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Abstract

In tertiary institutions across Nigeria and Oyo State in particular, librarians have been
tasked with managing vast information resources, curating specialised knowledge, and
supporting the scholarly activities of students and faculty. This critical role is rooted in a
dual requirement which includes the need to possess the requisite information
management competencies and the imperative to remain motivated in a challenging and
ever-evolving work environment for effective job performance. This study, therefore,
investigated the influence of information management competence and motivational
factors on librarians' job performance in selected tertiary institutions in Oyo State. The
study adopted a survey research design with a population of 110 libraria 10
tertiary institutions in Oyo State. A total enumeration method was used to all the
librarians for the study. A structured questionnaire was used for data @; on, while
descriptive and inferential statistics were used for data analysis. The, findings revealed
that there was a moderate to high job performance, a high @ of information
management competence, and strong motivational factors al% brarians in tertiary
institutions in Oyo State. Results from the hypothe howed that information
management competence (3=0.680, t=7.65, p<0.01) a ational factors (3=0.620,
t=6.75, p<0.01) respectively influence job performance amaong the librarians. It was also
found that both information management co e (8=0.450, t=4.50, p<0.05) and
motivational factor (3=0.400, t=4.00, p<0.0 d a combined influence on job
performance of librarians in tertiary institutien§ in Oyo State. The study established that
competencies in information management a supportive motivational climate are both
essential for optimal performance psﬁrians. The study, therefore, recommended that
libraries should invest in up-to-d \L infrastructure and software tools in academic
libraries that will enable librapt @?o apply newly acquired technical skills effectively
and improve their productivi

Keywords: Academio,% 1es, Job Performance, Information Management Competence,
Motivational Facto&L arians
Word Count: €86’\\'
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Chapter One
Introduction

1.1 Background to the Study

The rapid evolution of information and communication technologies has transformed the
landscape of library services globally, with academic libraries increasingly e ed to
function as dynamic and evolving hubs of information access @l ledge
dissemination. In tertiary institutions across Nigeria and Oyo State in&{;{m, librarians
have been thrust into the forefront of this transformation, t th managing vast
information resources, curating specialised knowledge @supporting the scholarly
activities of students and faculty. This critical role is & in a dual requirement which
includes the need to possess the requisite info management competencies hinged
on technological techniques and the impét@% remain motivated in a challenging and
ever-evolving work environment i ctive job performance. Job performance in

academic libraries can be u c@tood as the extent to which librarians translate their

knowledge, skills, and r@to effective service delivery'.

Librarians ar ’a@and major players in academic institutions, especially playing a

signiﬁcan‘@e n managing and directing library services. They support the academic
co n@ by delivering comprehensive information services to staff, students, and other
users. Their responsibilities cover a wide range of tasks, including planning, organising,
coordinating, staffing, budgeting, and evaluating library operations. Also, in the course of
their responsibility, librarians are expected to apply their expert knowledge to resolve
operational challenges and generate relevant research outputs. The critical nature of these

functions notwithstanding, both empirical observations and earlier studies have



established that librarians often fall short of meeting the expected performance standards

in academic libraries.?

Job performance is broadly defined as the measurable outcomes and behaviours
employees exhibit in fulfilling their organisational roles, encompassing both task-related
and contextual dimensions. Job performance is perceived as the set of behaviours that
contribute to organisational goals, distinguishing between task performance 'GAKectly
related to job duties) and contextual performance (supportive beha '@%ch as
teamwork and adaptability)® (Motowidlo and Keil (2013). More‘%:en scholarship
emphasises that job performance is multidimensional, integrat@@itive, behavioural,
and affective components that collectively determine effectively individuals
contribute to organisational success* (Saidin, Wa%&QIalim, 2024). This evolving
definition reflects the shift from a narrow prod@-based view to a holistic construct

that accounts for interpersonal skills, h@tlon, and adaptability in dynamic work

An overview of job perform@gﬁighlights its critical role in organisational effectiveness

environments.

and competitivenes@loyee performance remains a global challenge, with

organisations i@ngly recognising its influence on long-term sustainability.
Qﬁ

Contempo@

strate@ﬁnking it to training, development, and leadership practices that foster

ameworks situate job performance within broader organisational

continuous improvement® (Alqarni, Hamsan, Rasdi, and Rahman (2023). Scholars
argue that performance should not be viewed solely as an individual attribute but as an
outcome shaped by organisational culture, resources, and external pressures* (Saidin et
al., 2024). Thus, modern perspectives on job performance underscore its dynamic nature,

requiring ongoing evaluation and adaptation to align with evolving organisational goals



and societal expectations. Drawing on the theory of job performance, performance is
often deconstructed into three core submetrics namely declarative knowledge, procedural

knowledge and skills, and motivation'.

Another measure of job performance is known as declarative knowledge, which captures
librarians’ mastery of theoretical frameworks, policies, and domain-specific concepts. In
practice, it includes familiarity with classification schemas (Dewey or L'hAQr of

iensing

Congress), metadata standards, information-literacy models, and copyrig @I
regulations. Empirical evidence from North-West Nigerian federal Vgl'{ies revealed
that librarians scoring higher on declarative-knowledge inventori nsistently perform
better in reference interviews, collection development dec, and policy compliance,
emphasising that a strong factual foundation enhar@ th accuracy and authority in

service provision'. Similarly, in South-East @an universities, study found that

declarative knowledge showed a signiﬁc&@suive correlation with overall job ratings,
indicating its centrality to librarian@cessz.

Procedural knowledge and Q&% refer to librarians’ ability to execute technical and
interpersonal tasks %Qring declarative knowledge to life. This encompasses
configuring a d@leshooting integrated library systems; ingesting, preserving, and
migrating@ content; designing and delivering information-literacy workshops; and
devel cgadvanced search strategies across multiple databases. Saunders’ national
survey highlights that proficiency in these hands-on processes predicts the introduction of
innovative services and higher user satisfaction. In Nigerian, findings confirm that
librarians with strong procedural-skills scores not only manage backlogs more efficiently
but also pilot new e-resource platforms, thereby boosting institutional visibility and

responsiveness'.



Motivation shapes both the quantity and quality of librarian's output. Empirical survey
reported that librarians whose motivation scores were moderate to high achieved faster
reference-query turnaround and richer contributions to curriculum-integrated information
literacy, whereas low motivation corresponded with slower service delivery and minimal
innovation®. Similarly, study found that intrinsic enjoyment of library work and extrinsic
rewards (recognition, career advancement) both drive librarians’ willingness to e&brace
change, highlighting that motivation not only fuels day-to-day productiyityndut also
supports long-term adaptability and professional growth’. Effective j K erformance by
e

librarians in this digital era extends beyond traditional knowledge kills to include

competencies in information management, as well as othe@ct that motivate them to

perform optimally. Q

One of the primary responsibilities of librarié the management of information
resources and services to meet the need&@xdents and lecturers in higher educational
institutions. Efficient management’@ rmation is vital to delivering highly effective
services in academic 11brarle ﬁ‘be success of these libraries heavily relies on the
effectiveness of their i 10n management strategies®. This information management
process 1nv01ves 1f ent activities such as selection, acquisition, processing,
preservation @ssemmatlon Over the years, these roles have even extended to include
the creati f access to electronic information available in other areas, which is made
possible through the advancement in information and communication technologies (ICT).
To carry out this task of information management requires certain skills and

competencies by the librarians.

Librarians in tertiary institutions require relevant competencies in organising, retrieving,

preserving, and disseminating information. Without this skill set, the ability to perform



their tasks effectively and deliver effective and timely services to academic library users
will be hindered. The effective job performance of librarians is dependent on their
proficiency to handle information workflows. As a result, information management
competence not only boosts individual librarian's job performance but also reinforces the
value of the library within its institution. In addition, the evolving digital technologies
and increasing user expectations have further necessitated the need for librarians to
acquire relevant competencies in information management. This is beca %rarians
with the right information management skills (such as mastering (L&v nalytics tools,

metadata standards, and knowledge-sharing platforms) are bette ipped to innovate

and adapt, leading to sustained excellence in service 6% and improved job

performance’. Q

Recent technological advances, changing user e&tions, and a increasing demand for
specialised knowledge have drastically r@ academic library services. While digital
access comes with many blessings @nding knowledge sharing, it is also filled with

myriads of challenges like ir®nation overload, source credibility issues, and data

N

privacy and security Q@h& In response, academic libraries are restructuring their
n

service models toh& €8s opportunities associated with the new information era while
o \

mitigating ri@ his new trend in information landscape clearly emphasises the need

for rel and sound information management competencies among librarians in

ter?ﬁv institutions. The ability to proficiently manage large digital collections and

navigate security and credibility challenges will enable librarians to deliver personalized,

timely services, and therefore, consolidating their role as trusted information curators,

increasing job performance, and boosting overall institutional value.



Likewise, the contemporary information environment is marked by unprecedented
volume and variety of data, which demands that librarians develop specialised
competencies to guide users through complex knowledge landscapes. These
competencies encompass technical proficiency in digital and traditional library systems,
critical thinking to manage and interpret information, and interpersonal skills for
knowledge sharing. Together, these skills enable librarians to manage every pha&f the
information life-cycle namely: acquisition, retrieval, organization, ation,
dissemination, and even new content creation. Far from mere tec nQIJ asks, such
practices constitute the scaffolding for decision support such tha gtmg, validating,
and structuring resources, librarians reduce cogmtwe %d for learners and
researchers, bolster confidence in information select@and ultimately enhance the

quality of scholarly and professional outcomesd?. Qe specialised competencies align
p g

with the broader notion of competence, wggbnphasises the traits and skills that drive

effective performance. ’&

Competence is perceived as ul%’&bﬂng characteristics such as motives, traits, skills, and
knowledge, that predic ctlve performance in a given role. This framework
emphasises that o success depends not merely on formal qualifications but on
demonstrablej, b av10ur-11nked capabilities that align with organisational demands.
Technic ficiency in digital and traditional library systems relates to the ability to
dep\w configure, and troubleshoot both analogue (for instance, Dewey/Class marks,
card catalogues) and digital (for instance, Integrated Library Systems, institutional
repositories) platforms to support core library workflows!!. Such technical proficiency
includes mastery of integrated library system (covering skill in cataloguing, circulation,
and serials modules), management of digital repository (ability to ingest, metadata-tag,

and preserve born-digital content), system administration (capacity to install/upgrade



library software, manage user accounts, and monitor performance), and data security and
backup (proficiency in data-backup routines, access-control settings, and user-privacy
protocols). Librarians who are technically adept can automate routine tasks (for instance,
batch-cataloguing), freeing time for value-added services such as user instruction'?. High
proficiency fosters innovation of new services like virtual reference, enhancing the
library’s institutional profile. Alongside technical proficiency, critical thinkinmrther

equips librarians to deliver informed, innovative, and reliable services. OQ

G

Critical thinking to manage and interpret information is the lib@ns capacity to
systematically evaluate information needs, appraise SOHI’%QJbﬂity, synthesise
disparate data, and make evidence-based judgments!®. This petency covers the ability
to evaluate sources of information by applying checkf%&x authority, currency, and bias,
ability to integrate conflicting findings into cohéboverviews, problem-solving ability
involving the formulation and testing of @ strategies when queries yield poor results,
as well as informed decision-makifig'\Librarians with strong critical-thinking skills offer
useful guidance, steering users@ey from misinformation and predatory outlets. It also
allows for critical a @ which underpins selection of high-value e-resources,
ensuring budget-g&&ed libraries invest wisely'.
.
N\

Interperso% ills for knowledge sharing relates to the verbal, nonverbal, and
collab%’ae competencies that facilitate effective exchange of information among
colleagues, stakeholders, and library users'>. These skills include verbal communication
such as clarity, tone, and active-listening in reference interviews, nonverbal cues like
appropriate eye contact, gestures, and posture during consultations, collaborative

networking like the ability to forge partnerships (for instance, co-teaching,

interdepartmental projects), and conflict resolution and empathy which helps librarians to



navigate user frustrations or team disagreements constructively. Empathetic librarians
build rapport, leading to higher uptake of services (for instance, research consultations,
instruction sessions). Strong interpersonal skills engender successful cross-unit
collaborations (for instance, digitization projects with IT or archives)'¢. Apart from sound
information management competence, motivational factors also play critical role in the

job performance of librarians in libraries in tertiary institutions.

>\
Equally important to librarian's job performance is the presence of stro %ational
factors. Motivation has been described as systematic processes desig@y e institution
or the library management to spur librarians to be more d@ to work process,
individually or as a team in any academic library. It @ainly for the purpose of
increasing productivity and higher performance!’. In @Qdemic library, the motivation
of librarians is highly germane to the developm&he institution. It is argued that the
availability of motivational incentives geh\\@rarians to be more enthusiastic about their

job routines, as well as facilitate ef@ service delivery, and consequently improving

the overall output of the libr.':KQ‘&c9
N\

Motivation could besei Qintrinsic or extrinsic in nature. While intrinsic motivation

could be peif@s the internal rewards integrated into the job itself such as
b

recognitiogyability to demonstrate one's competences, sense of achievement, and a sense
of be@g; extrinsic motivation on the other hand deals with the tangible rewards
attached to circumstances that regularly affect the level of academic libraries, such as

remuneration, working conditions, fringe benefits, security, promotions, service

agreements, and work environments among others'®.

In academic environments, intrinsic motivators such as a passion for learning,

professional recognition, and personal fulfillment play a crucial role in driving the



commitment and energy required to navigate the complexities of modern library services.
Extrinsic factors such as adequate remuneration, opportunities for career advancement,
institutional support, and a conducive work environment further reinforce this
commitment. Extrinsic factors like leadership styles have been found to significantly
impact the job performance of library staff, where transformational and transactional
styles were reported to exert a significant, positive influence on core perfo&ance
outcomes enhancing task execution, innovation in service delivery and orative
behaviour'. Also, perceived motivational ingredients such as promotioQ(yportunities,
compensation packages and a conducive work environment wa 0 coincide with
high job performance ratings across task, adaptive and@%tual dimensions®. In
academic libraries, these motivational elements can make)a profound difference in job

satisfaction and overall performance, especially hb&araries face resource constraints,

rapid technological changes, and high use .

N

The interaction between informatid gement competence and motivational factors
forms the core of this study. V\@Btechnical expertise ensures that librarians can handle
the demands of digitald tion management, their motivation directly influences not
only their willin%r{ toemploy these skills but also their capacity to innovate and adapt.
[ ]
A harmonio b\kance between competence and motivation is therefore essential for
sustaini% -quality library services and fostering an environment where academic
inq}igo rives. The study aims to uncover insights that can inform management practices,

professional development initiatives, and policy decisions within the academic sector.
1.2 Statement of the Problem

Librarians are the curators of knowledge and information resources in tertiary institutions

in Nigeria. They work with enormous amount of information on daily basis in order to



perform their assigned task. However, evidences from the extant literature have suggested
that librarians in Nigerian academic libraries are exhibiting low job performance'2, which
is quite abnormal and also dangerous to the sustenance of institutional core missions.
Some of the major concerns about this is that academic libraries today depend heavily on
librarians’ information management competence to meet user needs, as well as the factors

that contribute to their motivation to work effectively. \

The extent and depth of librarians’ information management com @Qremain
uncertain, especially with the advancement in digital informatio!&esources, which
requires new competencies from the librarians in tertiary ons. Motivational
factors like pay and promotion prospects, recognition, aut@ly, and workplace climate
are equally critical, since they determine whether &&ns invest personal effort in
upholding service standards. Many studies hav& shown that librarians in Nigerian
academic libraries are poorly motivated i@ls of recognition, good remuneration, staff
development and conducive workiﬂg’\SQ' onment, which may not allow them to perform
optimally in their respective t%ﬁc?lt is on the basis of the foregoing that the study is
carried out to investig A ation management competence, motivational factors and
librarians' job pe@ in selected tertiary institutions in Oyo State.
.
N\

1.3 Obbctl s of the Study

The J%’ibobjective of this study was to investigate the influence of information
management competence and motivational factors on librarians’ job performance in

selected tertiary institutions in Oyo State. The objectives were to:

1. identify the level of job performance among librarians in selected tertiary

institutions in Oyo State;

10



1l

iii.

1v.

Vi.

1.4

assess the level of information management competence of librarians in selected
tertiary institutions in Oyo State;

identify the motivational factors affecting the job performance of librarians in
selected tertiary institutions in Oyo State;

determine the influence of information management competence on job
performance of librarians in selected tertiary institutions in Oyo State;

ascertain the influence of the motivational factors on the job pe@nce of
librarians in selected tertiary institutions in Oyo State;

determine the combined influence of information mana ompetence and

motivational factors on the job performance of

institutions in Oyo State. Q

in selected tertiary

Research Questions

The following research questions we@ to achieve the objectives of the study.

ii.

iii.

What is the level of J@formance among librarians in selected tertiary

institutions in Oyo S@%

What is the le information management competence of librarians in selected

tertiar(i@ons in Oyo State?

W%are the motivational factors affecting the job performance of librarians in

\;@’Qcted tertiary institutions in Oyo State?

1.5

Hypotheses

The following null hypotheses were tested at 0.05 level of significance.

Hol:

There will be no significant influence of information management competence on

job performance of librarians in selected tertiary institutions in Oyo Stat.

11



Ho2: There will be no significant influence of motivational factors on the job
performance of librarians in selected tertiary institutions in Oyo State.

Ho3: There will be no significant combined influence of information management
competence and motivational factors on the job performance of librarians in

selected tertiary institutions in Oyo State.

This study would be significant for various stakeholders such as &%}agement of

1.6  Significance of the Study

tertiary institutions, academic libraries, librarians, students, @y members, and
researchers. It is expected that the findings of the study would, betinstrumental in bringing
to the awareness of the management to the invaluable Qutions of librarians to the
achievement of core missions of the institution: U\@tanding the role of the librarians
would enable the management to make inf decisions regarding provision of good
working environment with adequa éources and incentives for effective job

.
performance and increased p@tivity. This knowledge would empower the

management to enhance th’c@ ity of services provided by the library.

The library plays xgal role in providing resources and support for students and

faculty. The f‘nd%

by librag o perform optimally to meet the changing needs and expectations of the

f the study can inform the provision of tools and resources needed

use\&he digital information era, thereby contributing to the overall objective of the

parent institution.

Librarians and other library staff in tertiary institutions are major beneficiaries of this
study, as it addresses some important factors that affect their effectiveness and efficiency
in task accomplishment. Understanding the need for new and up-to-date competencies in

information management would propel the librarians to acquire the needed skills through

12



training and staff development programmes for them to stay relevant in the digital
information economy. This knowledge would also enable the librarians to navigate and

handle information workflows more proficiently.

Researchers and students in tertiary institutions will benefit from this study. The study
would contribute empirical evidence to the existing body of knowledge, providing
insights into the factors that affect the effective job performance of librarian%hich

ultimately may have profound effect on the nature of services provided to @ademic

community. This research will serve as a basis for further inve%atl in similar
contexts. Policymakers can draw upon the study's findings to inf licies and develop

strategies that support effective job performance in acaden‘@)raries. Understanding the
specific needs of the library and the expectation of@ns can lead to more targeted
interventions and solutions to promote effective ’6 academic library services.

1.7 Scope of the Study . @

This study focuses on the @e ce of information management competence and
motivational factors on t@q performance of librarians in tertiary institutions in Oyo
State Nigeria. The (teftidry institutions cover colleges, polytechnics and universities
owned by th@ or the state government in Oyo State. The study is specifically

targeted arians in selected tertiary institutions. The study is geographically limited

to 5,(0/%%21‘[6 due to the educational prominence of the state.

Job performance, which is the dependent variable was measured by task performance,
and contextual performance. The counterproductive indicator was excluded because it is
not central to the research question of this study. That is, only two dimensions of
Campbell’s job performance indicators were adopted. Information management

competence was measured by technical proficiency, critical thinking skill, and

13



interpersonal skills. Motivational factors were measured using autonomy, competence

and relatedness.

1.8  Limitations to the Study

This study was limited in scope to librarians working in public tertiary institutions in Oyo
State only. Other private tertiary institutions in Oyo State and in other parts of Nig@&ia are
not within the scope of this study. Therefore, the findings may not be fully alisable
to all categories of library staff or institutions outside this context. The study also relied

primarily on self-reported data, which is subject to response bias \@a not fully reflect

actual job performance. Despite these limitations, the stuc@ es useful findings on
the influence of information management competet@nd motivational factors on

librarians’ job performance. &Q

1.9  Operational Definition of T@

AN

The following terms are operat@i@ defined as used in the study.

Librarians’ Job Pel@ce: This encompasses the effectiveness and efficiency with
which librarians\&\'\ﬂiary institutions in Oyo State perform their tasks. Effectiveness

captures % lity of outcomes, such as meeting users’ information needs and

su@ institutional goals, while efficiency reflects the timely and resourceful

execution of duties like cataloguing, reference services, and digital resource management.

Task Performance: This relates to the technical requirements of librarian’s job, which

encompasses activities that directly contribute to the library’s technical capacity.
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Contextual Performance: These relate to behaviours that contribute to the effectiveness

of the library as a whole, but are not part of the formal job description.

Information Management Competence: This refers to the ability of librarians in
tertiary institutions to effectively collect, organize, store, retrieve, and disseminate

information within the academic environment.

Technical Proficiency: The ability of librarians in tertiary institutions in @e to

utilise specialised tools and technologies for efficient information ma é}t

Critical Thinking Skills: The cognitive ability of librarians in institutions in Oyo

State to analyse information, solve problems, and me%@med decisions regarding

>

Interpersonal skills: This refers to the abili ibrarians in tertiary institutions in Oyo

library operations.

State to communicate effectively, 0%1\'>e smoothly, and build positive relationships

with library users, colleagues, an sgc\l'nal stakeholders.

Motivational Factor @e are the internal drive like professional commitment,

service ethos, an@mal incentives like recognition, career progression, and workload
[ ]

incentives, th ergise librarians in tertiary institutions to perform their given task

effectiv d efficiently.

\*

Autonomy Factor: This reflects the degree to which librarians in tertiary institutions feel
they have control over how they perform their duties, whether they can choose their
approach to user education, manage time flexibly, or lead service innovations without

micromanagement.
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Competence Factor: This relates to both the perceived and demonstrated ability of
librarians in tertiary institutions to perform effectively, such as mastering library

technologies, handling user queries with confidence, and accurately processing resources.

Relatedness Factor: This captures the librarian’s sense of belonging and connection to

colleagues, users, and the broader academic community within and outside the institution,

whether through teamwork, collaboration with faculty, or feeling valued & the
institution. ( 0

Tertiary Institutions: These are government-owned and accredige@leges of education,

polytechnics, and universities within Oyo State, inclugi th federal and state

institutions, where librarians are employed to support te g, learning, and research.
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Chapter Two
Review of Related Literature

This chapter reviews relevant conceptual, theoretical and empirical literature on the
variables of the study. This review is carried out to situate the present study within the

context of related studies. Therefore, the literature review will be presented under the

following subheadings: Q\
2.1 Conceptual Review < 0
2.1.1 Concept of Job Performance 0&

2.1.2  Information Management Competence s

O

2.1.3 Overview of Motivational Factors Q

2.2 Theoretical Framework 6’§
(8)

2.2.1 Theory of Job Performance

2.2.2  Competency-Based Theory _ ,\%&Q

2.2.3  Self-Determination The&&c)\

23 Empirical Revie\.b\A

2.3.1 Information Qemem Competence and Job Performance of Librarians

2.3.2 Moti@ ctors Job and Performance of Librarians

24 (@ptual Model
2.§\%’ummary of Reviewed Literature

Endnotes
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2.1  Conceptual Review

This section provides the conceptualisation of the dependent and independent
variables of the study namely job performance, information management competence,
and motivational factors. These variables are conceptualised in line with academic

libraries.

2.1.1 Concept of Job Performance Q\

Job performance can be defined as the range of behaviours exhilg'(&hy employees
that are consistent with an organization’s goals and can be @atively measured,
monitored, and evaluated as individual achievements %) performance of a
librarian specifically relates to those work behavioursthat are instrumental to the
library’s overall effectiveness and success!. Tk@ers both the efficient execution of
routine tasks and the capacity to contrib@ovatively to the mission of the library,
indicating a combination of ted@) proficiency, effective communication, and

strategic alignment with instit@ia objectives.

Job performance is @rceived as the range of observable employee behaviours
that can be syst@kfally monitored, measured, and evaluated. These behaviours are
expected &'{losely aligned with the main goals and strategic objectives of the
in titt@’b. In this view, the focus is not solely on whether tasks are completed but
also on how individual actions contribute to the overall mission and success of the
institution. Evaluating job performance, therefore, involves assessing both the
quantitative and qualitative aspects of an employee’s work, ensuring that each action
supports the institution's vision and operational criteria. This comprehensive approach

enables library managers to identify areas for improvement and to foster a culture
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wherein the performance of every staff contributes significantly to institutional

achievement.

Effective performance by librarian can be determined by the timely completion of
tasks and the efficient delivery of services, both of which are critical to the library's
overall success. Moreover, effective job performance encompasses the ability to
produce high-quality work in substantial quantities, maintain positive int onal
relationships, and operate effectively with minimal supervision. This (c/@nance is
driven by a blend of personal attributes like abilities, competengiesy, motivation, and
commitment coupled with essential skills like perso iscipline, effective
communication, ongoing organisational training self-development®. For
academic libraries, it is important that managem’%Qoutinely evaluates and supports

librarians’ performance to enhance both libr d institutional outcomes®.

\S)

The various aspects of job perfq@ave been synthesised into an integrative
model comprising eight key 1 S@\ators. These include job-specific and non-job-
specific task proﬁciency.Qthdemonstration of effort through both written and oral
communication, a gmaintenance of personal discipline coupled with effective
teamwork. I@%ﬁi n, the model highlights the importance of facilitating peer
supervi;@hr assuming leadership roles, as well as the capacity for sound
mzﬁq&wnt or administrative performance. These factors are suitable for assessing
and measuring job performance across different disciplines, including librarianship’.
Inefficiencies in service delivery, delays in providing prompt assistance,
mismanagement of available resources, and a reduction in research output all serve as

clear indicators of low level of job performance among librarians!. These

manifestations not only undermine the operational effectiveness of academic libraries
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but also highlight the urgent need for interventions that will strengthen service

provision, enhance resource management, and boost scholarly productivity.

Several indicators have been used to measure the performance of individuals in
different work settings such as effectiveness, efficiency, innovativeness, and team
work among others. However, these indicators can either be external or internal.
External factors refer to those elements beyond the direct control of a mana nt of
higher institutions, and can include government funding, regu@policies,
technological advancements, and broader socio-economic condifions. For instance,
limited external funding or unfavourable government polici%y restrict a library’s
ability to procure the latest resources and technolo@g@ereby hampering service
delivery and overall job performance. On the O%Qand, internal factors stem from
the structure and practices of the institution. include the library’s organisational
culture, management style, human re }h\c@policies, and the availability of training
and development programmes. {é%&pﬁive internal environment that is characterised
by fair reward systems, el\ %&nmunication channels, and effective leadership, can
greatly increase a 1@\%’5 motivation and commitment. This, in turn, improves
their capacit c‘\&&er quality services, foster robust interpersonal relationships, and
work efficigntly with less supervision'. Together, these external and internal
co@nts play a crucial role in determining librarians’ job performance. While
external factors shape the operational context, internal factors directly influence how
librarians perform their duties. An awareness of these factors allows library
management to design interventions that not only eliminate adverse external

influences but also strengthen internal practices, thereby boosting overall

organisational effectiveness.
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2.1.2 Information Management Competence

Information management competence encompasses a broad range of skills and
abilities, for the efficient organization of digital repositories to the proficient use of
emerging information technologies. Librarians who demonstrate high levels of
competence can more effectively manage collection development, ensureQﬁsand
accurate access to information, and support the research needs of tl‘QrJQtitutions.
Research has shown that such competence is directly linked®e hanced service
delivery and positive job performance outcomes, as it no @eamlines day-to-day

operations, but also allows for strategic adaptatio@ e face of technological

advancements®. 2 be

Librarians require and depend on inf (g resources for effective and efficient
performance of their roles. The reqﬁ\(('%)information is needed to assist them in every
aspect of their professional [@Crnsibilities and decision making’. The information
used by librarians fi ir daily routines are acquired from different sources
including prirltK ectronic and human sources. Therefore, the librarians are
confronte@ overload of information that needed to be appropriately selected,

organi %

guarartee that effective and efficient information services are provided to the user

rocessed, and preserved for present and future accessibility. Hence, to

community, the librarians in tertiary institutions must possess adequate knowledge
and skills for effective information management. These knowledge and skills
culminate into competencies for information management. Researchers have argued

that librarians need to develop the necessary Information management (IM)
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competencies to enable them meet the changing information need of users in this new

digital information dispensation®.

Contextually, "competency encompasses all the abilities, skills, knowledge and
behaviour employees use to perform tasks in a particular working environment"’.
Similarly, competency relates to the "possession of required skills, knowledge,
qualification or capacity" that is needed by an individual to effectively and @nﬂy
accomplish a given task!®. Both early and recent researchers have (@)tualised
competency in different dimensions, but terms like knowledge, ability, attitude
and behaviour are very common and synonymous to all thes%mtions. One of such
definitions perceived competency as the knowle% lls, abilities, traits and
behaviors that enable people to perform a task P&@ﬂn a specific function or job!!.
Competency has been attributed to knowledg&§ills, features and traits that promote
the outstanding performance of an em l&e in a given task and are usually expressed
in measurable terms'>!3, More {%&é competency is related to the various innate
abilities of an individual sy&%knowledge, technical skills, and social/interpersonal
skills that enable th olve problems in complex situations and also add value to
work'. The '@nformation management competence refers to the skills,

knowledge\attitude or capacity needed by individual librarians to effectively and

eft@y carry out the day-to-day routine of information management tasks.

The Association of Canadian Archivists’ Competency Framework establishes a structured
set of knowledge, skills, and aptitudes required for archival and information management
professionals to perform effectively. The framework outlines core capabilities without
prescribing specific technologies or standards. Finally, the framework outlines methods

for acquiring and assessing competency. Professionals develop skills through formal
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education, work experience, professional development, networking, and cultural
knowledge. A five-level model ranging from novice to expert supports self-assessment,

enabling individuals to gauge their proficiency, identify gaps, and plan growth'>.

Competencies are defined as integrated combinations of knowledge, skills, and aptitudes
that professionals apply to achieve recognized levels of performance information
management. The framework groups competencies into eight domains. The F ou%ions
and Principles domain covers archival theory, ethics, record characteristicsnticity,
reliability, usability), and emerging technologies. The Legislatiw in requires
understanding applicable laws on public records, privacy, acce , and intellectual
property. Together, these domains ensure professionals g@l their practice in theory,
ethics, and legal requirements. Collections Develg@ addresses appraisal theory,
donor relations, selection policies, and mone@ppraisal, guiding how records of
enduring value are acquired.'> Together, {@(Qeas show that competencies range from
theoretical and legal foundations ~JKQ;gactical skills in acquiring, preserving, and

providing access to records. écj

Collections Care and @hip focuses on preservation planning, risk management,
environmental g(&bgs, and digital preservation workflows. This domain also emphasizes
disaster r pg& migration practices, and Indigenous data sovereignty. Access and
Disco main requires skills in arrangement and description, archival management
syskiﬁ, research techniques, and participatory description practices. It includes reference
services, user-needs evaluation, digitization best practices, and assistive technologies.
Outreach and Advocacy domain prepares professionals to promote archives through
programming, social media, partnerships, and collaboration with Indigenous communities
under reconciliation frameworks. The Administration domain covers project and resource

planning, budgeting, strategic goal setting, impact evaluation, and leadership. It
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emphasizes service-design based on user experience and mandates to sustain archival
programs. Professional Development encourages ongoing training, identification of
specialized skills, and engagement with evolving best practices and reconciliation

processes'>.

The ALSC framework positions competencies not as isolated tasks but as interconnected
capabilities that drive user-centered, ethical, and sustainable information manage%t for

effective library services's. With reference to information management cocy, the

ALSC model demonstrates how domain-specific frameworks cw metadata
practices, digital literacy instruction, programme evaluation, and older engagement,

which are major concerns for librarians across all spsatlons. Its emphasis on
continuous learning and alignment with professio &alues offers a template for

developing competency models that support b&bﬁditional collections and evolving

o >
digital environments. @

The NASIG framework defines a.®et of integrated skills that librarians need to
manage content through }ts@ lifecycle. It begins with a deep understanding of
acquisitions, licensingy @\tadata creation, cataloguing, and records management,
reflecting how &s must bridge workflows across departments. Technology
competen o\ beyond a generalist’s knowledge, encompassing networking,
authel&% protocols, link resolver and ERMS tools, digital preservation techniques,
anMerging areas like data visualization and cloud computing. Electronic resources
librarians are also expected to master research and assessment methods including
collecting usage statistics, performing cost-benefit analyses, and applying bibliometrics,
to inform acquisition and cancellation decisions. Communication skills are foregrounded,
from vendor negotiations to clear, persuasive interactions with stakeholders. Supervisory

and project-management abilities ensure teams deliver services on time, while a
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commitment to continuous professional development keeps -electronic resources
librarians abreast of trends in licensing, scholarly communication, and metadata standards.
Finally, personal qualities such as flexibility and tolerance for ambiguity make up a

profile capable of navigating rapidly evolving e-resource environments!”.

The Government Knowledge and Information Management (GKIM) Skills Framework
was developed by the UK Government. The Framework organises competenci%lto a
foundational set of generic skills and six specialised job families. The skills
covering organisational requirements, information technology, and gdmmmfication, are
described across four attainment levels (Awareness, Practitionef @(ing, and Expert),
aligning to civil service grades. Role-specific families 'l@ Information Architecture
(designing retrievable and protected informat'ogenvironments), Information
Management (governance and lifecycle policy),@%‘nation Rights (data protection and
FOI compliance), Knowledge Manage@(b(tacit—knowledge sharing and culture
building), Library Management (cdl\('ﬁ% development, cataloguing, and user services),
and Records Management (r@’sq(t?)n schedules, digital preservation, and business
continuity). Each skill is @ down into clear indicators of progression, and the online
Comaea tool supp(gg—time self-assessment, gap analysis, performance management,
and learning @%g. By mapping competencies to job specifications and career paths,
the fra"@ guides recruitment, professional development, and organisational capacity
buﬁ&'&.

American Productivity and Quality Centre (APQC)’s model conceptualised knowledge
management (KM) into four core competency categories namely: project and programme
management; consulting and customer centricity; organisational change and influence;
and digital and data fluency. Each competency is defined with a rationale for its

importance to knowledge management and illustrated by real-world examples. The
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framework serves as both a standalone checklist and a companion to APQC’s
gap-analysis template, enabling teams to identify weaknesses in planning, stakeholder
engagement, change leadership, and data integration. Emphasising the intersection of
strategy and execution, it reinforces that effective knowledge management practitioners
must blend technical savvy with advisory skills, drive adoption of new processes, and

leverage analytics to demonstrate impact!®. \

The ALA Core Competences of Librarianship delineates a foundational set @abilities
that all library and information professionals should possess. It frag% petences as
integrated combinations of knowledge, skills, and dispositi veloped through
accredited education, early career experiences, and ongoi@o essional growth. At the
base of the framework lies what is referred to as “G & Knowledge.” This includes
mastery of the profession’s ethics and values, a@%rstanding of library history and its
societal role, and familiarity with the leg@(gcape including copyright, privacy, open
access, and disability rights. Com@e in this regard also covers techniques for
problem analysis, collaborativ@&g?ltion building, and clear communication in both
traditional and electronic. ats. The “Information Resources” and “Organization of
Recorded Knowled & Information” domains of the professional competencies guide
how librariar@ﬁn

evaluate,@uire, process, preserve, and de-select resources in any format, while

aterials throughout their lifecycles. Professionals are expected to

apﬁk& descriptive, analytical, and classification standards. They must also recognise
cultural biases that influence how collections are built and described, ensuring that
metadata and cataloguing support discoverability, interoperability, and long-term

stewardship?’.

In “Management and Administration” domain, the framework addresses planning,

oversight, and leadership. Librarians should apply sound financial and human-resource
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practices, design and evaluate programs, and lead change initiatives through project
management principles. Building equitable partnerships (with consortia, community
groups, and stakeholders) also forms a key part of ensuring that services and facilities
meet diverse needs?. “Reference and User Services” and “Research and Evidence-Based
Practice” domains connect users to information and support data-driven decision-making.
Competence in these areas means conducting reference interviews, teaching information-
seeking strategies, and assessing community needs. It also entails e g with
multidisciplinary research, applying ethical methods in data analysis, \and translating
findings into improved services or policy recommendations. T e@ omains, that is,
“Social Justice” and “Technological Knowledge and ilIs¥, reflect the evolving
landscape of libraries. Social justice competence calls 0 éessionals to examine power
and privilege, challenge exclusionary practic % foster inclusive collections and
programmes. Technological competence de s the selection, evaluation, and ethical
application of tools that enhance acce h‘delivery of library services, while remaining

°
attentive to cultural and ethic@pacts. These competences collectively chart a

comprehensive profile '@ ::1Brarianship centered on responsible information

management, Q

A nationwid@of U.S. academic institutions identified the core knowledge and
speciali ills that underpin information management competence in academic
lib}s{igg. The study affirmed that traditional proficiencies such as resource evaluation,
complex search strategies, metadata creation, and collection development remain
indispensable foundations. It also identified a paradigm shift in information management
competencies such that librarians increasingly require advanced data management
capabilities (including data curation, preservation, and analysis), educational design skills

to embed information literacy into curricula, and outcomes assessment techniques to

29



demonstrate impact on student learning and institutional goals. It was also reported that
“soft” competencies like interpersonal communication, cultural responsiveness, and
reflective pedagogical practice now compete purely technical abilities in librarianship’s
evolving landscape. By advocating integration of both domain-specific and transferable
skills into LIS curricula, the study emphasised adaptability and lifelong learning as
hallmarks of information management excellence in the 21st-century academy?', These

sets of competences demonstrated the need for librarians to remain effectiv@ar s of

,\L

A critical review of competency modelling provides a co nsive theoretical

information management in an increasingly complex landscape.

framework for understanding and operationalising compet@s across professions such
as librarianship. The study traced five dominan elling paradigms including
behavioural, business (core-competency), func@ educational, and situational, and
highlights their respective strengths a@fgalls. It underscored that behavioural
approaches, which profile exempl@erformers through structured interviews and
thematic coding, yield ﬁnel@%d, context-rich competencies; whereas generic,

off-the-shelf models risk @{ooking the idiosyncratic demands of specific roles?.

A US-based cage@ of academic reference and liaison librarians’ evolving information
managem t@adopted the qualitative method revealing that today’s librarians and
inforn&ﬁé&
and

mpus stakeholders, cultivate ongoing dialogues (“conversations”) through

rofessionals must build external partnerships (“connections”) with faculty

embedded instruction and outreach, and elevate the library’s profile (“visibility”) through
digital scholarship platforms, social media, and scholarly communications initiatives.
This expanded scope demands competencies in networking, project management, digital-
publishing tools, advocacy, and ROI assessment for effective information management,

blurring the lines between traditional reference and strategic campus engagement?3
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A survey of Scandinavian public and research libraries painted a complementary picture
of future-focused competencies for librarians’ information management. The mixed-
method study across Denmark, Norway, and Sweden found that librarians must become
agile “information strategists,” combining digital-infrastructure stewardship (linked open
data, preservation platforms) with user-centric service design (UX research, co-creation
workshops). The study highlighted growing needs for data-analytics &eracy,
organisational leadership to guide digital transformation, and entrepreneuri dsets to

forge community partnerships and diversify revenue streams. Scandinavian libraries’

emphasis on open science and civic engagement further undthe importance of

intercultural communication and policy-advocacy skill orrow’s information

management toolkit?*. Q

Competencies have been articulated as a blend&owledge, skills, and mindsets, and
how these elements collectively contribut\\@%arian effectiveness, institutional impact,
and professional growth. Of particul\x' vance to information management competence
is the emphasis on active learn%g% adaptation, curation and preservation, consultation
and communication, and @ation and assessment. These competency areas highlight
librarians' roles in Qaﬁng ambiguity, leveraging information systems, managing
scholarly datQ%%ﬁg\out its lifecycle, and applying rigorous assessment practices to
improve,&@ces and learning outcomes. Furthermore, the competencies stress ethical
anﬁxke% acumen, digital literacy, metadata creation, and collaboration across diverse
institutional and research contexts. The inclusion of equity, diversity, and inclusion as a
core competency also reflects an evolved understanding of information management as
socially conscious and culturally responsive. Ultimately, the study contributes to the
literature by offering a contemporary model of librarian competence that is aspirational,

adaptable, and deeply attuned to the changing landscape of academic libraries, making it
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a foundational reference for studies examining professional standards and strategic

workforce planning in the field of information management®.

Research on competencies for information specialists in emerging roles provided an
important contribution to librarian competence by mapping out a comprehensive
competency profile that bridges librarianship with related fields such as records
management, archives, and knowledge management. Through an analytical SWS of
existing competency frameworks from professional associations andrnment
agencies, the study identified five core competency groups namely Qago{ation, client
service, and communication; organisational understanding a ategic alignment;
programme and service delivery and management; techcompetencies in records,
information, and knowledge management; and per&@@lities. This multidimensional
approach reflects the evolving expectations pl%&n librarians, who are increasingly
required to operate as versatile infor@ specialists in complex organisational
environments. The emphasis on hyb\'\' les and interdisciplinary skill sets underscores
the necessity for librarians tc@{(grate adaptive expertise that transcends traditional

boundaries, making it a v, e resource for both practitioners and educators seeking to

align professional develepment with contemporary demands?®,

Complem tlcg;\e' above perspective, a study on new competencies in the digital era
explor@ transformative impact of digital technologies on the competencies required
of libfary and archival professionals. The study highlighted the shift from static
information stewardship to dynamic digital engagement, emphasizing skills such as
digital curation, metadata management, user-centered design, and technological fluency.
The authors advocate for a forward-looking competency framework that integrates digital
literacy, innovation, and collaborative leadership, positioning librarians as proactive

agents in digital transformation. By situating these competencies within the broader
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context of public service and cultural preservation, the study reinforced the strategic role
of librarians in navigating the digital landscape. These studies provide a robust
foundation for understanding the evolving competence landscape in information
management, offering both theoretical insights and practical guidance for librarians

adapting to emerging roles in the digital age?’.

The Reference and User Services Association’s professional competencies for :@nce
and user services librarians offers a targeted model of the behaviours a@lls that
underpin exemplary reference and user services work. Built ,Qn LA’s Core
Competencies of Librarianship, it delineates seven broad areas @g from accurately
accessing recorded knowledge to planning and evaluatin@:re services. Each area is
broken down into precise, observable behaviours frogglying confidentiality laws to
designing learner-centered teaching sessions t%’bn guide both self-assessment and
organizational role definitions?®. The rev@nework of skills, knowledge and ethics
for the library and information se)\& workforce articulates a national workforce
blueprint for library and info@&fi?l professionals, emphasising adaptability within a
rapidly evolving digital e@&m to promote information management. It structures core
capabilities into d &s such as information management, digital technologies,
>

leadership, <om§§f

perform indicators and proficiency levels, the framework supports career planning,

engagement, and cultural responsiveness. By mapping

cuﬁi&m development, and role benchmarking across diverse LIS settings’.

Special Libraries’ competencies for information professionals underscores the strategic
value of data, information, and knowledge as indispensable organisational assets. It took
a holistic view at the information life cycle, defining core areas like information and
knowledge services; systems and technology; resources; retrieval and analysis;

organisation and preservation; and ethics, alongside essential enabling competencies such
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as critical thinking and project management®®. Complementing these six core areas, the
SLA framework identifies a suite of enabling competencies such as critical thinking,
quantitative reasoning, adaptability, creativity, communication, networking, leadership,
project management, instructional design, and business ethics that empower information
professionals to navigate evolving contexts and drive strategic impact. These cross-
cutting skills reflect a recognition that technical mastery alone is insufficient; success also
depends on the ability to collaborate, influence, and learn continuously in an_i %ion-
rich environment. This holistic approach underscores the information prafessional’s role

as a strategic partner in organisational decision-making and kno haring, offering

practitioners a shared language for articulate skill mapping Gpﬁessional development

that promotes information management?’. Q

Information management competence is descri& the skills, knowledge, attitude or
capacity needed by librarians to effec@%nd efficiently perform their everyday
responsibility of information ﬁ@ementg. The importance of information
management competenci?s to@%\job performance of librarians in tertiary institutions

cannot be underestin%&yecially considering the vast amount of information they

work with on dagl&sw.

Interpersopal $Kills for librarians refer to the ability to communicate effectively,
co lal@ smoothly, and build positive relationships with library users, colleagues,
and external stakeholders. This includes active listening during reference interviews,
clear and courteous verbal and written communication, empathy when assisting
students or staff, and teamwork in planning library programs or solving workflow
issues. In the setting of Nigerian academic libraries, where librarians often serve

diverse, multilingual user bases, strong interpersonal skills can enhance user

34



satisfaction, encourage repeat visits, and foster a welcoming, inclusive learning
environment. Scholarly discourse frequently situates information management
competence within broader information-literacy paradigms. For example, research has
demonstrated how a social-software “information companion” intervention cultivated
students’ personal information-management skills, yielding measurable shifts in
attitudes, behavioural strategies, and motivation for lifelong learning’!. In tHe 21st
century, librarianship thus requires an integrated mastery of transvet@eracies
(such as digital, media, and technological) woven together wj&s ect-specific
expertise. This empowers librarians to foster collaborative inqui ive innovation in

service delivery, and sustain dynamic information ecoss in both academic and

professional contexts2. Q

Declarative knowledge refers to a librari derstanding of what to do in the
academic library setting. It is the fa&b\a\gd conceptual information that forms the
foundation of the work of librarj .\and information specialists in academic libraries.
This includes awarenes&gcataloguing standards (like AACR2 or RDA),
classification systerr@g Dewey Decimal or Library of Congress), and institutional
policies, suc ﬁ@ access rights and copyright regulations. Procedural knowledge
and skillséthe other hand, reflect the librarian’s ability to apply that knowledge, the
h -téu?pect. This includes hands-on capabilities like creating MARC records,
conducting effective reference interviews, using integrated library systems (ILS), or
training patrons on database searches. It’s the difference between knowing that
resources need to be classified and actually being able to classify them accurately and

efficiently.’

2.1.3 Overview of Motivational Factors
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Motivation underpins librarians’ engagement, persistence, and innovation, shaping
how they steward information resources and support academic communities. Drawing
on self-determination theory, motivational factors affecting librarians in tertiary
institutions include intrinsic motivation, extrinsic motivation, autonomy, competence,
and relatedness®’. Academic libraries function as critical repositories of knowledge,
that is, institutions charged with the responsibility of generating, ha\%ing,
disseminating, and preserving information for both local communities @e larger
world. Researchers argued that achieving this mandate is majo;& ndent on a
high-performing workforce, as the success of a library and Qution rests solely
on the caliber of its librarians' performance®. Motivated @loyees are more inclined
to deliver superior service, indicating that high l{\&f performance by librarians

corresponds to a high level of motivation. b’b

Intrinsic motivation refers to underta, }vvork for its own sake with reference to the
.
enjoyment, intellectual challeng&ce’\wrsonal growth it brings. In the academic library,
intrinsically motivated lifrayians proactively explore new information systems,
experiment with e\%ng instructional strategies, and design creative outreach
programmes éﬁi@ecause they find the work rewarding. Studies show that when
librarians éﬁve satisfaction from mastering complex cataloguing tasks or developing
engqégg user-education sessions, they display greater persistence in the face of
institutional constraints and are more likely to champion innovative services*. This
internal drive cultivates resilience during heavy workloads and fosters a culture of
continuous professional learning, as librarians seek out workshops, webinars, and

peer-mentoring opportunities without external prodding.
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In contrast, extrinsic motivation arises from factors external to the work itself such as
salary, promotions, formal recognition, or other tangible rewards. Empirical research
in Nigerian academic libraries has found that fair and competitive compensation
packages, clear promotion pathways, and public acknowledgment significantly boost
routine job performance, such as the timely processing of inter-library-loan requests
and the maintenance of digital repositories®>. However, an overemphasis on eXternal
incentives can sometimes undermine creativity; librarians may becom@a\/erse,
focusing narrowly on quantifiable outputs rather than investing di@gdry effort in
pilot projects or cross-departmental collaborations. Thus, whi Qinsic rewards are
essential for recruitment and retention, they must be bal@d with opportunities that

nurture librarians’ intrinsic interests. Q

Autonomy is the perceived freedom to ma ork-related decisions, emerging as a

pivotal predictor of job satisfaction a ﬁovation among librarians. When librarians
°

have latitude to redesign user-ir@ion modules, tailor reference services to specific

faculty needs, or adjust th&@/ork schedules to match peak student usage hours, they

feel more owners % outcomes and demonstrate higher engagement®S. In practice,

granting libr: éﬁ%&

planmn%b wing flexible service-delivery models, or enabling participation in

onomy might involve involving them in collection-development

go\%%ce committees. Such empowerment not only reduces burnout during
high-pressure periods but also ignites creativity, as librarians are more willing to pilot

unconventional service formats without fear of micromanagement.

Closely linked to autonomy is the need for competence, which is the sense of efficacy

and mastery in one’s professional role. Librarians who receive regular, substantive
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feedback on their performance report higher confidence when facing novel challenges,
such as integrating an institutional repository or negotiating e-resource licenses®’.
Moreover, opportunities for targeted professional development such as training and
workshops reinforce librarians’ self-efficacy. When librarians feel capable of
mastering emerging technologies and complex information-management protocols,
they not only deliver more accurate and efficient services but also become a%ates

for continuous learning within their institutions. Qz

Relatedness captures the extent to which librarians feel con@&i to colleagues,
stakeholders, and the broader academic community. Reseaﬁ% Nigerian academic
libraries highlights that strong social bonds which ar ested through mentorship
programs, collaborative teaching with faculty, a@ormal best-practice exchanges,
promote both job satisfaction and collec%&cy”. When librarians trust that they
can seek help during peak demand oﬁbte innovative ideas without judgment, they
are more likely to engage in cr@ﬁit activities. On the contrary, isolation or poorly

supported teams can leaﬂﬂ&%ess and limit knowledge transfer, undermining the

library’s capacity to }bb)nd swiftly to changing user needs.

N
Optimal job &ﬁ)\—mance among librarians depends on a balanced interaction of these
motiv factors. Institutions that cultivate intrinsic interest, provide meaningful
ex&h{lc rewards, empower librarians with autonomy, support their competence
through feedback and training, and foster a supportive community will unlock the full
potential of their information professionals, and consequently, promote innovation
and sustain high-quality services. Academic libraries serve as hubs for knowledge

dissemination, preservation, and community engagement. And, to fulfil this mandate,
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the librarians require adequate motivation to enable them perform optimally.
Motivated librarians are essential not only for maintaining daily operations of the
academic library but also for advancing the broader educational and research missions
of their institutions. Librarians are key agents in the cultivation of vibrant academic

environments>°.

2.2 Theoretical Review Q\

The theoretical review for this study covers three major theories i{l&lﬂg theory of
job performance, competency-based theory, and self—deten theory (SDT).
These theories are used in the study to underpin the@e ent and independent

variables namely job performance, information @agement competency, and

motivational factors. bbe
O
2.2.1 Theory of Job Performance @

)

The theory of job performanc@s ntroduced by John Campbell in the early 1990s in
his seminar work titl d@o elling job performance in a population of jobs”. The

theory provides a imensional approach that captures the complexity of library

[ ]
work. The tl@emphasises three core elements in academic libraries, emphasising
that ea e three elements is important for effective information management in
an%%mic setting. Librarians in academic libraries in Nigeria are required to master

both traditional library practices and contemporary digital technologies to meet up

with the contemporary information management practices’.

John Campbell’s theory of job performance defines job performance as an

individual-level construct encompassing three core dimensions namely task
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performance (the execution of role-specific duties), contextual performance
(behaviours that support the organizational environment, such as cooperation and
initiative), and adaptive performance (the capacity to adjust to change). For libraries
in tertiary institutions, task performance translates into accurate cataloguing, timely
circulation services, and proficient information retrieval. Contextual performance
emerges when librarians engage in teamwork to develop new user progra\%s or
mentor student assistants. Adaptive performance is evident as sta@Qm and

implement emerging technologies, digital repositories, remote acg% forms, and

virtual reference tools, to meet evolving academic needs*. %O

The theory further posits that individual job perf is determined by three
proximal factors namely: declarative know dg&%nderstanding of what to do),
procedural knowledge and skill (knowi 0 do it), and motivation (the will to do
it). For academic librarians, declflr’a&kmwledge includes mastery of cataloguing
standards (for instance, RDA&‘&ARC) and awareness of information-literacy
pedagogies. Procedural ’ ledge involves hands-on skills such as database

O

management, metaddta/creation, and digital preservation workflows. Motivation
reflects the liéﬁ:@ intrinsic drive like professional commitment, service ethos, and
extrinsiyb@ers like recognition, career progression, and workload incentives’.
H(N@/%f, motivation as a sub-metric of job performance is being used as a major
variable in this study. A study in Nigeria reviewed the motivational practices and job

performance of staff in university libraries*'.

Applying the job performance model underscores strategic implications for academic

library management. First, continuous professional development programmes should
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be tailored to strengthen declarative knowledge (through workshops on classification
schemes) and procedural skills (via hands-on training in emerging library systems).
Second, fostering a supportive culture such as regular feedback, peer recognition
schemes, and clear career pathways, can amplify motivation, thereby enhancing both
contextual and adaptive performance®. Lastly, performance management systems
must assess all three Campbell dimensions, using balanced scorecards that ca% not
only transactional outputs (for instance, number of materials proces@%t also
collaborative initiatives and adaptability to technological ch% doing so,
academic libraries in Nigeria can holistically elevate librari@ctiveness to meet

twenty-first century demands and expectations. Q

The following diagram Figure 2.1 represents the B@ry of job performance by John

Campbell. The diagram shows the various s rics of job performance as proposed

by Campbell et all. @
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Fig. 2.1: Campbell’s Determinants of Job Performance (Model)

2.2.2 Competency-Based Theory

Competency-Based Theory was proposed by Boyatzis in the early 1980s and it
emphasised that the performance of an individual is mostly dependent on the specific
competencies, or the combination of knowledge, skills, and qualities being pcﬁsed.
Competency-based theory emphasizes that effective job performance i solely
determined by formal qualifications but by demonstrable,'\b ayiour-linked
capabilities such as skills, knowledge, traits, and motives. In ational contexts,
this theory has been widely applied to identify, devel nd evaluate employees’
abilities in relation to strategic goals. Scholars aggat competency frameworks
provide a structured way to align individual %’fbmance with organizational needs,
ensuring that employees possess the intcombinations of attributes required for
success*®. In library and informati@ence, for example, competencies have been
used to define professional éwcaards, guide training, and assess readiness for
evolving roles in digi a@ owledge management environments. This highlights

the theory’s streng%in ridging the gap between theoretical knowledge and practical

applicatiog@g it a valuable tool for workforce development.

Th@rg is used to support information management competence of librarians in
tertiary institution libraries in Oyo State. With reference to the theory, effective
information management requires a variety of skill set that includes technical
proficiency in digital and traditional library systems, critical thinking to manage and
interpret information, as well as interpersonal skills for knowledge sharing**. By

applying Boyatzis's framework, institutions can clearly delineate and target these

42



competencies, thereby ensuring that librarians are well-equipped to handle modern
information challenges, from digital cataloguing to user-centered service delivery.
Furthermore, the competency-based theory provides an organised foundation for
continuous professional development, matching individual growth with organizational
goals. Academic libraries in Nigeria operate in environments where technological

advances and evolving user needs necessitate regular updates to skill sets. \

Information management competence, which is the ability to or%@retrieve,
evaluate, and disseminate information effectively is a critical@xrmance area in
academic libraries in Nigeria. Through the competency*based theory, the IM
competence can be broken down into clusters of obs ehaviours and traits that
distinguish high-performing librarians*. For. in@e, librarians who demonstrate
initiative in adopting digital catalogui ms, show adaptability in managing
hybrid collections, or exhibit in}@al traits in user instruction sessions are

displaying competencies that g nd technical know-how.

&

The theory also under Q}the importance of aligning individual competencies with
organisational ‘sq&y‘“. For Nigerian academic libraries, this means identifying core
competeng(ikh as digital literacy, metadata management, and user-centered
servi@ntation and embedding them into recruitment, training, and performance
app>éal systems. Doing so ensures that librarians are not only technically equipped
but also behaviourally aligned with the evolving mission of academic libraries in a
digital age. Ultimately, the theory provides a direction for transforming information
management from a task-based function into a strategic asset. By focusing on

competencies rather than credentials alone, academic libraries can build agile,
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motivated teams capable of navigating the complexities of modern information

ecosystems.

2.2.3 Self-Determination Theory (SDT)

Self-Determination Theory (SDT) was first proposed by Edward Deci and&hard
Ryan in the mid 1980s. This emphasises the role of intrinsic motivation,@?h arises
from internal drives rather than external pressures. The theory hi&liggﬁfthree basic
psychological needs namely autonomy (the need to feel in co of one’s actions),
competence (the need to feel effective and capable in tas@nd relatedness (the need
to feel connected to others)*. Q

Self-determination theory (SDT) is a theory O@VMiOH that is based on the idea of
needs. The theory proposes that underst& motivation requires taking into account
three basic human needs name N,u%nomy (the need to feel free of external
constraints on behavior)., @ence (the need to feel capable or skilled), and
relatedness (the nee%@}connected or involved with others). The centrality of self-
determination .t}@ is that when people (such as librarians) feel that these basic
needs are& bly well met, they tend to perceive their actions and choices to be
intrings motivated or “self-determined.” In that case, they can turn their attention
to Nriety of activities that they find attractive or important, but that do not relate

directly to their basic needs*.

Based on extensive empirical research, the theorists identified three fundamental
psychological needs that are germane to the optimal development and functioning

namely competence, autonomy, and relatedness. These needs are seen as essential to
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the adaptive organization of behaviour and supported by various individual
adaptations, rather than being function-specific or modular add-ons, unlike some

evolutionary perspectives®.

A major part of supporting autonomy is to give individuals choices wherever
possible*®. The choices that encourage the greatest feelings of self-control are those
that concern relatively major issues or that have relatively significant con nces
for researchers, such as whom to choose as partners for a major reset/@up. But
choices also encourage some feeling of self-control even {c&they are about
relatively minor issues, such as how to organize your desk at kind of folder to

use for storing your papers. It is important, furth%@ to offer choices to all

individuals, including those needing explicit dire;§fs in order to work successfully*S.

According to SDT, the most self-determij (b{ype of motivation is intrinsic and is
characterized by participating in &Vlours due to motivations relating to the
inherent satisfaction and interes&%t\w behaviour*>*#’. The most self-determined type
of extrinsic motivatio@ntegrated regulation, which represents reasons for
behaviours which Qessential part of a person’s identity. Identified regulation, the
third most @e ined type of motivation reflects personally important and
valued p&@'s of participating in activities (for instance, health). Following these
au%&ous types of motivation in the continuum are introjected and external
regulations, which are considered to be controlling in nature. Introjected regulation
characterizes behavior that is motivated by the desire to seek acceptance from others

while external regulation illustrates being motivated by behaviour that is performed to

comply with externally administered reward/punishment contingencies*>*’.
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Central to the SDT is the concept of internalization. Internalization signifies the
process in which less self-determined behavioural regulations become more self-
determined. According to the theory, this development can be supported by the
satisfaction of the basic psychological needs*®. In general, the theory posits that the
tendency for internalization is natural for humans and based on the process of
assimilating external values into personal values* However, based on th%)cial
environment and satisfaction of the basic needs, internalisation can lea@fferent
degrees of self-determination (i.e., different quality of motivatior& d further to

different behavioural, cognitive, and affective consequences”%O

According to SDT, intrinsically motivating tasks Q@aresﬁng, enjoyable, and
spontaneously pursued by individuals. Such moti);@l is experienced as autonomous
and self-determined®. In contrast, extrinsic otivated tasks are pursued because
of external contingencies, but can %\c erienced as controlling or autonomous
"N
depending on the extent to Wl'{ 1he ontingencies have been internalised by the
individual. As such, SDT\ %{bes several different types of extrinsic motivation.
External regulation\@% least internalized form of extrinsic motivation with
individuals '@ tasks because of rewards or punishments present in the
environm% Introjected regulation is the next form of extrinsic motivation, with
ind'{i/%ﬂ s pursuing goals because they have internalized and come to self-administer
the rewards and punishments for the goal. Often, individuals who experience
introjected motivation pursue tasks because they would feel guilty if they did not.
Identified regulation reflects a more internalized form of extrinsic motivation

whereby individuals understand the value of the goal and pursue it based on that

understanding, but they have not come to personally value the goal and the reasons
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for its pursuit. Integrated regulation reflects the most complete internalization of an
extrinsic goal whereby individuals have come to personally value the goal and
experience it as important. The goal is not inherently interesting or fun (so it is not
intrinsically motivating), but it is valued, important, and experienced as autonomously

motivating®’

Researchers argued that some goals are more consistent with satisfying an i ual's
basic needs than others. In particular, striving for autonomous go @ ead to
greater need satisfaction and better well-being, whereas striving.foncontrolled goals
may lead to the thwarting of one's needs and worse Well-be% key finding from
research on SDT is that more autonomous forms o tion are associated with
better performance on interesting or complex tasks\However, differences between
autonomous and controlled motivation are nab@erved for boring or mundane tasks>2.
Further, autonomous motivation is s\t ely associated with well-being and job
S

attitudes. Thus, both forms of r@t&

but autonomous motivatiog%r satisfies psychological needs and leads to greater

may lead individuals to perform a behavior,

well-being compareds@ trolled motivation.

Extrinsic mo@mphasises a separate reward, for instance a grade, prestige, or a
ﬁnancia}b rm. Not all forms of extrinsic motivation contrast so sharply with
intrigsi€ motivation. For instance, a person who is not interested in learning
mathematics may generate enough motivation to acquire the necessary mathematical
competencies in order to fulfill his or her deepest desire to become a physician. To
counteract this problem, self-determination theory provides for a continuum of
motivation types, which is characterised by the increasing internalization of an

initially extrinsic motive®®. At the lowest level on the scale, the motive for action is
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purely external, for instance, compulsive force or a fully unrelated reward. At the
highest level the reward is still not the inherent satisfaction provided by the activity
itself, but this reward is optimally congruent with the goals that the person sets for
him/herself as fully compatible with his/her identity. A state of amotivation exists at
one extreme and a state of intrinsic motivation exists at the other to complete this one-

dimensional scale of motivation®2. \

The study of Self-Determination Theory and How It Explains Motivat}@ﬁ esised
the foundational principles and applied dimensions of SDT. C to the theory is
the proposition that human motivation is most effectively%erstood through the
satisfaction of three innate psychological needs nam nomy (the experience of
volition and self-endorsement in one’s actions), %@etence (a sense of mastery and
efficacy), and relatedness (the feeling of co on and belonging with others). The
study explored the distinctions b&@l intrinsic and extrinsic motivation,
highlighting SDT’s unique con{%ﬁon in depicting extrinsic motivation as existing
on a continuum, from ex&:@ regulated behaviour to fully integrated regulation. It
also illustrated the ap@a ility of SDT across different disciplines such as education,
work enviroch%u% and psychotherapy. For instance, in educational settings,
instructor@ho create autonomy-supportive classrooms tend to foster greater
en%%ent, resilience, and academic performance among students. In organizational
contexts, the cultivation of supportive climates that address all three basic
psychological needs has been correlated with enhanced employee well-being and
productivity. The treatment of SDT is enriched by references to empirical studies,

underlining its robustness and utility in both theoretical and practical perspectives>*.
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SDT is used in this study to underpin the motivational factors that affect librarians’
job performance in academic libraries. In academic library setting, fostering an
environment where librarians feel supported to innovate, have control over their work,
and experience meaningful connections with colleagues can significantly influence
job satisfaction and performance. SDT offers a comprehensive approach for
understanding how different motivational factors like intrinsic motivators (sch as
personal interest, a sense of belonging, and professional growth) @ct with
extrinsic factors (such as recognition and rewards) to enhangQ) rmance of
librarians in academic libraries. The theory also helps explai ions in librarians’
job performance from the perspective of organisational@port, highlighting how a

supportive work environment can elevate intrinsic @e .

)

According to the Self-Determination Theo ), librarians can flourish when the

innate psychological needs are satisfie &ly: autonomy (feeling in control of one’s
actions), competence (feehng\@%ctl e and skilled), and relatedness (feeling
connected to others). In t@gﬁary institution libraries in Nigeria, where resources
can be constrained@Qrigid hierarchies, SDT helps to understand why some
librarians st '@ed and others drift into disengagement. When librarians have
latitude t@sign user-education sessions, curate special collections, or experiment
Wl%%l al tools, they experience ownership over their work. In contrast, overly
prescriptive task lists in which librarians must catalogue a certain number of books
per week erode initiative and leave staff feeling like cogs in an industrial machine.
Academic library managers can bolster autonomy by involving librarians in policy

decisions or by allowing flexible scheduling that aligns with personal peak-

performance hours**.
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The theory emphasizes that mastery drives motivation. Librarians who receive
structured training in metadata standards, open-source software, or data-management
best practices feel more confident, and that confidence translates into quicker, more
accurate cataloguing, sharper information literacy instruction, and proactive
troubleshooting of technical glitches. Conversely, skipping professional development
because of tight budgets or understaffing undercuts librarians’ sense of %acy,
leading them to adopt minimalist approaches rather than innovate. W@rarians
feel genuinely supported, through regular peer-to-peer leamin&gﬂs, informal
check-ins with supervisors, or cross-departmental project te Q/ develop a sense
of belonging that fuels discretionary effort. In many mic libraries, top-down
management stifle collaboration; intentionally {\hl ating mentorship schemes,
rotating staff through joint initiatives with fa& or hosting social “library cafés”
can repair that disconnect and strengt@am cohesion. SDT suggests that deep,
lasting motivation emerges When@ns feel empowered, capable, and connected.
Academic libraries in Ni‘ger'@l embed autonomy-supportive leadership, invest in
continuous skill bui@ld foster genuine workplace camaraderie will not only
experience incr sﬁn service quality and user satisfaction but also build a resilient

WOI’kaI‘C%&ﬂO navigate the ever-evolving information landscape®’.

Op%@vork motivation hinges on the satisfaction of three fundamental psychological
needs including autonomy, competence, and relatedness which, when fulfilled, yield
superior performance and well-being. Self-Determination Theory (SDT) elaborates on
classic expectancy—valence models by distinguishing intrinsic motivation (doing an
activity for its inherent pleasure) from varied forms of extrinsic motivation that differ in

the degree of autonomy they afford. In library settings, this translates into granting
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librarians meaningful decision latitude over their services, offering mastery-enhancing
feedback, and nurturing collegial support to foster deep engagement, innovation, and
collaborative service delivery. Crucially, SDT cautions that overly controlling extrinsic
rewards (for instance, rigid bonus schemes or prescriptive directives) can erode intrinsic
drive, whereas rewards framed as informational feedback, contingent on high-quality
performance and delivered in an autonomy-supportive climate, can sustain motivation
without undermining librarians’ sense of volition. This framework provid {wmap
for library managers to craft motivational interventions that align orgamisational goals
>

with librarians’ inner values and professional aspirations®. Figur§ @ esents the SDT

Competence
The experience of mastery
Autonomy and being effective in one's Relatedness
activity The need to feel connected
and belongingness with
others

The feeling one has choice
and willingly endorsing
one's behavior

N

Figure 2.2: Self-Determination Theory
2.3  Empirical Review

This subsection reviews empirical literature on the relationship between the

dependent and independent variables of the study.
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2.3.1 Information Management Competence and Job Performance

The role of information management competence in librarians’ job performance
cannot be underestimated. A study on the job performance of librarians in universities
in South-East Nigeria was carried out to evaluate how well librarians’ work
behaviours align with the goals of their organizations using the framework of an
eight-factor model of job performance. The study is rooted in a cross-sectio rvey
design whereby a self-rating questionnaire was administered to 210 lj s across
21 universities within the region. The findings indicated a high sglf-perceived level of
job performance. This finding is notable as it c0ntrasts® previous research
suggesting lower performance levels among simd ofessionals. The study
recommended regular training and acquisitim}b@new skills-set to ensure that

librarians continue to meet the emergin changing demands of their work
environments'. Q :

In related research, a recent sts&gﬁprovided empirical evidence on the relationship
between professional c@ence and job performance among librarians at the
National Open Ur@ of Nigeria (NOUN). It adopted a census approach with 54

librarians. 1@

compet Qnd job performance, with a statistically significant positive correlation

ngs demonstrated that librarians exhibited high levels of

bet\x&the two variables. The research highlighted that competence in areas such as
information retrieval, technology use, and professional development directly enhances
librarians’ ability to meet user needs and support institutional goals. However, the
study also identified challenges such as budget constraints, inadequate training
opportunities, and limited technological infrastructure, which hinder optimal

performance in the context of open and distance learning®®. The implication of this
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study is that librarians, as essential custodians of academic information resources,
must possess a unique blend of technical skills and adaptability to efficiently manage

digital collections and innovative library services.

The result of quantitative research on the job performance of academic librarians in
federal university libraries in the North-West Nigeria demonstrated a high level of job
performance among academic librarians in the selected federal university, ries,
which was assessed through the declarative knowledge, motivation, Q@ocedural
knowledge. It was concluded that job performance contribut mensely to the
effectiveness of academic librarians in the North-West % of Nigeria, while

proactive measures should be taken to sustain an@‘\ the high level of job

performance exhibited by academic librarians®’. Q

A comparative study examined the job nce of librarians and paraprofessional
librarians in public libraries across,&h South Nigeria. Using a descriptive survey
design and total enumeration 0\% personnel, the study showed that while library
services such as mobile @nes and adult literacy programs were largely absent,
there was a signi 1 difference in the extent of job performance between
professional an’\?a aprofessional staff. A key strength of the study lies in its
compre@e regional coverage and its mixed-method approach. The study
idem%d systemic challenges like poor funding and inadequate staffing as some of

the impediments to job performance among librarians>®,

Correlational research explored the relationship between demographic factors and
perceived job performance among university library personnel in Southwest Nigeria.

The study found statistically significant relationships between performance and
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variables such as age, gender, academic qualification, designation, and years of
experience. This implies that demographic factors are good predictors of job
performance among librarians. The study recommended professional development to

enhance the productivity of library staff*>°.

Another related study focused on how demographic characteristics such as gender,
marital status, and income influence task performance among library pe el in
public universities in Southwestern Nigeria. Using a correlational surV(Jgn and a
sample of 330 respondents, the study found that these demographiC variables had both
significant individual and joint influence on task performanG%notable contribution
of this study is its emphasis on task-specific perf rather than general job

performance, offering a more granular view of lil%s%u productivity®’.

The study of factors inhibiting effective\i@(brformance among academic librarians
in North Central Nigeria was cong“&\using mixed-method approach and anchored
in Maslow’s hierarchy of needsﬂgﬂ}ask—technology fit theory. Major impediments to
effective job perform@were identified such as inadequate technological

infrastructure, lack, of\mlotivation, and poor work environments. Recommendations

[ ]
for impr0v<mgm\" clude institutional investment in technology and staff

develop, Ql.
Q

En}h‘cal research investigated the relationship between demographic variables and
job performance among university librarians in South East Nigeria. Using a
correlational design and a sample of 100 supervisory librarians, the study found that
age, education, job position, and work experience significantly predicted both task-

based and contextual performance, with education emerging as the strongest
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predictor®>. The study job performance of academic librarians in selected federal
university libraries in North-West Nigeria employed a census-based survey of 221
librarians across three institutions. The study assessed job performance through
declarative knowledge, procedural knowledge, and motivation, with results indicating
a generally high-performance level. The study recommended sustaining high
performance through proactive management®’. In contrast, another research g¢xplored
the job performance of librarians in universities in South-East Nigeria L@Q Cross-
sectional survey design. The study sampled 210 librarians from %&&sities, with
total enumeration approach. Anchored on the eight-factor mo Q job performance,
the study found a high-performance level, challengi%@r assumptions of under-

performance among Nigerian librarians'. Q

A group of researchers investigated th ence of continuing professional
development (CPD) and skills acqu'}\g on librarian performance in Northern
Nigeria, specifically in Minna’&é%l\%rin. Their findings reiterated a significant
correlation between CPE{Q%'{ives such as workshops, seminars, and in-service
training, and enhdnc Qperformance metrics among librarians. The authors
highlighted @s to structured training not only boosts librarians’ self-efficacy
but also e@s them with modern ICT and reference management competencies vital
fo%@;mic library environments. This study's implication for academic libraries in
Nigeria is profound: for librarians to remain agile and responsive to evolving
information needs, institutions must institutionalize regular CPD programs. Academic
libraries, which often suffer from limited staffing and lean budgets, would benefit

from advocating for targeted, low-cost training interventions that directly respond to

librarians' skill gaps. Moreover, the study implicitly calls on library administrators to
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view professional development as a strategic investment rather than an optional

expenditure®.

The above discourse was extended by focusing on public universities in Southern
Nigeria, offering a more recent and comprehensive analysis of staff training and job
performance. The research supports the notion that training, particularly induction and
on-the-job learning significantly determines librarians’ effectiveness, motiv and
ability to meet institutional goals. Notably, the study links training to ncies in
information retrieval systems, digital literacy, and user-centered ice delivery. For
academic libraries, this research highlighted the need to a@nd localize training
modules that address both foundational and advan rian duties. It reiterated
that without systemic, needs-based training frays@srks, many academic librarians
may stagnate professionally, impairing the%éall quality of library services. The
authors' emphasis on institutional res o}si ility for sustainable training programmes
is especially relevant given tha{é%% ic libraries are often overlooked in national

education funding strategie§qQ
Q

The personal know. @and information management practices of researchers at the
University oé%ﬁjab in Pakistan was carried out using a survey research design.
The stu@plored five dimensions of information management practices including
inf}&on gathering and searching; organising, keeping, and securing data; selecting
and evaluating the quality and relevance of information; spreading and sharing
research information; as well as creating, analyzing, and presenting research results.
The study showed that the researchers not only demonstrate high confidence in their
information management abilities but also perceived themselves as gaining crucial

information literacy skills in the process.
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Studies have explored the relationship between knowledge sharing behaviour and job
performance among librarians in Nigerian universities, particularly in the South-West
zone. The findings revealed a significant positive correlation between librarians’
willingness to share professional knowledge, such as cataloguing techniques,
reference services, and digital resource management, and their overall job
performance. The study emphasized that knowledge sharing fosters collal%[ion,
innovation, and continuous learning, which are essential for effective li@ewice
delivery. For academic libraries in Nigeria, this underscores the;%&( cultivate a
culture of openness and structured knowledge exchange. Giv @t many academic
libraries operate with limited resources, encouraginer-to-peer learning and
internal workshops could serve as cost-effec'%&rategies to enhance staff

competence and service quality?. b’b

An examination of how information h\ggement practices correlate with service
delivery in special libraries in R@e was carried out through a literature survey.
The study highlighted aQ& link between effective information management
systems and impro\%%er satisfaction and operational efficiency. The authors
advocated fo 't@ption of standardised metadata, professional cataloguing, and
robust di@ storage systems. The implications for academic libraries are clear such
tha%%out structured information management frameworks, librarians may struggle
to meet the dynamic needs of users in this information-driven economy. The study
suggested that investing in basic information infrastructure and training in metadata

standards could significantly elevate the performance of librarians in academic

settings, even in resource-constrained environments®’.
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A critical examination of how information management techniques, such as
systematic filing, records appraisal, and digital archiving shape educational
administrators’ job performance in Rivers State tertiary institutions. Using a
descriptive survey, the study reported that proficiency in these techniques correlates
with timely decision-making and policy implementation. However, the study’s
reliance on self-reported measures and its exclusive focus on broad admthive
roles limit its applicability to specialist contexts like librarianship. For@?;ians in
tertiary institutions, who function at the nexus of user ser%ﬁﬁd resource
stewardship, these findings suggested that mastery of co techniques (for
instance, electronic document management systen@netadata tagging, and
institutional repository maintenance) could simidarly¥ enhance responsiveness to
patron inquiries, streamline collection devnt processes, and increase the

library’s contribution to academic outc0\

s,
Investigation into the impact {&j&nation management competencies on job
performance in state-ow %niversity settings extends the discourse on IM
competencies in ar@l as data analytics, information policy formulation, and
knowledge "s@tion. By employing regression analysis, the study discovered
that high@ompetency levels predict improvements in workflow efficiency and
se@uality. For academic libraries, this result underscores the imperative to
develop competency frameworks tailored to librarianship such as integrating modules
on analytical tools for usage statistics, policy for digital rights management, and
strategic communication, to drive both individual performance and collective

institutional impact®’.
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Empirical study linking information management competencies to administrative
roles performance among business-education administrators in Rivers State tertiary
institutions through a mixed-methods approach reported that gaps in competencies,
particularly in digital literacy and metadata standards, impede effective coordination
of academic programmes and stakeholder engagement. The implication of the study
for librarians in academic libraries is that as custodians of information flow, lwians
must exhibit advanced competencies in areas like metadata schema d@ digital
preservation, and integrated library system (ILS) configuration. EQe ng targeted
training and continuous professional development in thes @can therefore be
expected to elevate service delivery, support evidenced collection decisions,
enhance effective job performance and enhance & rary’s strategic role within

academic environments?. 60

A survey of 165 reference librarians 1 west Nigerian universities revealed that
"N
both verbal and nonverbal 1tzé%&iou s critically shape users’ perceptions and
satisfaction during referen@%actions. The indiscriminate use of gestures, poor eye
contact, and failure @%owledge patrons were identified as persistent barriers to
effective seryi %ite librarians’ technical proficiency. For academic libraries in
Nigeria, t%e indings imply an urgent need to embed structured interpersonal-skills
m@%/%’ within in-service training programmes. Exposing librarians to role-plays,
simulated reference interviews, and peer-review feedback can sharpen their verbal

clarity and nonverbal awareness, thereby fostering more engaging and error-free

patron interactions$.

Using a census of 301 librarians in South-South Nigerian universities, a correlational

survey demonstrated a strong, positive relationship between interpersonal-
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communication competencies and librarians’ career progression. Statistical analyses
revealed that librarians who scored highly on measures of active listening, empathy,
and conflict resolution were more likely to secure promotions, participate in decision-
making committees, and drive user-oriented innovations. The implication of this
study to academic libraries suggests that elevating librarians’ career trajectories and
by extension their on-the-job performance, requires ongoing mentorship prog@nes,
peer-coaching circles, and clear career-path frameworks that reward @nforoe

strong interpersonal engagement with both colleagues and patrons&&

Using a nationwide, cross-sectional survey, a group of re%ers investigated the
core skills and knowledge that undergird the evolyi e of academic medical
librarians in Iran. The survey developed a 60-itel;qb@€rument distilled from a quarter-
century of international literature. Items d six areas namely reference and
information services to management &ology, research methods, and personal
attributes, and were rated on a fi .-’\%nimportance scale. Analysis of data revealed a
clear stratification by ed &L&% level. Bachelor-prepared librarians ranked “general
and personal comp%@ s” (for instance, service commitment, adaptability) as
paramount, fi @losely by health-science reference skills. In contrast, master’s-
level resp@ents rated “management theory and techniques” above all, which was
fo@rgy reference services. Research methods emerged as a priority only for those
with graduate training, while certain technology competencies (for instance, web-
portal design) dropped below the importance threshold across both groups. The study
concluded that these empirically confirmed competency sets offer a pragmatic

blueprint for revising Iranian MLIS curricula to better align academic instruction with

professional expectations®.
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2.3.2 Motivational Factors and Job Performance

Effective motivation plays a major role in job performance. A qualitative study
investigated motivation and perceived job performance of librarians in selected
universities in South-West, Nigeria. The study adopted survey design with a total
enumeration method to sample 314 librarians from universities in South-West Nigeria.
Findings demonstrated that a high level of perceived job perforrr@Qamong
librarians in the selected libraries (= 4.42), with a moderate level ol%)gﬁ(tion among
the librarians. The result further showed a positive relationshi ween motivation
and perceived job performance, and thus encou @ the university library
management to utlise different motivational strat Q

s to improve the morale of the

librarians for increased job performance®. 6’6

5

Research on the influence of motivational factors on job performance of librarians
was conducted through a surve{ s\aéh design with a population of 201 librarians
from the nine university{mr%ies in Ogun State, Nigeria. The study showed a
moderate level of l&@?n's job performance. Compensation was found to be the
most prevale 'n’@ﬁtional factor, while there was a poor recognition of librarians in
these inst@onsm. Research on the role of motivation in librarians’ job performance
dr%@ensively from existing literature to highlight the different dimension of job
performance. It perceived job performance as a set of behaviours aligned with
organisational objectives, and is influenced by both intrinsic and extrinsic
motivational factors. These include the presence of a supportive work environment,

the use of a fair and impartial reward system, and initiatives aimed at empowering

employees. Such motivational factors are considered as key drivers for boosting
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librarians’ ability to meet the demands of their roles and ultimately contribute to the

overall goals of their institutions*!.

A conceptual review addressed the impact of motivation as a catalyst for excellence in
academic libraries. The study is grounded in the premise that well-motivated
employees drive quality service delivery, which is critical in higher education settings
where libraries support teaching, research, and community service. It unders that
libraries, as the core knowledge banks of academic institutions, mut well-
equipped and effectively managed to harness and preserve the intellectual assets of
the institution. In stressing the need for robust motivational %ws whether through
appropriate recognition, rewarding systems, or condyei rking environments, the
study called on library management to consider % factors as integral to sustaining
academic excellence®. Though the study m@ily presents a conceptual narrative
rather than empirical data, it contri }\gigniﬁcantly to the literature on library
.
management and organisation s\&r\fo ance by linking librarian motivation to
broader institutional outco®%y advocating for a culture of continuous professional

development and i@ d working conditions, the study provided a strategic

framework f((ﬂa;@ping common challenges faced by academic libraries in Nigeria.

A qua%%e research set out to determine how motivational factors influence
libﬁ{%s’ job performance in the six federal university libraries of North-East Nigeria,
employing a census of 275 professionals. The study reported a moderate overall
performance score alongside low motivation, with compensation rated highest and
recognition lowest. Consequent upon the findings, the study called for enhanced

incentives and managerial support for the librarians’!.
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The survey of academic libraries in Kwara State employed a total enumeration
descriptive design to examine how various motivators influence library staff
performance. With a 96.8 percent response rate from professional, paraprofessional,
and nonprofessional cadres, the study revealed that job security and mentoring were
the most potent extrinsic incentives, while opportunities to exercise one’s abilities
drove intrinsic motivation. On the contrary, poor welfare provisions aWeak
communication channels emerged as key demotivators. The findings sd that
academic libraries nationwide could boost frontline productivin aranteeing
employment stability, instituting formal mentoring schemes,_a amlining internal
communications, which are all potent measures that staff engagement with

organizational goals’.

A complementary investigation in Southw gerlan universities applied multiple
regression to data from 176 llbrary 0 &o demystify the roles of self-efficacy and
job motivation in shaping perfo &.lbrarlans rated their task fulfillment highly,
attributing it chiefly to *fai %&npensatlon, recognition, promotion pathways, and
benefits. Both self-@ one’s capabilities and motivational drivers individually
predicted pe@/@e levels, though their combined effect fell short of statistical
synergy. %riers such as scant career-future training, underfunded development
pra%%ﬂes, and an unsupportive organisational climate further constrained the
outcomes. For academic libraries, these results underline the importance of fostering
staff self-efficacy through targeted professional development, ensuring transparent

reward systems, and cultivating an empowering work environment to sustain high

levels of service delivery”>.
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In the South-South region of Nigeria, an ex-post-facto study of 171 academic
librarians demonstrated a clear, positive correlation between structured staff
development initiatives like orientation and workshops, job rotation and mentorship,
and measurable job performance. Regression analyses established that librarians who
participated in these programmes reported greater efficiency, commitment, and
service quality. The evidence from the study implies that academic libraries se%lg to
elevate their service standards should adopt comprehensive staffpment
policies, including regular training cycles, career-pathway n@ 7 and peer-

coaching, thereby transforming skill acquisition into sustain ance gains’.

Empirical study examined how systematic training a opment initiatives shape
librarians’ effectiveness by surveying all 102 Pﬁssional staff across six federal
university libraries in South-South Nigeria. spondents identified participation in
orientation sessions, computer-literacy, exercises, in-service workshops, job rotations,
seminars, mentorships, study l{&%ﬁd research fellowships. Analysis via mean
scores and ANOVA demm@gﬂ that these programmes positively influenced service
quality, collection ﬁi@ ment, and user engagement, ultimately contributing to
overall job @nce. This suggest that academic libraries in Nigeria could

likewise bed regular training cycles to enhance librarians’ competencies,

adq{c%rjgy to emerging technologies, and alignment with institutional missions’.

In Imo State, a census of 79 academic librarians explored the joint impact of working
conditions and staff development on productivity, using a correlational design. The
study found that adequate lighting, ergonomic workstations, reliable ICT

infrastructure, and streamlined workflows significantly boosted task efficiency.
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Concurrently, access to conferences, workshops, and formal development

programmes correlated with higher service output and job satisfaction’®.

A survey of 275 librarians in North-East federal universities assessed motivational
drivers and performance levels. With a 61 percent response rate, the study revealed
only moderate job performance alongside low overall motivation. Compensation
scored highest, yet recognition lagged, highlighting a disconnect between and
acknowledgement. The result suggest that academic libraries can d@ ifferent
incentive schemes to foster intrinsic motivation. Implementinéc‘gqr performance-

management and recognition frameworks could convert late ential into sustained

service excellence’’. QQ

A recent survey of 96 female librarians in Be d@ quantitative method to explore
how career-progression factors such as\@uonal qualifications and professional
development affect on-the-job 9{@/%65& Descriptive statistics and ANOVA
confirmed that higher credent%&% access to targeted training are strongly linked to
improved task executio;bﬁ$ user engagement. For academic libraries, the study
restated the need to ‘imstitutionalise gender-sensitive professional-growth pathways
such as sporér/&

criteria @wss the full potential of female staff and sustain service quality”’.

ference attendance, mentorship networks, and clear promotion

An\mﬁestigation into organisational support in South-West libraries surveyed over
200 librarians to assess how institutional backing (from funding streams to
managerial responsiveness) impacts productivity. Regression analyses revealed that
streamlined access to resources, administrative encouragement for research, and

prompt problem-resolution channels significantly boost librarians’ output. Academic
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libraries should therefore audit their support structures to create an enabling
environment where librarians can translate motivation into measurable performance

gains’s.

In the South-South region, a census of 762 university library personnel employed
multiple regression to examine how work environment, staff development, and
personal variables jointly predict job performance by using correlation sign.
Findings showed that ergonomic facilities, reliable ICT infrastructutj®oing in-
service training, and individual factors (for instance, educatio vel, experience)
collectively account for 20.3 percent of performance Variam%( igerian academic
libraries, these results highlight that investment 4 sical infrastructure and
continuous professional development can y}%@signiﬁcant dividends in job

performance, service delivery and operation. ciency”’.

N\

A recent study investigated how Sng&stion underpins job performance among public

o)

university librarians in Nigeria.\@ving on Herzberg’s two-factor theory, the study
differentiates hygiene elerﬁa@(such as salary, working conditions) from true motivators
(recognition, professional)growth, and institutional support). Through survey data across
five universi@%\e tudy found that librarians who perceive ample opportunities for
skill deve@nent and receive formal acknowledgment of their achievements report
hig%l%lels of engagement, creativity, and service quality. The analysis underscores that
while adequate working conditions prevent dissatisfaction, it is the presence of intrinsic
drivers particularly professional autonomy and clear career pathways that most
powerfully elevates librarians’ performance®’. An extension of this study into the context
of Pakistani academic libraries, blended motivational theory with behavioural science.

The study examined how autonomy, behavioural reinforcement, and organisational
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culture interact to shape librarians’ productivity. Using a mixed-methods design, the
authors revealed that granting librarians decision-making freedom coupled with
supportive supervisory practices and purposeful feedback loops significantly boosts both
efficiency and innovation in information services. Moreover, the study highlighted the
role of positive reinforcement: when librarians’ proactive behaviours are publicly
recognised and linked to concrete rewards, task commitment and collaborative initiatives

O

In a broader organisational study, researchers identified universal dQe f employee

flourish®!.

performance that resonate with the library sector. The empirical ch covers factors
such as job design, training culture, autonomy, and worl@ironment across multiple
industries. They demonstrated that clearly defined ro@y ongoing skill development
programmes, and the empowerment of employ%’bshape their workflows collectively
enhance job performance and productivi@%ugh not library-specific, their findings
established a theoretical scaffold,s %' g that motivation emerges from a dynamic
interplay between organisatio@carastructure and individual psychological needs, a
framework readily applic@ academic and public librarianship alike®?. These studies
collectively conver. Qu three core themes namely autonomy, recognition, and
institutional @@
.

in libra g

his body of work confirms the centrality of motivational strategies

Paan%salary emerged as primary motivators among library professionals in the Kalyan
Karnataka region, with job enrichment, clear promotion pathways, and ongoing education
and training significantly boosting commitment, efficiency, and overall job satisfaction.
The study also highlighted how resource shortages, communication gaps, and unclear
career structures can demotivate staff, underscoring the indispensable role of

administrators in crafting environments that foster intrinsic motivation and professional
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growth®3. In another study, intrinsic and extrinsic motivational factors were found to exert
strong positive effects on the job performance of higher education library staff, with
transformational leadership styles significantly amplifying this relationship. When
supervisors adopted participative decision-making and provided targeted feedback,
librarians reported higher productivity, greater innovation in service delivery, and
improved team collaboration. Conversely, more transactional or authoritarian leaxship
approaches weakened the motivation-performance link, suggesting that le ip style

functions as a critical moderator in converting motivational initia iv&i} o tangible

performance gains®* &

Emphasising the multifaceted nature of motivation, a @tured questionnaire was
administered across eight public university libraries t(gasure how both internal and
external incentives shape librarians’ effective@’bThe study distinguished between
hygiene factors such as competitive sa@(gnd safe work environments, and true
motivators such as professional d% ment opportunities, formal recognition, and
autonomy over tasks. Regre@&%analyses revealed that intrinsic drivers, notably
professional autonomy a i owledgment by supervisors, account for a larger share of
performance varian eﬁu extrinsic rewards alone. Based on these findings, the author

[ ]
advocates fm{tai&r&d eward schemes, ongoing skills training, and participative decision-

making %er sustained high performance among academic library personnel®’.

Ang a quantitative survey design in six federal university libraries, empirical
research measures job performance through task-specific and contextual metrics while
parsing motivation into extrinsic and intrinsic components. With instrument reliability
confirmed by Cronbach’s alpha values between 0.83 and 0.92, data from 239 librarians
demonstrate a significant predictive relationship: motivation explains 18.7% of job

performance variance (Adj. R* = 0.183, F(1, 237) = 54.415, p < 0.05). Intrinsic
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motivators such as sense of achievement, autonomy, and collegial appreciation yielded
higher mean scores than extrinsic rewards like salary increments, underscoring the
primacy of psychological fulfilment in driving librarian job performance and productivity.
The authors recommend that library administrations cultivate supportive work

environments, implement formal recognition mechanisms, and provide targeted training

programs to amplify performance®®. \

Surveying 243 librarians across thirty-three private universities, another e 1 study
identified five core motivation dimensions including self—actualizatig(\so wdl affiliation,
self-esteem, physiological factors, and security, and examined revalence within
library settings. Descriptive statistics showed uniformly otivational levels (mean
scores above 3.00 out of 4.00), with self—actualizatiobe&ing as the most potent driver
(X = 3.24). Despite institutional differences, libﬁ% consistently rate opportunities for
personal growth and meaningful contritq@%ove basic security needs, indicating a
workforce deeply invested in intrins@er fulfilment. The study concluded that regular,
context-sensitive motivational &ntions are essential for sustaining librarians’ morale
and recommended perio@essment of motivational profiles to inform management
strategies®’. *
.
In a com reg@;\§g analysis of motivational interventions documented in university
library ture, a review of literature synthesised findings on reward systems,
leaé!uﬂlip practices, training initiatives, and organizational climate dynamics. It
highlighted that different motivational practices ranging from participatory leadership and
peer recognition programmes to structured promotion pathways and resource provision,
consistently correlate with elevated staff engagement, reduced turnover intent, and

enhanced service delivery metrics. Notably, the authors underscored the interplay
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between intrinsic satisfaction (mastery, purpose) and extrinsic support (resources,

equitable policies) as critical for holistic performance improvements*!.

Exploring the potency of motivation as a catalyst for library personnel effectiveness, a
mixed-method research deployed fact-finding interviews and questionnaires across three
Nigerian universities. Two hypotheses, addressing the necessity of motivation for
efficiency and the prevalence of financial incentives, were both confirmed. Wings

revealed that without adequate motivation, inefficiency becomes entrencd that

financial methods reign supreme among motivational tools. Nevg%e , a holistic
reward system encompassing job enlargement, enrichment, prom , awards, and non-

monetary benefits emerged as critical for sustaining hig rformance among library
personnel. The authors urged university librar% institutionalise continuous
motivational practices to drive personnel effecti@’és 8. Reviewing existing scholarship
on Nigerian academic libraries, a synthe@erature identified seven core drivers of
staff performance including work {(ﬂ'&{onment, motivation, training, timely salary
disbursements, organisational %Et?s, job satisfaction, and career advancement. By
weaving empirical insig@m diverse studies, the authors demonstrated how each

element from a suppo work atmosphere to formal reward schemes shapes librarians’
productivity @ice quality. They pointed out that periodic assessment of
motivati rofiles and the design of context-sensitive interventions are key to
unmg&fg sustained performance gains. Ultimately, the review recommended that library
authorities should embed these evidence-based motivators into strategic planning to

elevate academic library outcomes®.

A mixed-respondent study of 180 professional and non-professional staff in six Nigerian
university libraries explored how motivation and satisfaction correlate with performance.

Findings indicated uniformly high motivation driven by regular pay and job security, yet
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job satisfaction peaked only when staff maintained frequent peer interactions.
Professional librarians reported significantly higher motivation than non-professionals,
and correlation analyses confirmed that both motivation and satisfaction independently
and jointly predict job performance. The authors advise targeted interventions to uplift

non-professional staff’s morale and foster peer-networking opportunities for broad-based

performance gains®. \

Exploring the link between work motivation and workplace productivity am@ademic
librarians in Punjab and Islamabad, this quantitative study dep%e structured
questionnaire and applied descriptive and inferential statistics: ngs revealed that
library professionals possess uniformly high levels of motivation and that this
motivation significantly predicts their productivity. @)endent of gender, rank, or
institutional affiliation. Both intrinsic drivers s%’a professional pride and autonomy
and extrinsic rewards like financial bo d formal recognition emerged as vital
energisers that enable librarians te &%r higher-quality services. The authors argued
that sustained motivational init@fe?, encompassing clear career pathways, skill-building

opportunities, and regula@ack, are essential for optimising librarians’ performance

and overall library e &enessgl.

Investigat% g@motivation and continuing professional development (CPD) jointly

in }u;(@

professionals were surveyed across 79 university libraries. Using regression analyses

erence librarians’ job performance and satisfaction in Pakistan, 123

grounded in an extended theory of motivation, the study demonstrated that intrinsic and
extrinsic motivators supported by access to CPD activities exert a strong positive effect
on both performance and job satisfaction. Key drivers include the expectation of tangible
benefits, fulfilment of meta needs (self-actualization, esteem), and engaging work

challenges. The research culminated in a theoretically informed framework that guides
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human resource managers in designing integrated motivation and CPD programs to

elevate librarians’ commitment and service quality®2.

Surveying 201 librarians from nine university libraries in Ogun State, Nigeria, descriptive
examination of how various motivational factors shape job performance was conducted
among librarians. Using a validated questionnaire and total enumeration sampling, the
study discovered that overall job performance was moderate, while the W‘[ of
motivation was low. Compensation emerged as the most prevalent motihereas
formal recognition of librarians’ contributions scores the lowest. T stlgﬁmderscores
that insufficient motivational support undermines service @and productivity,
leading the authors to recommend that library manageme\'@ensify both monetary and
non-monetary incentives especially recognition &rammes and professional

development to boost librarians’ morale and per@ce%.

&

A conducive work environment exerts aN ful influence on both motivation and job
satisfaction, which in turn affect pr. %ty and service quality. Surveying 103 retailers
in Klang Valley with ins;[ru&%s\ measuring physical workspace, social climate, and
motivational orientat \he study found that high-quality facilities, clear
communication @els, and structured recognition programmes significantly boost
autonomouys Qvaﬁon while reducing amotivation. External regulation and
enviro@

demowStrating that workplace design and managerial practices can either enhance or

1 quality emerged as strong predictors of overall job satisfaction,

inhibit employees’ drive to excel. For academic librarians, these perspectives underscore
the importance of ergonomic workspaces, inclusive decision-making processes, and
transparent reward mechanisms to reinforce librarians’ commitment, satisfaction, and

ultimately their performance in information service delivery®*.
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Investigating the role of leadership style on job performance in university libraries, 164
library staff reported varied adoption levels of transformational, transactional and laissez-
faire approaches. Inferential analyses reveal that transformational and transactional styles
exert a significant, positive influence on core performance outcomes enhancing task
execution, innovation in service delivery and collaborative behaviour whereas laissez-
faire leadership shows minimal impact. A combined regression model confirms that
leaders who articulate clear vision and apply contingent rewards mob%ctlvely
mobilise librarians’ motivation for superior job performance. The s u&(yncludes by
S

recommending that library administrations weave transforma i
syste

leadership practices into manager training and evaluatiQ

d transactional
ms to optimise staff
effectiveness®. A related empirical study demonstrt at perceived motivational
ingredients such as promotion opportunities, m@tion packages and a conducive
work environment recorded high mean %gbnd coincide with equally elevated job
performance ratings across task, adq&% and contextual dimensions. The positive,
.
statistically significant relationst@tween motivation and performance highlights how
both extrinsic rewards and@portive workplace conditions drive librarians’ efficiency,
adaptability and overN@ce quality. Based on these findings, the authors urged library

leadership to '.%yl nalise robust promotion frameworks, financial and non-financial

incentivesgtand continuous workplace enhancements to sustain high performance in

ac de%’Qbrary settings®.

24  Conceptual Model

The diagram in Figure 2.3 represents the conceptual model developed from the

literature to guide this study.
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G
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Fig. 2.3: Model on Information Maa\éun t Competence, Motivational Factors and Job

Performance
[ ] \AQ

Source: Researcher@eptual Model, 2025

The concepté/&l shown in Figure 2.3 depicts the relationship between the
depend%@d independent variables of the study. For this study, the dependent
Vaﬁ& is job performance of librarians in tertiary institutions while the two
independent variables are information management competence (IMC) and
motivational factors (MF). Each of the independent variables is assumed to directly
influence the dependent variable, that is, job performance of librarians. As shown in
the Figure 2.3, information management competence with its sub-metrics has a direct

relationship with job performance, which informs the first hypothesis (Hol) that there
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is no significant relationship between information management competence and job
performance of librarians. Similarly, the arrow linking motivational factors to job
performance shows a likely relationship leading to the second hypothesis (Ho2) that
there is no significant relationship between motivational factors and job performance
of librarians in academic libraries. These two dependent variables are assumed to
provide a relative contribution to job performance. Lastly, the combination w the
two independent variables as shown by the arrow labeled Ho3 indi joint

influence or contribution of these variables to job performance of librarians in tertiary

institutions. %O

2.5 Summary of Reviewed Literature Q

A comprehensive review of related literature aerried out on the dependent and
independent variables of this study. Pr@ry literature search was conducted to
source for relevant articles using g@t search techniques and electronic databases
such as Google search, Goo @olar, African Journals Online (AJOL), Digital
Commons and academic %ases like science direct. The review was structured into
conceptual review, v&e various concepts and variables relating to the study were
generally exélo

which l@ at the various theories relating to each of the variables of the study. And

ith definitions from scholars’ perspectives; theoretical review

the\;&frical review which looked at what other researchers have reported on each of

the variables of the study.

Conceptual review was conducted for information management competence,
motivational factors and librarians’ job performance and their submetrics. Perceptions

and definitions of the dependent and independent variables with their sub-metrics by
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various scholars in the field of library science and related disciplines were extensively
reviewed. This review was conducted to situate the present study within the context of

previous research in library theory and practice.

The theoretical review section was dedicated to relevant theories to support the
dependent and independent variables of the study. The Job Performance Theory by
John Campbell was used to support the dependent variable (librari job
performance), the Competence-Based Theory (CBT) was used to expl@rmation
management competence, while Self-Determination Theory was used for
motivational factors. As shown in the review, the Job Per@nce Theory offers a
robust lens through which librarian’s job performanc examined. According to
the theory, job performance of librarians in tﬁ@' institutions can be assessed
through declarative knowledge, procedural \a@edge and skills, and motivation. The
Competence-Based Theory identifi c&%rious constructs through which the
information management com@cﬁf librarians in tertiary institutions can be
measured such as technica ciency (relating to skills in the use of various library
tools for job routiﬁe@gitical thinking (for information retrieval and informed
decision-maki @d interpersonal skills (for communicating and relating with
library usets). Self-Determination Theory explains the various motivational factors
af%%%le job performance of librarians in terms of autonomy, competence and

relatedness.

Empirical studies on librarian’s job performance, information management
competence and motivational factors affecting librarians job abound in the scientific
and academic databases. Through the literature, it was discovered that a lot of

research has been done on job performance in relation to librarians in tertiary
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institutions including colleges, polytechnics and universities, and this was extensively
explored and contextualised. Related studies on motivational factors and job
performance showed that this area of study has been well researched. This area of
research was very common in academic and university libraries which is the coverage
of this study. A significant portion of this review was also dedicated to the
relationship between information management competence and job perfor%e of
librarians indicating that librarians need the right skills and knowled&/@%nction

effectively in their given task. &

Another significant part of this review is the conceptualisa\@he entire research

process using a model. This was presented with the aj iagram which highlights
the dependent and independent variables, sho% heir related submetrics which
were used to measure the variables. ertual framework also shows the
possible relationship between the depe é\&nd independent variables with the aid of

arrows. This further helps to de@ie hypotheses for the study.

Qﬁ\
S

O
&
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Chapter Three
Methodology

This chapter explains the methods, techniques and approaches that guide the conduct
of this study. The research methodology for this study will describe the research
design, the study population, sample size and sampling procedure, research

instruments, validity and reliability of research instruments, method of data@tion

and analysis. Q/O
S

3.1 Research Design
The survey research design was adopted for this stud@%nethod involves the
"collection and analysis of data obtained from ividuals, usually through
questionnaires"!. The survey design quantita%% describes patterns, attitudes, or
perceptions within a population by alﬁ\@{'lg data collected from a representative
sample. The survey design is gro@ in the positivist paradigm, which relies on
quantitative method of data c@cc?onz. Survey research deign represents one of the
most frequently us%@titative research approaches in education and social

research. The.w esign aims to measure the qualities of a specific target
populatio c@ering a part of that population named sample by using a designed
instru&ﬁ;ibécognized as a questionnaire and adopting statistical methods?. This
de&{allows the researcher to gather a large amount of data from a broad population.
Survey research has been identified as one of the research methods used by social

scientists to seek answers to research questions.

3.2  Population of the study
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The population of this study consists of librarians in public tertiary institutions in Oyo
State. This includes government-owned colleges, polytechnics and universities in Oyo
State. These comprise of four universities, three colleges, and three polytechnics with
a total of 110 librarians in 10 institutions. The population is presented in Table 3.1

3.1: Study Population

S/N  Name of Institution Libraria“

Q
1 University of Ibadan, Ibadan \\

2 Ladoke Akintola University of Technology, Ogbomoso &Q’bﬂ

4 Abiola Ajimobi University, Ibadan

3 Emmanuel Alayande University of Education %Q 8
o ¢

5 Oyo State College of Education, Lanlate Q 5
6 Oyo State College of Agriculture and Tec%’léy Igbo-Ora 5
7 Federal College of Education (Spe@o 21
8 The Polytechnic Ibadan, Ibada@ 11

9 Adeseun Ogundoyin Pol@cac, Eruwa 5
10 The Oke Ogun Pol@c, Saki 6
O

TOTAL NJ 110

e X
Source: Lib‘arhu\l'sbfﬁce of each institution

3.3 é@ple Size and Sampling Technique

The sample size of the study was 110. Sample can be described as a subset of a
population, which is purposively or statistically selected by a researcher for
investigation. The sample usually bear the characteristics of the general population
and the result derived from the sample is usually generalised to the entire population.

Thus, this study adopted a total enumeration technique where all participants were
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used for the study. This is due to the small size of the study population. This method
is also known as the census method. Therefore, all the members of the population also

formed the sample, giving a total sample size of 110 participants.

3.4  Description of Research Instrument

Questionnaire was the main instrument for data collection for this s The
questionnaire was titled — Information Management Competenctjvational
Factors, and Job Performance (IMCMFJP) Questionnaire. T estionnaire was
divided into four sections A to D. Section A of the quest@re was designed to
capture the demographic variables of respondents in% cted tertiary institutions.
These variables include name of institution,’ﬁder, age, level of education,
designation, and section/unit. Other sectiov@he questionnaire were designed by
adapting relevant scales from the 'éﬁ re, which have been widely used by
researchers in various studie’:é;\}'i (3) subscales were derived from the
questionnaire namely: le\e\k@b performance among librarians, level of information
management compe\%?of librarians, and motivational factors affecting the job
performance of. ians. The questionnaire was made up Likert-type questions and

is describ lows:

O

Se?ﬁon B - Level of job performance among librarians: This scale contains two
different sub-scales namely task performance and contextual performance with 15
items to measure the level of job performance of librarians. The items were adapted
from IFLA Core Competences* and skills assessment model®. The scale was measured

on a four-point Likert scale using SA (Strong Agree) =4; A (Agree)=3; D
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(Disagree)=2; SD (Strong Disagree) =1. All the questionnaire items are adapted from

the literature.

Section C - Level of information management competence of librarians: This scale
measures the technical proficiency, critical thinking, and interpersonal skills of
librarians measured on a four-point scale of SA (Strong Agree) =4; A (Agree)=3; D
(Disagree)=2; SD (Strong Disagree) =1. The technical proficiency subs items
were adapted from the literature with seven items®’; the critical th@subscale
with seven items were adapted from Facione’s Delphi Report?®; w, he interpersonal

skills subscale (10 items) were adapted from Inter@a Communication

Competence Scale’. QQ

Section D - Motivational factors affecting t @erformance of librarians: This
section of the questionnaire was divided@ree subscales namely autonomy factor

with eight items, competence fag@th eight items, and relatedness factor with

seven items. This 23-item scal %\s measured on a four-point scale of SA (Strong

Agree) =4; A (Agree)=3 @Bﬂsagree) =2; SD (Strong Disagree) =1.

3.5 Valid(tyﬁ Research Instrument

This @l adopted the content validity method for the instrument, whereby the
qu%ﬁnnaire was reviewed, and corrected by the project supervisor. Likewise, other
experts in the field of library and information science also assessed the questionnaire
to ensure the contents are validated. The corrections and suggestions made in the
process of evaluation were noted and effected by the researcher, before it was

administered on the respondents.
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3.6  Reliability of the Research Instrument

Reliability of the research instrument was carried out to determine the internal
consistency of the instrument. As a result, 20 copies of the instrument were pretested
on a set of respondents outside the study population, using librarians frorQba emi
Awolowo University (OAU). The data was subjected to Cronbach’s Alph&Teliability
test, so as to measure the internal consistency of the set of ite@h t constitute the
measuring instrument. Data obtained after Pilot Study,was“used to determine the
reliability of the instrument. An overall coefﬁcien@relation of alpha 0.87 was

obtained indicating that the questionnaire ﬁ a reliable and valid tool for

measuring the constructs of the study. {b

3.7 Method of Data Collectio ’\%
S

Data collection was carried\@)\rough the use of a questionnaire developed specially

for the purpose of @dy. The questionnaire was administered to librarians in

tertiary institi;ti@\ti\n Oyo State. This exercise was carried out personally by the
t

researche@

(2) r ch assistants to cover the selected institutions. They assisted in the

e assistance of some library staff in the selected institutions and two

distribution and collection of the questionnaire.

3.8  Methods of Data Analysis

Data collected with the use of the questionnaire was subjected to coding and analysis

using the Statistical Package for the Social Scientists (SPSS). The study applied both
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descriptive and inferential statistical analysis on the data. Descriptive statistics like
frequency counts, percentage, mean and standard deviation presented in tabular form
were used for the research questions 1 to 3, while inferential statistics like linear
regression and multiple regression were used to test the hypotheses to determine the
influence of the independent variables on the dependent variable of the study. The
multiple regression analysis allows for the quantifying of the influence of two%nore
independent variables on a dependent variable'!. In this study, therefore@Q@ultiple
regression analysis was used to determine the contributions of thg({ngréions of the
independent variables and the joint contribution of the ind t variables to the
dependent variable. Pearson Product Moment Correl analysis was used to

analyse hypotheses 1 and 2, while multiple r e;mn analysis was used for

hypothesis 3. b’b
O

O
3.9 Ethical Consideration éj\’&

Before proceeding to the @h field, a letter of introduction and an informed
consent letter were %@from the Head of Department which was attached to the
questionnaire. .'l@?rticipants were well informed about the study and also, their
consent v% ined before being involved in the study. Furthermore, participants
were @ assurance of their anonymity and confidentiality of all information they
might provide during the process and the researcher guided against conflict of interest.
The participants were assured that participation is voluntary and their withdrawal
from the research process at any time due to any reason would be accepted. The
participants were also assured that the result and benefit of the study to other

researchers and readers would be guaranteed.
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Chapter Four
Discussion of Findings and Results

This chapter deals with the analysis and interpretation of data in the study. The analysis
and interpretation of data include the questionnaire response rate, demographic
characteristics of the respondents, analysis of research questions, analysis of research
hypotheses as well as discussion of findings.

Table 4.1: Questionnaire Response Rate ( O

S/N  Institution Expected ™\ Actual Response
L Responses Rate (%)

1. University of Ibadan (UI) 24 14 58.3

2. Ladoke Akintola University of Technology Q 20 17 85.0
(LAUTECH)

3. Emmanuel Alayande University of Educa@ 8 7 87.5

4.  First Technical University, Ibadan Q@J ) 5 5 100.0

5. Opyo State College of Educati nlate 5 5 100.0
6. Opyo State College of Agr1® and Technology 5 5 100.0
Igbo-Ora

7.  Federal College ﬁ@%ation (Special), Oyo 21 11 52.4
ic§a

8. The Polytech dan 11 9 81.8
0. Adese{%ﬂn&oym Polytechnic, Eruwa 5 4 80.0
10. Ok%gun Polytechnic, Saki 6 6 100.0
@}ld Total 110 83 75.5
AN,
4

The analysis of response rates across 10 tertiary institutions in Oyo State showed that out
of a total of 110 expected respondents, 83 completed the survey, yielding an overall

response rate of 75.45%. This suggests a generally high response rate.
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4.1 Demographic Data Analysis
The distribution of the respondents according to demographic variable is presented in
Table 4.1.

Table 4.1: Demographic Characteristics of the Respondents

Variable Frequency Percentage (%)

Gender of respondents

Male 42 ®
Female 41 0 4

Total 83 Q, 100.0
A

Age of respondents

"
21-30 years 1 % 1.2

31-40 years 19 0 22.9
41-50 years @ 53.0

51 years and above &W 22.9

Total 83 100.0

N
Educational Qualification @V

BLIS . & 16 19.3

MLIS (_;\\' 54 65.1
N

PhD . AQJ 13 15.7

Total \,0\ 83 100.0

Designation \) N
Assistant Librf@ 2 2.4

Librarian 16 19.3
Libraria, 17 20.5
S 'oQ& rarian 20 24.1
Principal Librarian 15 18.1
Deputy Librarian 4 4.8
Chief/College Librarian 2 2.4
Total 83 100.0
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The demographic profile of respondents (Table 4.1) reveals a diverse yet concentrated
distribution across gender, age, educational qualification, and professional designation.
The gender distribution was nearly balanced, with male respondents (50.6%) slightly
higher than the female respondents (49.40%). This suggests equitable participation across
genders, indicating minimal gender bias in response behaviour. The 41-50 years age
group had the highest representation at 53.0%, indicating that mid-career professionals
formed the core of the respondent pool. Both 31-40 years and 51 yea iove
categories shared equal mid-range representation at 22.9% respectively. The,majority of

respondents held a Master’s degree in Library and Info a cience (MLIS),
accounting for 65.1%, reflecting a strong professional sta@%@ross institutions. The
mid-range group, PhD holders, represented 15.7%, @atlng a modest presence of
advanced academic qualifications, while the lo stBngry, BLIS holders (19.3%), may

reflect entry-level librarians. The mos n designation was Senior Librarian

(24.10%), followed by Librarian I (20.@

N
Q;\C'J

4.2  Presentation of Di
4.2.1 Research Qu?@?

Three research %S and three hypotheses were formulated for this study in order to

achieve th@t objectives. Answers to these research questions are provided below using

de&ﬂj& statistics.

Research question 1: What is the level of job performance among librarians in

selected tertiary institutions in Oyo State?
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Table 4.2: Job Performance of Librarians

S/N  Job Performance Strongly Agree  Disagree Strongly X SD
Agree Disagree

Task performance

1 I understand copyright, fair use, and 38 44 1(1.2%) O 344  0.52
licensing policies relevant to library (45.8%)  (53.0%)
collections.

2 I know the stages and models of the 30 42 11 0 323 0.67
information-seeking process (for (36.1%)  (50.6%) (13.3%) \
instance, Kuhlthau’s ISP). OQ

3 I know the structure and function of 22 49 12 Q)/ 3.12  0.65
MARC?21 bibliographic records. (26.5%)  (59.0%) (1 0

4 I am familiar with major metadata 20 47 0 3.05 0.67
schemas (for instance, Dublin Core, (24.1%)  (56. %3%)
RDA) and their applications. Q@

5 I know the core components and 29 5 2(24%) 1(1.2%) 3.30 0.79
workflows of an integrated library (34. Q& 1%)
system (ILS). fb

6 I understand professional ethics and @ 41 1(1.2%) O 348  0.52
standards governing patron . ,& (49.4%)  (49.4%)
confidentiality. ’\(0\
Average Mean . AQ 3.27
Contextual performan \

7 I accurately create )@MARCZI 25 42 16 0 3.11  0.67
records using guing tools. (30.1%)  (50.6%) (19.3%)

8 I configur an}(na ge an ILS module 24 46 13 0 3.13  0.65
(for ins@e, acquisitions, serials, (28.9%)  (55.4%) (15.7%)
ci jon).

9 &g complex database searches 32 44 7(84%) 0 330  0.61
using Boolean operators and controlled  (38.6%)  (53.0%)
vocabularies.

10 I lead hands-on information literacy 30 45 6(7.2%) 2(124%) 324 0.66
workshops for varied learner groups. (36.1%)  (54.2%)

11 I digitize physical materials (scanning, 24 50 7(8.4%) 2(2.4%) 3.16 0.63
OCR processing) following best (28.9%)  (60.2%)

practices.
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12

I apply digital preservation workflows 21 47 14 1(1.2%) 3.06
(for instance, LOCKSS, PREMIS) to (25.3%)  (56.6%) (16.9%)

safeguard content.

0.67

Average Mean 3.16

Decision: Very Low = 1.00 — 1.75; Low = 1.76 — 2.50; High = 2.51 — 3.25; Very High = 3.26 —
4.00

The analysis of librarians’ job performance in Table 4.2 reveals a generally high level of
competence across both task-specific and contextual responsibilities. Withiq‘é‘task
performance domain, mean scores ranged from 3.05 to 3.48, m{/@ strong
foundational knowledge and professional awareness. The hi &{ated item was
understanding of professional ethics and patron conﬁdentiali$= 3.48, SD = 0.52),
reflecting a well-established commitment to ethical sta d user privacy. Similarly,
knowledge of copyright, fair use, and licensing poli€ies scored highly (X = 3.44, SD =
0.52), suggesting that librarians are well—ver%bfblegal frameworks governing library
collections. However, familiarity with mé\\ga schemas such as Dublin Core and RDA
received the lowest mean score (%&. 5, SD = 0.67), pointing to a potential gap in
specialized technical knovyl@otably, knowledge of integrated library system (ILS)
workflows showed @ely high mean (X = 3.30) but also the highest standard

deviation (SD = Q&indicaﬁng varied levels of familiarity among respondents.

In the co@(mal performance submetrics, mean scores ranged from 3.06 to 3.30,
re ec@olid competence in applied technical tasks and collaborative functions. The
ability to perform complex database searches using Boolean operators and controlled
vocabularies was among the highest-rated items (X = 3.30, SD = 0.61), suggesting
confidence in advanced information retrieval techniques. Leading information literacy
workshops (X = 3.24, SD = 0.66) and digitizing materials using best practices (X = 3.16,

SD = 0.63) also scored well, indicating practical proficiency in user education and digital
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resource management. The lowest score in this aspect was observed in applying digital
preservation workflows (X = 3.06, SD = 0.67), suggesting that long-term digital
stewardship may be an area requiring further development. Across the domain, standard
deviations remained moderate, indicating a fair degree of consistency in perceived

performance.

Research question 2: What is the level of information management comp@e of

librarians in selected tertiary institutions in Oyo State? Oz

Table 4.3: Information Management Competence (\&

S/N  Information Management Strongly  Agree @}fee Strongly X  SD
Competence Agree Disagree
Technical Proficiency

1 I am proficient in creating and 41 QQ\ 1 0 3.48 0.52
formatting documents using word- (49.%’6(49.4%) (1.2%)
processing software. {b

2 I design clear, engaging presentations %Q 49 1 0 3.39 0.50
with software such as PowerPoint?® ’\' (39.8%) (59.0%) (1.2%)

3 I perform advanced online searok 26 54 3 0 3.28 0.45
(Boolean operators, ﬁltens)&%ate (31.3%) (65.1%) (3.6%)
scholarly resources. \

4 I manage digital repositéry metadata 19 53 9 2 3.07 0.63
using stand; 1ke,Dublin Core or (22.9%) (63.9%) (10.8%) (2.4%)
MARC21.

5 I tro c%@ot common 24 52 7 0 3.21 0.55
h e/software issues on library (28.9%) (62.7%) (8.4%) (0.0%)

Mstations.

6 I analyze library-use statistics using 25 51 6 1 3.21 0.56
spreadsheet or statistical software. (30.1%) (61.4%) (7.2%) (1.2%)
Average Mean 3.27
Critical Thinking

7 I distinguish fact from opinion when 20 63 0 0 3.24 0.43
reviewing information sources. (24.1%) (75.9%)

8 I synthesize ideas from multiple sources 31 51 1 0 3.36 0.49
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to develop coherent recommendations. (37.3%)

61.4%)  (1.2%)

Ave%\l(/[ean

9 I remain open to changing my viewpoint 30 51 2 0 3.34 0.51
when presented with new evidence. (36.1%) (61.4%) (2.4%)

10 I evaluate the credibility of authors and 33 49 1 0 3.39 0.50
publishers before citing their work. (39.8%) (59.0%) (1.2%)

11 I apply systematic problem-solving 34 49 0 0 341 0.49
strategies to complex information (41.0%) (59.0%)
challenges.

12 I reflect on my decision-making process 31 52 0 0 %37 0.48
to improve future judgments. (37.3%) (62.7%) OQ
Average Mean (} 3.35
Interpersonal Skills &

13 I adjust my communication style to meet 33 50 O 0 3.40 0.49
the needs of diverse library users. (39.8%) (60.2% %

14 I listen actively and empathetically when 39 4 6 1 0 3.46 0.51
patrons describe their information needs.  (47.0%) SI.QO (1.2%)

15 I give and receive constructive feedback 37 fb§ 0 0 345 0.50
courteously in team meetings. (4@ (55.4%)

16 I build trust by being approachable and \® 55 0 0 3.34 0.47
responsive at the information desk. *\53.7%) (66.3%)

17 I collaborate effectively with coll ; ,SS' 37 46 0 0 345 0.50
across different library units. é (44.6%) (55.4%)

18 I maintain a positive atti der stress 34 49 0 0 341 0.49
and tight deadline (41.0%) (59.0%)

19 I foster a welcoming environment 33 50 0 0 3.40 0.49
through fré&y language and (39.8%) (60.2%)
tone. A

3.42

<z

Decision: Very Low = 1.00 — 1.75; Low = 1.76 — 2.50; High = 2.51 — 3.25; Very High = 3.26 —

4.00

Table 4.3 identifies the areas of information management competence of librarians in
tertiary institutions in Oyo State. The analysis of the Technical Proficiency submetric

reveals moderate levels of competence among respondents, with mean scores ranging
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from 3.07 to 3.48. The highest-rated item was proficiency in word-processing software
(X'=3.48, SD = 0.52), indicating strong familiarity with basic digital tools. Presentation
design and advanced online search skills were also rated high, suggesting that most
librarians are comfortable with core information technologies. However, metadata
management using standards like Dublin Core or MARC21 recorded the lowest mean (X
= 3.07) and the highest variability (SD = 0.63), pointing to a potential gap in spxmlised
technical knowledge. Similarly, troubleshooting and statistical analysis skills¢showed

slightly lower scores, indicating areas where targeted training co&%nce overall

digital fluency. Q

In the Critical Thinking domain, respondents demonstratnsistently high levels of
competence, with mean scores ranging from 3.24 t Q and relatively low standard
deviations. The ability to apply systematic pro@olving strategies (X = 3.41, SD =
0.49) and evaluate the credibility of sour: 3.39, SD = 0.50) were among the most
highly rated skills, reflecting stﬁ@analytical capacity. Notably, the item on
distinguishing fact from opini (?\ad the lowest standard deviation (SD = 0.43),
suggesting a high level o@nsus and confidence in this foundational evaluative skill.
Overall, the resporﬁgicate that librarians are well-equipped to engage in reflective,

[ ]
evidence—bas<d ?}w\fm n-making and synthesis of information, which are essential for

effectiv@mation management.

The\«terpersonal Skills area of information management competence emerged as the
strongest area of competence, with mean scores consistently above 3.34 and minimal
variation across responses. Active and empathetic listening received the highest rating (X
= 3.46, SD = 0.51), followed closely by the ability to give and receive constructive

feedback and collaborate across units (both X = 3.45).
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Research question 3: What are the motivational factors affecting the job

performance of librarians in selected tertiary institutions in Oyo State?

Table 4.4: Motivational Factors for Librarians

S/N  Motivational Factors Strongly Agree Disagree Strongly SD
Agree Disagree

Autonomy Factor X
1 I feel free to choose how I carry 31 38 0 (0. @3 2 0.71

out my daily tasks. (37.3%)  (45.8%) (16 9%)

2 I have a say in setting priorities for 23 44 ,&QJ 0.72
my work. 27.7%)  (53.0%)  (18. /Q

3 I can decide when to take breaks 26 46 % 2(124%) 3.16 0.67
to refresh myself. (31.3%) (55.4%) .8%)

4 I am able to propose new ways to 30 6(7.2%) 0 329 0.61
improve library services. (36.1%) %@}

5 I have the freedom to organize my 22 @ 11 0 3.13  0.63
own schedule. (26 SQ 60.2%)  (13.3%)

6 I feel trusted to make decisions

3(3.6%) 1(12%) 3.18 0.54
%) (71.1%)

Average Mean ’\co\ 3.17
Competence Factor A%

7 I feel confident in n@ to 36 46 1(1.2%) 0 342 0.52

without constant oversight.

handle complex reference (43.4%)  (55.4%)
questions. »° ’\\'

8 I belie Igead the skills 36 47 0 0 343  0.50
nece, o0 train users on new (43.4%)  (56.6%)
da%:ses

9 Ms‘[er the software and tools 33 50 0 0 340 049
required for daily library (39.8%)  (60.2%)
operations.

10 I can troubleshoot routine system 35 47 1(1.2%) 0 341  0.51
issues effectively. (42.2%)  (56.6%)

11 I feel well prepared to handle any 32 51 0 0 339 049
new responsibilities in my role. (38.6%)  (61.4%)

12 I can learn new technologies and 30 53 0 0 336 048
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apply them quickly at work. (36.1%)  (63.9%)

Average Mean 3.40
Relatedness Factor

13 I can count on my teammates 28 54 1(1.2%) O 332 0.50
when I need help or advice. (33.7%)  (65.1%)

14 I enjoy interacting with other staff 42 40 0 1(1.2% 348 0.52
members across departments. (50.6%)  (48.2%)

15 I feel connected to the library 32 51 0 0 339 049
community I serve. (38.6%)  (61.4%) \

16 I experience genuine care and 24 58 1(1.2%) 0 Q3 28 0.50
concern from my supervisor. (28.9%)  (69.9%)

17 I believe my contributions are 27 55 1(1.2% ‘\ 0.50
valued by the library team. (32.5%) (66.3%) 6

18 I feel included in important 25 % 323 0.56
discussions about library (30.1%)  (62.7% 6
operations.

19 I have opportunities to build 29 1(1.2%) 0 3.34  0.50
friendships through work (34.9%) % 9%)
activities. ®
Average Mean . X* N 3.34

N

Decision: Very Low =1.00 — 1 7®w 1.76 — 2.50; High = 2.51 — 3.25; Very High = 3.26 —

4.00 QQ

As shown in .@4.4, the autonomy submetrics of motivational factors reflects
moderate Vgl's/of perceived independence among respondents, with mean scores
rangir@n 3.07 to 3.29. The highest-rated item was the ability to propose new ways to
imk(e library services (X = 3.29, SD = 0.61), suggesting that librarians feel empowered
to contribute innovative ideas. Respondents also reported feeling trusted to make
decisions without constant oversight (X = 3.18, SD = 0.54), indicating a healthy level of
managerial confidence. However, the lowest score was observed in having a say in
setting work priorities (X = 3.07, SD = 0.72), which also had one of the highest standard
deviations in the domain, pointing to variability in perceived autonomy. This implies that

104



while librarians experience a fair degree of freedom in their roles, there remains room to

enhance participatory decision-making and scheduling flexibility.

The competence factor shows strong self-assessed professional capability, with all items
scoring above 3.36 and standard deviations remaining low (between 0.48 and 0.52). The
highest-rated item was confidence in training users on new databases (X = 3.43, SD =
0.50), followed closely by handling complex reference questions (X = 3.42, S 0.52)
and troubleshooting system issues (X = 3.41, SD = 0.51). These result@ st that
librarians feel well-equipped to manage both routine and complex ta& consistency
of responses across this domain highlights a shared sense of com e and adaptability,
especially in learning and applying new technologies (X , SD = 0.48). This factor

reflects a workforce that is not only technically proﬁ@:t also confident in its ability

to evolve with emerging demands. b’b

The Relatedness factor reveals a strong sk}\@of interpersonal connection and belonging
among respondents. Mean scores r@% 3.23 to 3.48, with the highest rating given to
enjoyment of staff interaczioxébss departments (X = 3.48, SD = 0.52). Respondents
also reported feeling \ed to the library community (X = 3.39, SD = 0.49) and

valued by their @(X = 3.31, SD = 0.50). The lowest score in this domain was for

interp bonds are strong, strategic involvement could be improved.

Y

inclusion Sn @rtant discussions (X = 3.23, SD = 0.56), suggesting that while
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4.2.2 Test of Hypotheses
Hol: There is no significant influence of information management competence on

job performance of librarians in selected tertiary institutions in Oyo State.

Table 4.5: Influence of information management competence on job
performance of librarians in selected tertiary institutions in Oyo State.

A. Model Summary for Hol

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 .650° 422 415 3.215

a. Predictors: (Constant), Information management competence

B. ANOVAZ?for Hol

Model Sum of Squares df Mean Square F Sig.

1 Regression 603.21 1 603.21 58.45 . 000**
Residual 827.79 8l 10.22
Total 1431.00 82

a. Dependent Variable: Job Performance
b. Predictors: (Constant), Information management competence

C. Coefficients® for Hol

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 8.120 2.731 - 6.55 .000**
Information Management 0.680 060 650 7.65 .000%*

Competence

a. Dependent Variable: Job Performance

Source: Field Survey, 2025
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Table 4.5a-c presents the results of the regression analysis for the influence of information
management competence on job performance of library personnel in tertiary institutions in
Oyo State. From the results in Table 4.5a, information management competence has a positive
significant relationship with job performance of library personnel in tertiary institutions
in Oyo State (R = 0. 650, p<0.01). The model shows that information management

competence (IMC) significantly predicts job performance (R? = .422), explaining\42.2%

of the variance. OQ

Table 4.5b presents the results of ANOVA of the regression test ;%g*évealed that
information management competence (IMC) has a signifi Qnﬂuence on job
performance of library personnel in tertiary institutions yo State. The F-statistic
(F(1,81) = 58.45, p < .001) confirms the model’s ox@gniﬁcance. Hence, the result

indicated that information management comp&b significantly influenced the job

performance of library personnel in teﬂia@tions in Oyo State.

Additionally, the results of regre@lﬁoefﬁcients in Table 4.5¢ revealed that, the
standardized beta (.650) .im&%’g a strong positive relationship. That is, for every
one-unit increase in i O@ion management competence, job performance of library
personnel incre.as& 0.68 units on average, given that all other factors are held constant.
On the st n&} this result (Adj. R? = 0.415, F (1, 81) =58.45, p=0.01), this study
rejects &ll hypothesis one (Hoi) which states that there will be no significant
infludrice of information management competence on job performance of librarians in

selected tertiary institutions in Oyo State.
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Ho2: There is no significant influence of motivational factors on the job

performance of librarians in selected tertiary institutions in Oyo State.

Table 4.6: Influence of motivational factors on the job performance of librarians in
selected tertiary institutions in Oyo State.

A. Model Summary for Ho2

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 .600 360 352 3.412

a. Predictors: (Constant), Motivational factors

B. ANOVA?for Ho2

Sum of
Model Squares df Mean Square F Sig.
1 Regression 515.16 1 515.16 45.50 .000**
Residual 915.84 81 1131
Total 1431.00 82

a. Dependent Variable: Job performance
b. Predictors: (Constant), Motivational factors

ol

C. Coefficients?® for Ho2

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 9.300 1.100 - 8.45 .000%**
Motivational factors 0.620 0.092 .600 6.75 .000**

a. Dependent Job performance

Source: Field Survey, 2025
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Table 4.6a-c presents the results of the regression analysis for the influence of
motivational factors on job performance of library personnel in tertiary institutions in
Oyo State. From the results in Table 4.6a, the regression model yielded an R value
of .600, indicating a moderately strong positive correlation between motivational factors
(MF) and job performance. The R? value of .360 shows that MF accounts for 36.0% of
the variance in performance scores. While slightly lower than the explanatory power of

IMC, this is still a meaningful proportion, underscoring the importance of @tion in

,\Q

Table 4.6b presents the results of ANOVA of the regression ich revealed that

shaping work outcomes.

motivational factors have a significant influence on job pe@mance of library personnel
in Oyo State, Nigeria. This is explained by the F-val eﬂl) = 45.50, and low p-value
(0.001) which confirm that the model is statistic@’égniﬁcant. Hence, the result showed
that motivational factors significantly inﬂ%l& ob performance of library personnel in

tertiary institutions in Oyo State 5\'

Furthermore, the results of @sion coefficients in Table 4.6c, demonstrated that the
standardized beta cogf] (B = .600) indicates that motivation has a strong positive
effect, that is, .a)&unit increase in motivational factors corresponds to a 0.62-unit

N\

increase imjobwpérformance of library personnel, on average, given that all other factors
are h@nstant. On the strength of this result (Adj. R?> = 0.352, F (1, 81) =45.50,
pZM, this study rejects the null hypothesis two (Ho2) that there will be no significant
influence of motivational factors on the job performance of librarians in selected tertiary

institutions in Oyo State.
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Ho3: There is no significant combined influence of information management

competence and motivational factors on the job performance of librarians in

selected tertiary institutions in Oyo State.

Table 4.7: Combined influence of information management competence and
motivational factors on the job performance of librarians in selected tertiary

institutions in Oyo State
A. Model Summary of Ho3

Adjusted R Std. Error of the

Model R R Square Square Estimate

1 750 562 552 2.845
a. Predictors: (Constant), information management competence an@)t}sational factors

P N

B. ANOVA?o0of Ho3

Sum of

Model Squares df Mean Square F Sig.

1 Regression 804.22 2 402.11 51.63 .000**
Residual 626.78 80 7.834
Total 1431.00 82

a. Dependent Variable: Jo ance
b. Predictors: (Constant)Nin ation management competence and motivational factors
C. Coefficients® of Ho3
Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta T Sig.

1 (Constant) 5.420 1.400 — 3.87 .000%*
information management 0.450 0.100 450 450  .000%*
competence
motivational factors 0.400 0.100 400 4.00 .000%*

a. Dependent Variable: Job performance

Source: Field Survey, 2025
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Table 4.7a-c presents the results of the multiple regression analysis for the combined
influence of information management competence and motivational factors on job
performance of library personnel in tertiary institutions in Oyo State. The multiple
regression analysis for Hos in Table 4.7a produced an R value of .750, indicating a very
strong combined correlation between information management competence, moti\/{tional
factors and job performance. The R? value of .562 means that together,.i ation
management competence and motivational factors explain 56.2% of the\yariance in job

performance, indicating a notable increase over their indix%.@o tributions. This

suggests that competence and motivation are complem rather than redundant

predictors. Q

Table 4.7b presents the results of ANOVA of@%?gression test which revealed that

information management competence ﬁ\&)tivational factors have a significant

influence on job performance of lib’\&' ersonnel in tertiary institutions in Oyo State.

The ANOVA results (F(2,80) éﬁ?& p < .001) confirm that the combined model is

highly significant. Hen@e result demonstrated that information management

competence and m &0nal factors significantly influenced the job performance of
S

library perso:@lz\}f

lary institutions in Oyo State.

Addit&(@the results of multiple regression coefficients in table 4.7¢ further revealed
inforh@ation management competence and motivational factors had a significant
combined influence on job performance of library personnel. Importantly, both predictors
retained statistical significance in the coefficients table: IMC: B = .450, p < .001; MF:
= 400, p < .001. This means that even when accounting for the effect of the other
variable, each still makes a unique and meaningful contribution to predicting job

performance. Consequently, the null hypothesis that there will be no significant combined
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influence of information management competence and motivational factors on the job

performance of librarians in selected tertiary institutions in Oyo State is hereby rejected.
4.3 Discussion of Findings

The findings of this study revealed that librarians in tertiary institutions in Oyo State
generally exhibit a high level of job performance across both task-specific and contextual
responsibilities. In the area of task performance, the results indicate strong f@onal

knowledge and professional awareness, with the highest rating()@ ed for

understanding professional ethics and maintaining patron conﬁde@ . This reflects a

well-established commitment to ethical standards and user p\% finding consistent
with a recent study of service delivery in academicJi s in Delta State, which
emphasised that adherence to professional ethics is c@al to effective service delivery in
academic libraries!. Similarly, the high rating}b@m’bowledge of copyright, fair use, and
licensing policies suggest that libraria>\\ge well-versed in the legal frameworks
governing library collections, enabli to perform effectively in their various roles.
This aligns with a previou§ s&@ job satisfaction of librarians of tertiary institutions in

Calabar Metropolis, C \rer State, which found that legal literacy and adherence to

professional cog%&liﬁcanﬂy enhance librarians’ capacity to meet institutional and user

needs?. 0
O

Howe@he relatively low familiarity with metadata schemas such as Dublin Core and
RDA points to a gap in specialised technical knowledge. This mirrors the observations of
the study on job performance of library personnel in Kwara State, which reported that
while Nigerian librarians often excel in general service delivery, specialised cataloguing
and metadata skills remain underdeveloped due to limited training opportunities. Such

gaps, if unaddressed, may hinder optimal performance in resource description and digital
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resource management®. Notably, knowledge of integrated library system (ILS) workflows
was relatively high among librarians, although variability in competence suggests that
while many librarians are proficient, others may require further exposure and practice to

achieve uniformity in skill levels.

In terms of contextual performance, the findings showed that librarians perform strongly
in applied technical tasks and collaborative functions. High ratings for the z&y to
conduct complex database searches using Boolean operators and controllec@gbularies
indicate confidence in advanced information retrieval techniques,“ et that was
identified as critical for supporting research and academic pro @tyl. Similarly, the
strong performance in leading information literacy Work@ and digitising materials
using best practices reflects the evolving instructio%lg digital stewardship roles of

academic librarians, as also noted by the extant I@rez.

O

Nonetheless, the low rating for the 2}\@ation of digital preservation workflows
highlights a potential weakness .i'@g-term digital stewardship. This finding is
consistent with other study, &I@&obsewed that many Nigerian academic libraries lack
formal digital preser%ﬁ@)licies, adequate infrastructure, and specialised training in
this area’. Ad.d@g this gap through targeted professional development, policy

formulatic% g@}nvestment in preservation infrastructure could significantly enhance

librari®

Th&ldings of this study reveal a nuanced picture of the information management

acity to safeguard digital collections for future access.

competence of librarians in tertiary institutions in Oyo State. Across the three areas of
information management competence covering technical proficiency, critical thinking,
and interpersonal skills, librarians demonstrated different levels of competence, with

notable strengths in relational and evaluative capacities but moderate performance in
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specialised technical areas. Results on the technical proficiency demonstrated that
librarians are mode