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Table 2a: Institutional continuing professional development policy in library

Statement |  FUOYE ABUAD  TOTAL
| A DA DA ] D [ACH] D
27 20

My library has a policy 6 3 14 10 7 7
for staff continuing (66.7) | (33.3) | (583)| (41.7) | (50.0) | (50.0)
professional
development

4

The continuing o 2 10 14

professional (77.8) | 222) | 41.7)| (58.3) | (28.6) | (71.4) (44.7) | (55.3)

development policy is

clear and

comprehensible

All concemed staff have 5 4 5 20 27

access to the policy (55:6) | 444) | (41.7)| (58.3) | (35.7) | (64.2) (42.6) | (57.9)
The policy is applicable 5 4 10 14 5 9 20 27

17

The continuing S 4 8 16 4 10 30
professional (55.6) | (444) | (333)| (66.7) | (28.6) | (71.4) (36.2) | (63.8)
development policy is

advantageous to all staff

(57.4) | 42.6)

The continuing 6 3 10 14 3 28
professional (66.7) | 333) | (41.7)| (58.3) | (21.5) | (78.5) (40.4) | (59.6)
development policy is
bias ,
The continuing 2 7 8 16 4 10 14 33
professional (22.2) [ (77.8) [ (333)| (66.7) | (28.6) | (71.4) (29.8) | (70.2)
development policy

affects all staff

The policy does not 2 7 9 15 5 9 16 31
mandate me to (22) [ (778) [ 375)| (62.5) | 35.7) | (64.2) (34.0) | (66.0)
participate in particul ar

programmes

There is regular revision 5 4 6 18 2 12 13 34
w507
There is occasional 5 -+ 6 18 2 12 13 34 |
557 | e
and methodically revised | (66.7) | (33.3) (459)] (54.1) | (35.7) | (64.2) | (46.8) | (53.2)
The continuing 6 3 9 15 3 11 18 29
professional (66.7) | (33.3) | 375)| (62.5) | (21.5) | (78.5) (38.3) | (61.7)
development policy is

revised by library staff

The policy in place in 6 3 6 18 3 11 15 32
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Key:A=Agree, D=Disagree, FUOYE= Federal University, Oye-Ekiti, Oye; EKSU= EKkiti State University,
Ado-Ekitiand ABUAD=Afe Babalola University, Ado-Ekiti.

Tables 2a and 2b reveal the findings on the availability and features of a written policy on CPD in the
university libraries in Ekiti state. The respondents were asked to indicate their level of agreement and the

result shows that 27 (57.4%) of the library staff affirmed that their library presently has a written policy on
continuing professional development, less than half of the respondents 21 (44.7%) attested to the clarity of

the policy and 20 (42.6%) agreed that it was accessible. A minority 13 (27.7%) agreed that the policy was
occasionally revised while 22 (46.8%) indicated that the revising was methodical and 18 (31.9%) claimed
that library staff were involved in the process of revision. Only a minority 15 (31.9%) claimed that the
present CPD activities in the library could efficiently enhance developing skills needed in today's
librarianship and very few 15 (31.9%) were satisfied with the policy. This implies that the written CPD

policies operating in the libraries were inappropriate.

Furthermore, it was revealed that 15 (31.9%) of the library personnel reported that their library had unwritten
CPD policies. Minority 13 (27.7%) indicated that the CPD policy was beneficial to them and an even lesser
minority 7 (14.9%) agreed it was beneficial to all library staff. Less than one quarter 11 (23.4%) were
informed about the CPD programmes while only a minority (23.4%) asserted that the policy in operation
could aid their developing skills needed in today's librarianship. This finding shows that the library personnel
were not satisfied with the CPD policies in place in their libraries.

Table 3: Funding opportunities for continuing professional development programmes

FUOYE EKSU ABUAD TOTAL

Statement D (%) A%) D(%) A(%)|D(%) |A %) D®%)

I get financial < 10

assistance from my (55.6) | 444) (292) (70.8) (28.6) | (71.4) | (34.0) (66.0)
employer for CPD

programmes

For each CPD
programme my

employer gives me a

minimum of 50%

financial aid

Some organisations

sponsor my training

My CPD activities is

always self- sponsored

My CPD activities is

sometimes self -

sponsored

Financial incapability

inhibits my self- (444) | (556) (583) @1.7) (50.0) | (50.0)
sponsorship

Key:A= Agree, D=Disagree FUOYE= Federal University, Oye-Ekiti; EKSU= Ekiti State University,
Ado-Ekiti and ABUAD= Afe Babalola University, Ado-Ekiti.

Findings in Table 3 reveal how the library staff funds their training. Under sponsorship by the institution,
16 (34%) attested they received financial assistance from their employer while a minority 15 (31.9%)
were given at least 50% of the cost of training each time they attended a CPD programme. 28 (59.6%)
were sometimes able to sponsor themselves and 25 (53.2%) claimed that financial incapability was the
bane of their nonattendance of CPD programmes. This trend shows poor funding of CPD programmes
which has resulted in a generally low attendance by library staff.
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Table 4: CPD programmes attended in thelast three years

FUOYE Total

Statement (%) (%) (%) (%) (%) (%) %) (%) (%) (9 %) (%) (%) %)

11 211 26 s 15| 1

an (38 @2) 5. (0. @@l
) 16 9
24 | 15 3
GL | Bl (64)

14 3
(58. (12
3) 5)
Formal education 2 5 2 2 13 8
programme 2. | (55. (22. (83)| (4. (33

2 6 2 2 3
onference attendance 2 3 4 2 15 5 5 9 7 26 8 6 5

2. ] (33. (4. (83)] (62. (20. | (35. (64 (14. (55| (17. (2. | 35

2 13 9 6 8 [ D 3 9 3 10 817
On-line development 4 1 2 2 6 11 6 2 10 2 12 22 10 3 2

courses @. (L] . @5 |@5 25| @ @] Q4 @5. @6 | 21 64| (4

4) D2 2 0 y 0|3 4|3 5) ] 3) 3)
(14 (57 (14 (14 @7. G4 | (14 @3.| Qa4
019 4|3

Reading instructional _ 8 17 17 5 2

guides (33 (16 (37 (14.  (57. 17. @36 | (36. (10. | (14
2) 4) ) D13 5) ) b 6) 0 212 ©63
In-house training 2 1 1 5 6 6 7 5 4 4 4 2 12 11 12 12
2. (AL | (1. (55. @5 (25 (. (28 (28 (28 4. 25 | (23 (25.] @5

Workshop/Seminars

5
@0.

3
QL.

9
(64.

n-house retreat

(11 (55. (29 (33 (16

2) 1) nHn 6 0|0 2 ) I B ) N )
eleconferencing - s 9 8 I ]
(11 (33 (5 ae. | 31. (33 m @5. (3. ] (5 (5. (28.
5 |5
libraries (11 (55 (33 ( (37 (14. (71, (14 (14. (0. (27 (17
1) 6) 3 7) $ 13 913 9 4
Mentoring 2 1 2 5 87 612 102 _[7 1
@. L2 (55 (33| (@5 |@ @14 (14. (0. (31. (12.
2 66 |12 ol 3 4|3 9 4 | 9 8

Key: IS= Institution Sponsored, S= Scholarship, SS= Self-Sponsorship, OT= Others. FUOYE= Federal
University, Oye-Ekiti, EKSU = Ekiti State University, Ado -Ekiti, ABUAD=Afe Babalola University, Ado-
Ekiti Table 4 reveals a three- year review of CPD programmes attended by the library staff and the mode of
funding. Sponsorship of CPD programmes by the institutions was generally low; the most attended
programmes needed little or no financial commitment from library management. These were mentoring 13
(27.7%), in-house development programmes 13 (27.7%) and in-house training 12 (25.5%). Cost implicating
programmes, however, were very lowly sponsored by the universities; workshop/seminars 1 (2.2%),
acquisition of higher degree 5(10.6%), conference attendance, teleconferencing and collaboration with other
libraries 7 (14.3% each).
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The most attended CPD programmes under scholarship were workshops/seminars 26 (55.3%), conference
attendance 26 (55.3%), formal education 24 (51.1%) and on-line development courses 22 (46.8%) while the
least attended was in-house training 11 (23.5%).

The most common self-sponsored programmes were the reading of instructional guides 17 (36.2%),
acquisition of higher degree and collaboration with other libraries 15 (31.9% each) while the least attended
was workshop/seminars 5 (10.6%). However, for each CPD programme, less than half of the respondents
were financially capable of sponsoring themselves.

Via other means of scholarship, the library staff were able to attend workshops/seminars 1(31.9%), in-house
training 12 (25.5%), in-house development programmes 11 (23.4%) and the least rated was the acquisition of
higher degrees and on-line development courses 3 (6.4% each).

Table 5: Perception of library staff to CPD

X% [0G)

Dedication of 3 11 3
Library Management (66 J) | (33.3) ( (2 .8) | (78.6) [(21.4) (7
to CPD is high

Library Management

is not dedicated to (100 0)

CPD

Library Management 13
is somewhat (55 6) (44 4) )
dedicated to CPD

CPD programme of

library is inefficient (44.4) (55 6)
CPD programme of 2

library is efficient 222) (77 8
CPD programme of 4

library should be 444 (55 6)
upgraded

Key:A= Agree, D=Disagree FUOYE= Federal University, Oye-Ekiti; EKSU= Ekiti State University, Ado-
Ekitiand ABUAD=Afe Babalola University, Ado-EKkiti.

Table 5 presents the perception of library staffto CPD. The overall agreement as shown in the Table from the
three universities shows that library management is partially dedicated to CPD tops the list with 76.6% of the
respondents, 70.2% agreed that CPD programme of the library needs to be upgraded, 53.3% agreed that CPD
programme of library is inefficient, 53.2% agreed that library management is partially dedicated to the CPD
while only 8.3% agreed that library management is not dedicated to the CPD. This implies that library
management is dedicated to CPD but needs to rework strategies to ensure that there is improvement in CPD

activities.
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Table 6: Benefits of CPD

EKSU

CPD enhances my
service provision
CPD encourages me

CPD reduces
wastage

CPD builds skills
and capacities of
staff

om0 T xoa Jota s [bw s o)

CPD enables me to 20 4
be more efficient (833) | (16.7)

FUOYE ABUAD TOT AL

5 4 11 3 36 11

(55.6) | (44) | (78.6) | 214) | (76.6) | (234)
7 2 11 3 21

(77.8) | (222) | (78.6) | 214) | (44.7)
6 3 9 5 |
66.7) | (33.3) | (64.3) | 35.7) | (66.0)
7 5 7 7

44.4) | (55.6) | (50.0) | (50.0) [ (48.9)
7 2 8 6

(77.8) | (222) | (57.2) | @2.8) | (66.0)

Key:A= Agree, D=Disagree FUOYE= Federal University, Oye-Ekiti; EKSU= Ekiti State University,

Ado-Ekiti and ABUAD= Afe Babalola Uni

The benefit of capacity building is depicted

versity, Ado-EKkiti.

in Table 6. The overall total of the agreement scores shows that

76.6% agreed that CPD enables them to be more efficient, 66.0% both agreed that CPD encourages them and

CPD builds skills and capacities of staff, 48
CPD enhances their service provision. This s

9% agreed that CPD reduces wastage while 44.7% agreed that
hows that CPD affects service provision.

Q
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Table 7: Challenges of CPD

T ruoyE EKSU ABUAD TOTAL
A%) D®%) A®%) | D®%) |A®%) [D(®%) [A(%) D%)
I get irregular 7 2 23 1( 9

(77.8) (222) (95.8) (80.9) (19.1)

sponsorship frommy
Institution

42 8 6
(572) | @2.8)

12 7 7
(500) | (50.0)

11 3
(786) | (21.4)

4

(28.6)
9
(64.3)

3 6 12
(33.3) (66.7) (50.0)
6 3 18
66.7) (333) (76.0)
6 16
(33.3) (66.7) (66.7)
2 7 9
222) (778) (37.5)

Heavy workload

Time constraint

29 18
(61.7) (38.3)
16 31
(34.0)  (66.0)

My boss does not
approve

Certificate acquired is
not acknowledged by
institution

CPD programmes are 4 11 13 5 9 21 26
very expensive (55.6) (444) (45.8) | (53.2) | 357) | (64.3) | (44.7) (55.3)
I am not interested 5 4 13 11 5 9 23 24
(55.6) (444) (53.2) | (45.8) | (35.7) | (64.3) | (48.9) (51. 1)
[ am not aware of 4 5 12 12 6 8 22 25
My institution does 4 5 12 12 6 8 22 25
nothave adequate

training facilities
Financial constraints

(57.1) | (46.8) (53.2)

20 27
(57.4)

Resource persons are
notavailable locally
Location of CPD
programme is not
convenient
I am not interested in
the CPD programmes
available.

[ do not get informed

about CPD 214) | 7186) | (29.8) (70.2)
programmes

I do not know how to 3 6 6 518 3 11 12 35
use ICT facilities (33.3) (66.7) (25.0) | (75.0) | 214) | (78.6) | (25.5) (74.5)

Key:A= Agree, D=Disagree FUOYE= Federal University, Oye-Ekiti; EKSU= Ekiti State University,
Ado-Ekiti and ABUAD= Afe Babalola University, Ado-Ekiti.

44.4) (55.6)

4 5
44.4) (55.6) (29.2)
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The challenges of capacity building are presented in Table 7. The major challenge as shown in the Table is
irregularity in sponsoring by the institution as indicated by 95.8% of respondents from EKSU, 77.8% from
FUOYE and 57.2% from ABUAD. The overall total of the agreement also shows that 80.5% agreed that
irregularity in sponsorship by the institution is a challenge. Another highly ranked challenge as shown in the
overall total agreement scores from the three universities is time constraint by 74.5% of respondents. This is
i followed by the approval of boss with 61.7%. The least challenge is not being able to use ICT facilities as

“indicated by 25.5% of the respondents.

Test of Hypotheses
Hypothesis 1: There is no significant relationship between institutional policy and CPD in university

libraries in Ekiti State, Nigeria.
Theresult of the hypothesis is presented in Table 8.1

Table 8.1: Correlation table showing relationship between institutional policy and CPD

Variabless Mean Std.Dev. N Df Sig. (p) | Significance
POLICY 237 059 47 0.41 45 0.004 Si

CPD 263 083 47

Table 8.1 shows that correlation coefficient between institutional policy and continuing professional

development was significant (r=0.41; P<0.05). This indicates that there is a positive significant relationship

between institutional policy and continuing professional development among library staff in universities in

Ekiti State, Nigeria. Therefore, the null hypothesis is rejected.

Hypothesis 2: There is no significant relationship difference in the sponsorship of library staff based on
university type

Table 8.2: Anova Table showing the difference in the sponsorship of library staff by university

FUOYE 239 9 [ 0.756 | 0.476

ABUAD 267 14

EKSU 273 24
From Table 8.2, the result of the analysis shows that there is no significant difference in sponsorship based on
the university type (F=0.756, p=0.476>0.05). Therefore, the hypothesis is accepted. This implies that
sponsorship to CPD programmes in federal, state and private universities is the same.
Hypothesis 3: There is no significant difference in the CPD attended by library staff based on the type of

university
Table 8.3: One-way Analysis of variance showing the difference in the sponsorship of library staff by

university

5595 0007

Table 8.3 shows that the CPD attended in the last three years by library staff in the three universities in Ekiti
State, is significantly different from each other (F=5.595, p=0.007<0.05), with FUOYE staff attending more
CPD programmes, followed by EKSU and then ABUAD. This implies that there is a significant difference

in the CPD attended based on university. Hence the hypothesis is rejected.
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Discussion of the findings
Findings from the study revealed that the majority of the respondents indicated that their libraries had

written CPD policies but the policies were neither clear nor accessible to the library staff. The policies were
occasionally revised with the input of very few library staff. Unfortunately, the stakeholders are not well
informed about the policy and this will affect its efficiency. Minority of the library staffalso claimed that their
libraries had unwritten CPD policies but had similar features as the written. Majority of the library staff were
however, of the opinion that the CPD activities in the library could not assist in their development into an up-
to-date staff, thus, the CPD policies were not able to achieve their goals. This implies that the CPD policies
operating in the libraries were inappropriate. This finding is corroborated by Ighiamoh and Abu-Udenyi
(2014) finding shows that the poor implementation of the policy and not by absence of policy hindered
librarians' CPD activities in Nigeria. Idiegbeyan-ose, Nkiko, Idahosa and Nwokeoma (2016) also concluded
that there is a general absence of appropriate policy and implementation in libraries. In addition, Adanu
(2007) found that the majority of the respondents in the university libraries he studied were not aware of the
existence of any policy for CPD.

On funding, the result indicate that the funding received by the library staff is inadequate as only a minority
received halfthe cost of training each time they attended a CPD programme, few enjoyed sponsorship by the
institution, some sponsored themselves while some claimed that financial incapability was the bane of their
nonattendance. It is evident from the finding that lack of adequate funds could result in low attendance and
even nonattendance of CPD programmes. It also shows that less than half of the respondents were financially
capable of sponsoring themselves which makes it difficult to attend most of the CPD programmes. Low or
nonattendance of any CPD programmes will affect the Jjob performance as well as service delivery, for
library staff may not be able to meet diverse information needs required by the users of today. Khan and Rafiq
(2013) asserted that CPD programmes are key factors for the development of librarianship to face present
and impending challenges. Therefore, the university management needs to improve the CPD programme of
the library by fully sponsoring the library staff because of the constant change in technology and the global
use of ICT for service delivery in libraries. The library staff should also sponsor themselves as the CPD
programme is also for their personal benefit. This is corroborated by Varlejs (2016) who stated that the CPD
programme is the responsibility of both the employer and the staff,

CPD programmes attended in the last three years among the three universities show thatthe most attended
programmes were mentoring, in -house developmental courses and in-house training. This is because these
programmes have little or no cost implication. Cost implicating programmes like workshop/seminars,
acquisition of higher degree, conference attendance and teleconferencing were not frequently attended by
the respondents. Asante (2015) in consensus noted that CPD in libraries is usually treated as non-essential
especially in the face of dwindling funds and very little funds are put aside for it. This finding is in
collaboration with Amwar, Warraich and Fatima (2013), they reported that personal quest, conferences and
workshops were CPD programmes attended by the library personnel in the University of Punjab, India.
Ojowhoh (2016) in consensus also stated that seminars/workshops, orientation, in-service training and
regular training were the CPD programmes attended by library staff in academic libraries in Delta and
Bayelsa states in Nigeria.

The perception of the respondents to staff development revealed that library management is highly dedicated
to CPD. This finding is in support of Varlejs (2016), he emphasised that library management must show their
commitment to CPD. However, more than half of the respondents indicated that the CPD programme of the
library needs upgrading and CPD programme of library is inadequate. This implies that there is still a need
for improvement.

The benefit of CPD shows that majority of the respondents agreed that CPD enhances their efficiency,
stimulates them and produces highly skilled staff while less than half agreed that CPD reduces wastage and
improves service provision. This finding is in agreement with Yaya (2018) in a study of the effects of CPD on
librarians' productivity in public university libraries in Nigeria, he stated that CPD enhances efficiency and
motivation of library staff. Ojowhoh (2016) also found that CPD brings about job efficiency, motivation and
satisfaction.

The major challenges as found in the study are irregularity in sponsoring by the institution, time constraint
and the disapproval of the boss. Library bosses should encourage staff under them to go for training as
disapproval from the boss will not help the library staffto develop.
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Ifthere is strong recommendation from the library management to the university management such staff may
be fully supported by the university. From all the challenges indicated, it could be observed that funding is
responsible for inconsistency on the part of management to sponsor, if there is fund, it is probable that the
management would be willing to support more CPD programmes. This is in line with the finding in his
review of CPD in five universities in Ghana submitted that the library staff did not maximise CPD
opportunities because of financial constraint. Asante (2015) noted that CPD in libraries is under siege
because of constant lack of funds. Abba and Dahwa (2009) affirmed that all the respondents from Federal
University of Technology, Yola, claimed that financial constraint was their major inhibitor of CPD. The test
of relationship between institutional policy and continuing professional development revealed that there is a
positive significant relationship between institutional policy and continuing professional development
among library staff in universities in Ekiti State, Nigeria. This implies that if the institutional policy supports
CPD programmes, sponsoring library staff to various seminars, conferences and workshops will not be a
problem.

The study also tested the difference in sponsorship of library staff based on university ownership. The result
of the analysis showed that there is no significant difference in the sponsorship of library staff based on
university ownership. This means that the university ownership does not determine sponsorship. One would
have thought that library staff in the federal and state universities would enjoy more sponsorship than those
of the private university but the result shows that sponsorship of library staff is the same irrespective of
university ownership.

The study also tried to find out if there would be any difference in the CPD programmes attended by library
staff in the federal, state and private universities in Ekiti state. The finding revealed that there is no significant

difference in the CPD attended by library staff based on the type of university.

Conclusion and Recommendation
Continuing professional development (CPD) is key to the personal development of library staff and
achieving the goals of the university. To meet the developmental needs of every staff and ensure that CPD
activities are maximise so as to optimally achieve the goals for which it is meant, it is necessary to plan CPD
activities, thus the need for appropriate CPD policy. There was positive correlation between institutional
policy and continuing professional development of library staff in universities in Ekiti State. It is anticipated
that if the universities are more committed to sponsoring library staffregularly and sufficiently, then they can
determine CPD activities of the library staff and ensure effective service provision to meet institutional
goals. ICT innovation keeps changing skills and capacities required to be up-to-date in librarianship,
participation in CPD programmes such as seminars, workshops, conferences and so on will enable library
staff to be up-to-date. Based on the findings above, it is therefore, recommended that:
° The university/library management of the universities surveyed should adequately and regularly
fund continuing professional development activities of all the library staff.
o There should be written CPD policies and such policy should be made available to all staff.
o The CPD policy should be revised constantly to benefit all library staff.
« CPD policy should be implemented so that it can ensure the development of all staff and the skills and
capacities acquired and sustained can be harnessed for effective service delivery.
o Library staff should also endeavour to source for funds from other agencies like ETF to attend
conferences, seminars and workshops.
» Library bosses should support CPD programmes by releasing their staff to attend. Attendance at
seminars, conferences, workshops and so on will expose library staff to current trends in
librarianship, enhance efficiency and effectiveness in their work and ultimately, effective service

delivery.
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Abstract
Continuing Professional Development (CPD) is vital for acquisition and sustenance of required staff skills

and capacities in the digital era. The appropriateness and implementation of an institutional CPD policy
however, determine its effectiveness. This study, therefore, examined institutional policy and Continuing
Professional Development (CPD) in university libraries in Ekiti state, Nigeria. The survey method was
employed for the study. All library staff in the three universities in Ekiti State were enumerated, namely,
Federal University, Oye-Ekiti, Ekiti State University, Ado-Ekiti and Afe Babalola University, Ado-Ekiti. 55
copies of a structured questionnaire were used for data collection, 47(85.5 %) were found usable. Data

collected were analysed using descriptive statistics, tables of frequencies and percentages and Pearson
Product Moment Correlation. Findings showed that the university libraries operated written and unwritten
CPD policies which were neither clear nor accessible and could not efficiently enhance developing skills
needed in today's librarianship (32; 68.1%,), majority of the staffwere dissatisfied. CPD programmes mostly
attended were workshops, seminars, acquisition of higher degree in the profession, webinars, in- house
training; sponsorship was majorly through scholarship and self -sponsorship, challenges of CPD include
lack of funds, disapproval by boss. There was a positive correlation (r= 0.41, P=0.004<0.05) between
institutional policy and CPD programmes attended. Recommendation was made that appropriate policies
should be drawn, implemented, regularly reviewed by stakeholders; universities should sponsor all library
staff to attend CPD programmes to enhance acquisition and sustenance of skills and capacities required to
be amodern library staffin the digital era.

Keyword: Institutional policy, continuing professional development, university library staff, Ekiti State,

Nigeria.
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Introduction and background
Continuing Professional Development (CPD) is the continual acquisition, sustenance and enhancement of

current skills and capabilities for efficient service delivery to meet the goals of the organisation as well as the

the pathway between users and resources, thus CPD of library personnel is mandatory for effective service
delivery. Furthermore, since the role of universities is unequalled in passing on knowledge, innovations and
building the society through knowledge generation and transfer, the library staff in charge of the preservation
and dissemination of knowledge must be adequately skilled for service provision. The skills required of
library personnel are however, being determined by the constant change in technology and the global use of

ICT for service provision in libraries as well as the needs of the technologically inclined library patrons

Cambridge Dictionary (2020) defines policy as a set of principles or strategy which has been formally
formulated by a group, an establishment, a government or political party. Varlejs (2016) reviewed the IFLA
best practices and principles code 0f 2006 and submitted that although CPD is the responsibility of both the
library management and the staff, it behooves library management, to show their commitment to CPD by
implementing appropriate CPD policies, making available adequate funds to support all staff, organizing
programmes and releasing staff for internal and external CPD programmes among others. Ladd (2017)
reiterated that there are two types of policies in the library; written and unwritten policies. A written policy is
made up of laid down principles that are officially agreed upon and documented while the unwritten policy is
made of customs and traditions which are not documented but implemented.

Statement of the problem

Requirements for effective service delivery, personal development and relevance in the society is
continually unstable in librarianship because of the impending changes in ICT use in libraries, global
information revolution and library users who are technologically inclined. This has placed a compulsion on
library staff and management to imbibe CPD which is the only way to enhance effectiveness in delivering
library resources and services to users. Khan and Rafiq (2013) maintained that CPD programmes are key
factors for the development of librarianship to face present and impending challenges. It has, however, been
observed that there are many challenges faced by library personnel in CPD. These include a general lack of

in this digital era. This study, therefore, sets out to investigate the state of continuing professional
developmentand policy application in university libraries in Ekiti State, Nigeria.
Research Questions
The study sought answers to the following research questions:
i.  Whatare the CPD policies operating in the university libraries in Ekiti State?
ii. Whatare the available funding opportunities to library staff?
iii. Whatare the CPD programmes attended by library staff in university libraries in Ekiti State in the last

three years?
iv. Whatis the perception of library staffin university libraries in Ekiti State to CPD?

v. Whatare the CPD benefits en joyed by the library staff?
vi. Whatare the problems of CPD encountered by library staffin university libraries in Ekiti State?
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Hypotheses
The under listed null hypotheses were tested at 0.05 level of significance:
1. There is no significant relationship between institutional policy and CPD in university libraries in
Ekiti State, Nigeria.
2. There is no significant difference in the sponsorship of library staff based on type of university.
3. There is no significant difference in the CPD programmes attended by library staff based on

ownership of university.

Literature Review
In explaining the process of CPD, Chartered Institute of Personnel and Development (CIPD; 2007)

maintained that CPD is strategizing and influencing the progression or movement of individual staff in an
organisation by aligning employee preferences and capacities to meet the organisational goals. Institute of
Risk management (2010)corroboratingstated that clear CPD policy is the pathway to the successful
development of library staff in achieving effectiveness in service delivery and personal enhancement to the
eventual achievement of the goals of the library and the parent institution. Varlejs (2016) reviewed the IFLA
best practices and principles code of 2006 and submitted that CPD is the responsibility of both the employer
and the staff. Furthermore, she reiterated IFLA's assertion that the efficient service provision of a library is
dependent on the skills and expertise of its staff. Adekanye and Ogunleye (2016) stated that CPD involves the
facilitation of staff learning to mold their behaviour and enhance the achievement of the visions and mission
of the establishment. Varlejs (2016) emphasised that library management must show their commitment to
CPD by implementing appropriate CPD policies, making available adequate funds to support all staff,
organising programmes and releasing staff for internal and external CPD programmes.

Mamuno, Ahmed and Bawa (2016) maintained that human capital is the most important resource in any
organisation because it harnesses all other resources, hence, its development must be prioritised to take full
advantage of skills and capacities as they determine the goals of the organisation. Khan and Rafiq (2013)
submitted that the unstable information environment has made it necessary to examine CPD in university
libraries to enhance service delivery and personal development. Okoye and Ezejiofor (2013) however,
maintain that most organisations do not pay attention to the key asset, which is the human resource. This
assertion is collaborated by Shonhe (2020) in an analysis of research productivity and submitted that the
research productivity in CPD of librarians (library staff) is low especially in Africa and developing
countries which hasculminated into inadequate extant literature for better decision making. Thus,
implying that effective service delivery may be a mirage as library personnel may lack adequate skills
and capacities to meet the changing needs of users in this digital era.

CPD programmes come in diverse forms. Leicester (1999) identified three types of CPDs: specific learning
in which case an individual learns by experience, general learning which is keeping up-to-date with the
current practices in the profession (by reading, collaborating with colleagues, attending seminars,
conferences, and so on) and developmental learning which is essentially undertaking advanced courses.
Ojowhoh (2016) highlighted the reasons for CPD amongst staff as; rivalry, problems encountered in
executing tasks, need to attain higher degrees, monetary support from the institution and personal interest.
Ukachi (2013) reported CPD activities in the University of Ibadan and University of Lagos libraries. It was
revealed that in the last five years, the library staff participated majorly in conferences and seminars 61
(94%), workshops 46 (71%), workshops within Nigeria 46 (71%) and outside Nigeria 8 (12%), while
participation in webinars 18 (28%), YouTube lessons 21 (32%) and exploration of online training 22 (34%)
was minimal. Ojowhoh (2016) identified CPD programmes attended by library staff in academic libraries in
Delta and Bayelsa states in Nigeria, they were seminars/workshops, orientation, in-service and regular
training. Amwar, Warraich and Fatima (2013) reported that personal quests, conferences and workshops
were CPD programmes attended by the library personnel in the University of Punjab, India. Abban (2018)
reviewed the CPD programmes in two universities in Ghana and found that CPD programmes in academic
libraries are inadequate and do not meet the specific needs of individuals. Moonasar (2018) found that the
majority (95%) of the respondents at the Durban University of Technology were satisfied with CPD activities
in their library.
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Implementation of CPD policies in university libraries is generally unstable. Abba and Dahwa (2009)
evaluated the library staff development activities at the Federal University, Yola, Nigeria and found that there
was no written policy, furthermore, all the respondents claimed that financial constraint was their major
inhibitor of CPD. An improvement in CPD policy was, however, recorded by Anunobi (2013) in an
examination of the impact of CPD activities in Nigerian university libraries on national development, she
found that ten (83%) out of the twelve universities examined had ICT policies. Sambo, Ighiamoh and Abu-
, Udenyi (2014) found that 70% of the respondents agreed to the availability of CPD policy in their libraries.

They however, concluded that staff development in Nigeria was hindered by poor implementation of CPD
policies and not by the absence of policy. Idiegbeyan-ose, Nkiko, Idahosa and Nwokeoma (2016) studied
third world countries and deficiencies in maximisation of ICT facilities; they concluded that there is a general
absence of appropriate policy and implementation in libraries.

Methodology
The survey method was employed for this study. The target population of the study was library staff

(librarians and paraprofessionals) in universities in Ekiti state, Nigeria. The three universities in Ekiti State,
South-West, Nigeria were used for the study. They are Federal University, Oye-EKkiti, Ekiti State University,
Ado-Ekiti, and Afe Babalola University, Ado-Ekiti. Total enumeration technique was employed since the
population is small. A structured questionnaire was used for data collection and out of the 55 copies
administered, 47(85.5 %) were found usable. Data collected was analysed using descriptive statistics, tables
of frequencies and percentages. Pearson Product Moment Correlation, a statistical method used to measure
the strength and direction of the relationship between two variables on at least an interval scale was used to
test hypothesis 1, that is, the relationship between institutional policy and CPD. On the other hand, Analysis
of Variance (ANOVA) statistical method was applied for hypotheses 2 and 3 to establish the difference in
sponsorship of library staff across the universities. ‘

Result of the findings
Table 1: Questionnaire administration and return rate

Number Administered Number Retrieved _ -
University | Librarian | Para- Total | Librarian | Para- Total | %
professional professional
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Key: FUOYE= Federal University, Oye-Ekiti, Oye; EKSU= Ekiti State University, Ado-Ekiti and
ABUAD= Afe Babalola University, Ado-Ekiti.
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Table 1 shows the distribution of the questionnaire and response rates. Fifty- five copies of the questionnaire
were administered and 47 (85.5%) was retrieved and found usable. A total of 31 and 16 copies of the
questionnaire were administered to librarians and library officers respectively. It can be observed from the
Table that ABUAD topped the list of response rates with 93.3%. This is followed by EKSU with 85.7% and

FUOYE with 75%.
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