptability

Creating change

25.

The way things are done i \brary is
very flexible and easy to

26. We respond well to,c ‘fors and other
changes in the 1nf0 n service
env1r0nment

27

. New and imp ays to do work are
continuallyy ted.

28.

Differen{patts of the library often cooperate
to cfea&c ange.

Customer focus

O

29.

.Comments and recommendations often
ad to changes.

Patrons' input directly influences our
’\. ecisions.

1. All members have a deep understanding of
users” wants and needs.

32.

Our staff encourages direct contact with

N clients.
Organizational 33. We view failure as an opportunity for
learning learning and improvement

34.

Innovation and risk-taking are encouraged
and rewarded

35.

Learning is an essential objective in our day-
to-day work.

36.

We make certain that every personnel is
informed about what is going on across the

library
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SECTION D: Digital Competence

This section addresses the level of the digital competence of the personnel in the university

library. Please read well and tick () against the most appropriate answer to the question

Strongly Disagree (SD) Disagree (D) Agree (A) Strongly Agree (SA)

Competence Areas

SA
4

Information and Data Literacy

I can look for information online using a search engine.

D
2
Q\\

I know that not all online information is reliable.

I can save or store files or content (e.g., text, pictures, music,
videos, web pages) and retrieve them once they have been

saved or stored. \!

<
N

I am comfortable working with data in my current role in th

library C\

I can use data visualization tools like Microsoft Ex le
Sheets, etc.

Communication and Collaboration

. VN
I can communicate with others using a mobiléphdne, Voice
over IP (e.g. Skype), e-mail or chat —using features (e.g.

voice messaging, SMS, send and rec \Q ails, text
exchange) \\

I can share files and content usin@@le tools

I know I can use digital techn %&“s’ to interact with services
(such as governments, banksih pitals)

I'am aware of social netw&lg sites and online collaboration
tools « O\

10

I am aware that whemusing digital tools, specific
communication suleS“apply (e.g. when commenting and
sharing persofialtgformation.

Digital Content Creation

11

Ican digital tools to produce straightforward digital
con .g., text, tables, images, audio files) in at least one

12

fo@
Mn create visual designs for web pages or social media
graphics.

13

I can do basic editing to content produced by others.

14

I know that content can be covered by copyright

15

I can apply and modify simple functions and settings of
software and applications that [ use (e.g. change default
settings)

Safety

16

[ know how to protect my accounts against phishing.
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17 I can take basic steps to protect my devices (e.g. using anti-

viruses and passwords)

18 I know my credentials (username and password) can be
stolen.
19 I should not reveal private information online.
20 I know that using digital technology too extensively can affect
my health.
Problem-solving
21 I know how to troubleshoot if a problem arises while using
digital devices (;A
22 I can find support and assistance when a technical problem \\
occurs or when using a new device, program or application i
23 I know how to solve some routine problems (e.g. close the \ )
program, re-start computer, re-install/update program, check ’\
the internet connection) \ 3
24 I know that digital tools can help me in solving problems. I
also aware that they have their limitations C\
25 When confronted with a technological or non-tec ical
problem, I can use the digital tools I know to solveW

>

SECTION E: Emotional Intelligence \Q’b

Read each statement and decide how s

Very Great Extent (VGE), Great Ext

y the statement applies to YOU on the scales of
E), Low Extent (LE) and Very Low Extent (VLE)

<
N
Q&

VGE
4

GE
3

LE
2

VLE
1

Self
Awareness

\/Qn

I am awate when I am 'emotional.

W =

w which emotions I am feeling and why
to go solo when I become emotional.

pany

. Lam always confident in doing daily work.

I can make my own decisions rationally

(

I am capable of any assigned job.

I know how to use my ability and potential for my
success

8

I recognize how my feelings affect my
performance.

I can consciously alter my frame of mind or mood

Empathy

I always show sensitivity and understand others
perspectives

I am excellent at empathizing with someone else's
problem

I can sometimes see things from others' point of
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view

13 | I often work hard to meet the needs of my
colleagues
14 | [ am attentive to anything that can assist their
professional development
15 | I feel a real sense of love and care for instilling the
skills necessary for the growth of colleagues
16 | I consider the different backgrounds of colleagues
as an advantage to attaining library goals
17 | I do not allow consideration of the qualifications of -
my co-staff to affect the way they are used to Q
achieve our targets ” '\
18 | I'see the presence of other non-library experts as an k
opportunity to increase library proficiency & /
Social 19 | I have a good relationship with the management Q\
Skills team of my library
20 | I can effectively persuade members of the li
staff to work towards a shared vision and geal
21 | I do not have a problem communicatinﬁ@v
views to other personnel in the libraps,
22 | I can network effectively to sup goals of my
library
23 | I consider working in collab n with other
library staff as a prerequi§)\ r collective
success
24 | I have strong expeﬁ ullding and leading
teams outside th workforce
25 | I see workin &dlfﬁcult people as simply a
challenge tqQ® hem over
26 | Ilam g% ?t\econcﬂmg differences with other
peop
27

work hard to resolve conflicts involving
) taff in the library
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Organizational Culture, Digital Competence, Emotional Intelligence and Management of
Institutional Repositories among Personnel in Academic Libraries in Southwest Nigeria

Interview with University Librarians of universities in Southwest Nigeria
INTERVIEW GUIDE

Sir/Ma,

Please freely and objectively share your opinions/answers on the following topics: organizational
culture, digital competence, emotional intelligence, and management of institutionahg&ositories
among library personnel in your institution.

Management of Institutional Repository < :

1. As the university librarian, how would you rate the perfor xf your library and
library personnel in terms of managing your institutional r iory?

Answer QO

JRAN
L
O

2. Given the challenges facing instituti \@fepository management, how well have your
library and library personnel be e to manage the IR's content, systems and networks,
!:g?ér?

policies, and use, user, and subpiy

Answer . Aé

ate? What is the impact on library management?

Answer

2. What role does the library under your leadership play in shaping the organizational
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culture in the library environment?

Answer

3. Give your opinion on the concepts of involvement of staff, consistency of values and
adaptability to changes as practised in your library &

S

Digital competence

1. How will you describe your library personnel 'f@al competence proficiency level in
light of the Digcomp framework? %

Answer @
N
(@
e \V
2. Please describe %@bilities of your library personnel in information and data

&

literacy, communieation and collaborations, digital content creation, safety, and

problem-solyi
C
Answeb

\&

Emotional intelligence

1. How do the library personnel manage their emotions in challenging situations? Can you
give examples of such situations in your library?
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Answer

. How well are your library personnel able to utilize their social skills to mobilize library
stakeholders and effect innovative library projects?

Answer .A\
N

N

c\)"

What strategies do your personnel deploy to understand the em@&nd perspectives of
co-staff and attain the library's organizational objectives? E

Answer
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