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Abstract
[bookmark: _GoBack]This study examines the relationship between organizational commitment and librarians’ perceived job performance in selected university libraries in Southwest Nigeria. The study explores how librarians’ commitment—affective, normative, and continuance—affects their job efficiency and overall contributions to institutional goals. A survey research design was employed, utilizing a complete enumeration sampling technique. A total of 309 out of 314 distributed questionnaires were correctly completed and returned, yielding a response rate of 98.4%. The findings revealed that librarians' perceived job performance was high (xˉ=4.42\bar{x} = 4.42), particularly in areas such as personal discipline, communication, teamwork, and effort. However, the level of organizational commitment was moderate (xˉ=3.06\bar{x} = 3.06), with affective commitment being the most prevalent dimension. Statistical analysis showed a positive correlation (r = 0.309) between organizational commitment and perceived job performance, suggesting that committed librarians tend to perform better. The study highlights the need for university library management to foster a work environment that promotes motivation, professional development, and engagement. It recommends policies that enhance librarians’ commitment through incentives, training, and improved working conditions to sustain high job performance levels.
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Introduction
Librarians' commitment to work processes and organisational commitment is both a mental and emotional state that influences their relationship with the library. This commitment has significant ramifications for their choice to renew library membership and their overall performance. It is a mental or emotional condition that links an individual's mind to the library with which they work (Samuel, Onuoah & Ojo, 2014). Commitment can be defined as engagement that limits freedom of action, making it a personal decision in both professional and personal settings. Librarians who are committed to their profession are more likely to enhance their skills, increase their value, and achieve success compared to those who are disengaged. A committed librarian is focused and gives their best, provided they receive good incentives. A librarian who consistently demonstrates commitment earns trust and respect from colleagues and library users (Concise Oxford Dictionary, 2011).
The success of an individual or organisation has long been attributed to organisational commitment. It describes a person's duty to their employer or organisation and expresses their willingness to adhere to a course of action. A committed worker identifies with the organisation, aligns with its goals and objectives, and exhibits a higher level of performance. Therefore, a committed librarian in an academic library remains dedicated to their role, challenges, and users, depending on how well they are supported by their organisation. Organisational commitment is a crucial outcome of human resource strategy (Dixit & Bhat, 2012; Ismail, 2012).
Organisational commitment represents the bond that connects employees to their organisation. Employees who feel integrated into their organisation and understand its goals are more likely to demonstrate loyalty and dedication. This commitment motivates employees to actively contribute to organisational success. The emotional connection employees develop with their organisation plays a significant role in fostering stronger commitment. Employees who are dissatisfied with their workplace are less committed, unwilling to exert extra effort, and more likely to seek alternative employment. If new job opportunities are not available, they disengage both mentally and emotionally, reducing their effectiveness in perceived job performance  (Dixit & Bhat, 2012; Yusuf & Metiboba, 2012; Folorunso, Adebowale & Abodunde, 2014).
In academic libraries, librarians are dedicated to achieving institutional goals through effective service delivery. These goals can only be met if sufficient human and material resources are available and if institutions are well-managed, with strong leadership ensuring the efficient operation of library services. Leadership is critical in any organisational development (Fatokun, Salam & Ajegbomogun, 2010). In selected academic institutions in Southwest  Nigeria, it is necessary to examine how organisational commitment influences librarians' perceptions of their perceived job performance . Additionally, the study will focus on library management and the factors that encourage librarians to perform optimally.
Academic libraries are essential to the academic activities of tertiary institutions. They play a crucial role in academic and scientific pursuits, providing information resources for students, faculty, and researchers. Hornby (2012) describes academic libraries as well-organised systems found in learning and research environments. Elisha (2006) highlights that academic libraries facilitate access to essential information resources for lecturers, researchers, scientists, policymakers, and students. In modern academic libraries, information and communication technology (ICT) enhances service delivery by enabling efficient data collection, storage, retrieval, and dissemination. However, human resources remain the most critical factor in achieving these objectives.
Human resources in academic libraries include professionals with various intellectual capacities and expertise. Academic libraries support higher education institutions in training and developing highly skilled professionals who contribute to national development. To achieve their objectives, libraries require dedicated personnel, including librarians, library authorities, assistants, attendants, and technical staff. Organisational commitment plays a key role in ensuring employees remain engaged and dedicated to their responsibilities.
Professional library staff have undergone formal training in library and information science, obtaining at least a Bachelor's degree in librarianship. Some possess advanced qualifications such as Master’s or Doctorate degrees. Their responsibilities include managing library sections, acquiring and classifying materials, providing reference services, and facilitating library circulation. Paraprofessional staff, on the other hand, have received diploma-level training and assist professional librarians by performing support tasks such as filing, cataloging, and maintaining library records (Mardanov, 2024) 
Based on the above, scholars argue that organisational commitment significantly affects librarians' perceptions of their perceived job performance. While various studies have examined organisational commitment independently, there is a need to explore its impact on university libraries in Southwest Nigeria. Moreover, variations in economic and sociocultural contexts indicate that findings from studies conducted in Western countries may not be directly transferable to developing nations. Consequently, this study seeks to critically explore the relationship between organizational commitment and librarians’ perceived job performance in academic libraries across Southwest Nigeria.
Statement of the Problem
University libraries exist to support the overall goals of universities, including learning, teaching, research, and community service. To achieve these objectives, librarians must efficiently carry out their assigned duties to enhance productivity. However, organisations cannot thrive without the efforts and commitment of their human resources. A lack of organisational commitment can lead to low productivity, high absenteeism, and high staff turnover, all of which can threaten an institution’s stability and effectiveness.
The absence of organizational commitment among librarians in university libraries reflects a diminished sense of dedication to their institutions. This is often accompanied by regret over career choices, diminished enthusiasm for the profession, and a willingness to leave for better opportunities elsewhere. Preliminary investigations suggest that librarians are neither punctual nor fully committed to their duties, and their presence in university libraries does not always contribute positively to institutional objectives. This suggests that their perceived job performance is below expectations. Additionally, the attitudes of librarians toward library users and service provision are generally low, which may be linked to poor organisational commitment.
Therefore, this study aims to examine the relationship between organisational commitment and perceived job performance of librarians in selected university libraries in Southwest  Nigeria. It will investigate the levels of organisational commitment and perceived job performance among librarians and explore factors that influence these variables.
Objectives of the Study
The specific objectives of the study are to:
1. Ascertain the level of perceived job performance of librarians in selected universities in Southwest, Nigeria.
1. Determine the level of organisational commitment of librarians in the selected universities in Southwest, Nigeria.
1. To find the relationship between organisational commitment and perceived job performance of librarians in selected universities in Southwest , Nigeria.
Literature Review
Organizational commitment is among the key concepts that have been extensively researched in relation to employee motivation, personnel, and performance. It is crucial in any organisation because it is believed that those who have a strong organisational drive work harder to contribute to the performance of the organisation, whereas those who lack the drive or are dissatisfied with their workplace are less emotionally and psychologically committed to the organisation (Ogunbanjo 2021). Various studies have been conducted by various scholars to investigate the relationship between organisational drive and performance.
Previous research has shown a variety of outcomes. Some have seen a beneficial association between organisational dedication and performance, but others have shown a negligible relationship between the two. Susanty and Miradipta (2013), Suliman and Lies (2002) performed study on full-time employees working for three businesses in the industrial sector. In Jordan, researchers discovered a link between employee work success and continuing organisational commitment.
In addition, Malik, Ghafoor, and Naseer (2011) analysed and quoted a study to investigate the connection between organisational effectiveness and employee motivation and performance in Pakistan's banking and communications industries. A Pearson correlation was done on a sample of 103 respondents. The findings demonstrated a high correlation between organisational effectiveness and employee motivation. This illustrates how a business can create extraordinary perceived job performance output by increasing librarians' efficiency and effectiveness. Ahmed, Babatunde,and Oshinaike,(2024) investigated the organisational and psychological predictors of perceived job performance among librarians at private institutions. Employees at private university libraries in Nigeria reported in this study that organisational attributes including organisational devotion and organisational culture are better markers of perceived job performance  than psychological factors (work motivation and self-esteem). According to the findings, organisational commitment and work success as stated by academic librarians are strongly correlated.
In contrast, it was discovered that when an organisation practices self-government, autocratic leadership styles and authoritarian regulations are in place, and only those at the top make choices and give instructions to subordinates to do various tasks. This indicates that there is no organisational component (organisational commitment) or psychological element (self-esteem), and this sort of organisational environment suppresses innovations that would improve workers' perceived job performance  in order to achieve the organisation’s goals and objectives. As a result, their work performance suffers. When authoritarian leadership styles leave academic libraries, motivation suffers, and librarians' self-esteem suffers because of their inability to do their jobs successfully. This demonstrates that there can never be a strong link between organisational commitment and employee perceived job performance , and that this will always have a negative impact on organisational development, success, and performance (Manzoor, 2012; Ogiamien & Izuagbe, 2016).
Employee commitments, such as emotional commitment, continuance commitment, and normative commitment, were examined by employees in a division in Pakistan to see how they affected how well they believed their jobs were being performed. The research showed a positive relationship between worker commitment and rated job performance (Khan, Farooq & Khan 2010). Because of this, the perceived quality of the work performed by librarians was found to be a good indicator of their commitment. To improve employee performance and, as a result, organisational performance, he recommended managers to pay special attention to all of the elements that come before and after employee commitment.
Affective, normative, and continual commitment are three organisational commitment dimensions that influence employee performance, according to the findings of a study by Ogunbanjo,  Awonusi, and Olaniyi, (2022) on the impact of organisational commitment dimensions on the performance of academic librarians  at public university libraries in southwest Nigeria. The only organisational commitment that is significantly correlated with employee perceived job performance, according to Tolentino's (2013) study of academic and administrative staff at a chartered institution, is emotional commitment. Academic library leadership must consider the kinds of motivational incentives that will elicit the emotional, societal, and ongoing commitment of librarians, motivating them to be active in their careers
Methodology
 In this study, a survey research design was used. With the help of the design, the researcher was able to get information from respondents on the relationship between organisational commitment and perceived job performance of librarians in a few university libraries southwest Nigerian. The method employed was complete enumeration sampling. 309 of the 314 copies of the questionnaire that were sent were correctly completed and returned, yielding a 98.4% response rate. The purpose of the administered questionnaire was to gather data about the correlation between librarians' organisational commitment and perceived job performance in a few university libraries Southwest Nigerian.
 Research Question One: What is the level of perceived job performance by librarians in selected universities in southwest, Nigeria?
 Table 1: The Level of Perceived job performance of Librarians in selected universities in Southwest, Nigeria
	S/N
	Item
	VLD
	LD
	M
	HD
	VHD
	[image: ]
	SD

	
	Job specific task performance
	
	
	
	
	
	
	

	1
	I used to perform library routine given to me in this university library
	7
2.3%
	10
3.2%
	25
8.1%
	85
27.5%
	182
58.9%
	4.38
	0.93

	2
	I attend rightly to the information requests in this university library
	3
1.0%
	7
2.3%
	16
5.2%
	108
35.0%
	175
56.6%
	4.44
	0.78

	                Average mean
	4.41
	0.86

	
	Non-job specific task performance
	
	
	
	
	
	
	

	3
	I do  meet-up the approved goals of this university library
	5
1.6%
	9
2.9%
	12
3.9%
	123
39.8%
	160
51.8%
	4.37
	0.83

	4
	I do provide my input to the growth and development of this university library
	3
1.0%
	3
1.0%
	24
7.8%
	108
35.0%
	171
55%
	4.43
	0.76

	                 Average mean
	4.40
	0.80

	
	Communication
	
	
	
	
	
	
	

	5
	I use communication skills while working in this university library
	3
1.0%
	3
1.0%
	22
7.1%
	103
33.3%
	178
57.8%
	4.46
	0.75

	6
	I use information tools and technologies while working in this university library
	2
0.6%
	5
1.6%
	17
5.5%
	104
33.7%
	181
58.6%
	4.48
	0.73

	                 Average mean
	4.47
	0.74

	
	Demonstrating effort
	
	
	
	
	
	
	

	7
	I am very creative and diligent at work as a librarian in this university library
	2
0.6%
	6
1.9%
	17
5.5%
	100
32.4%
	184
59.5%
	4.48
	0.75

	8
	I Perform my job with competency with working under pressure as a librarian in this university library
	3
1.0%
	5
1.6%
	24
7.8%
	107
34.6%
	170
55.0%
	4.41
	0.78

	                 Average mean
	4.45
	0.77

	
	Personal discipline
	
	
	
	
	
	
	

	9
	I Perform my work schedule on time in this university library
	1
0.3%
	6
1.9%
	15
4.9%
	105
34.0%
	182
58.9%
	4.49
	0.71

	10
	I am always regular working in this university library
	4
1.3%
	3
1.0%
	19
6.1%
	94
30.4%
	189
61.2%
	4.49
	0.77

	                 Average mean
	4.49
	0.74

	
	Peer/team performance
	
	
	
	
	
	
	

	11
	I love working with other librarians in this university library
	4
1.3%
	4
1.3%
	19
6.1%
	109
35.3%
	173
56.0%
	4.43
	0.78

	12
	I also provide assistance to other librarians in this university library
	2
0.6%
	5
1.6%
	18
5.8%
	106
34.3%
	178
57.6%
	4.47
	0.74

	                 Average mean
	4.45
	0.76

	
	Supervision/leadership
	
	
	
	
	
	
	

	13
	I also assess work performed by other librarians in this university library
	6
1.9%
	11
3.6%
	29
9.4%
	105
34.0%
	158
51.1%
	4.29
	0.92

	14
	I work with minimum supervision in this university library
	3
1.0%
	12
3.9%
	23
7.4%
		93
30.1%
	178
57.6%
	4.39
	0.86

	                 Average mean
	4.34
	0.89

	
	Management/administration
	
	
	
	
	
	
	

	15
	I always coordinate the ability of librarians in my library
	8
2.6%
	10
3.2%
	28
9.1%
	112
36.2%
	151
48.9%
	4.26
	0.94

	16
	I anticipate and proffer solutions to problems in this university library
	5
1.6%
	4
1.3%
	29
9.4%
	111
35.9%
	160
51.8%
	4.35
	0.83

	                Average mean
	4.31
	0.89

	
	Average Weighted Mean =                                                                                                                                  4.42    (0.81)


Table 1 shows that the level of perceived job performance of librarians in university libraries in Southwest , Nigeria was high ([image: ][image: ]= 4.42). Perceived job performance was divided into eight dimensions, namely: job specific task performance, non-job specific task performance, communication, demonstrating effort, personal discipline, peer/team performance, supervision/leadership and management/administration. The group mean for each perceived job performance dimensions were also calculated. The result revealed that personal discipline([image: ][image: ]= 4.49), non-job specific task performance ([image: ][image: ]= 4.47) communication([image: ][image: ]= 4.47), demonstrating effort([image: ][image: ]= 4.45), peer/team performance ([image: ][image: ]= 4.45), job specific task performance([image: ][image: ]= 4.41), supervision/leadership ([image: ][image: ]= 4.34) and finally, management/administration ([image: ][image: ]= 4.31) were high. This implies that the level of perceived job performance of librarians in university librariesin Southwest , Nigeria was high. 
 Research Question Two: What is the level of organisational commitment of librarians in selected universities in southwest, Nigeria?
Table 2:	Level of organisational commitment of librarians 
	S/N
	Librarians’ commitment
	VLD
	LD
	M
	HD
	VHD
	[image: ]
	S.D

	
	Affective Commitment 
	
	
	
	
	
	
	

	1.
	This university library has a great deal of personal meaning for me.
	25
8.1%
	42
13.6%
	51
16.5%
	124
40.1%
	67
21.7%
	3.54
	1.20

	2.
	I would be happy to spend the rest of my career in this university library.
	42
13.6%
	38
12.3%
	67
21.7%
	104
33.7%
	58
18.8%
	3.32
	1.29

	3.
	I am fortunate to be an integral part of this university library.
	25
8.1%
	27
8.7%
	70
22.7%
	127
41.1%
	60
19.4%
	3.55
	1.14

	4.
	I really feel that this university library’s problems are my own.
	31
10.0%
	33
10.7%
	80
25.9%
	108
35.0%
	57
18.4%
	3.41
	1.20

	5.
	I do feel a strong sense of belonging to this university library.
	21
6.8%
	29
9.4%
	69
22.3%
	121
39.2%
	69
22.3%
	3.61
	1.13

	6.
	I do feel emotionally ‘attached’ to this university library.
	30
9.7%
	36
11.7%
	62
20.1%
	113
36.6%
	68
22.0%
	3.50
	1.23

	Average mean
	3.49
	1.20

	
	Normative Commitment 
	
	
	
	
	
	
	

	7.
	I would feel guilty if I  leave this university library 
	64
20.7%
	49
15.9%
	64
20.7%
	76
24.6%
	56
18.1%
	3.04
	1.40

	8.
	This university library deserves my loyalty 
	28
9.1%
	30
9.7%
	78
25.2%
	98
31.7%
	75
24.3%
	3.52
	1.22

	9.
	I owe a great deal of personal achievement to this university library.
	32
10.4%
	39
12.6%
	78
25.2%
	111
35.9%
	49
15.9%
	3.34
	1.19

	10.
	I do feel an obligation to remain with this university library.
	40
12.9%
	51
16.5%
	74
23.9%
	99
32.0%
	45
14.6%
	3.19
	1.25

	Average mean
	3.27
	1.27

	
	Continuance Commitment 
	
	
	
	
	
	
	

	11.
	It would be difficult for me to leave this university library even when the opportunity exists elsewhere.
	62
20.1%
	51
16.5%
	60
19.4%
	95
30.7%
	41
13.3%
	3.01
	1.35

	12.
	I believe that I have too few opinions to consider before leaving this university library.
	51
16.5%
	61
19.7%
	66
21.4%
	82
26.5%
	49
15.9%
	3.06
	1.33

	13.
	My commitment to this university library makes it difficult for me to work elsewhere.
	49
15.9%
	80
25.9%
	59
19.1%
	73
23.6%
	48
15.5%
	2.97
	1.33

	14.
	Scarcity of alternative jobs makes it difficult to leave my present job.
	54
17.5%
	54
17.5%
	70
22.7%
	73
23.6%
	58
18.8%
	3.09
	1.36

	15.
	Leaving this university library right now will disrupt the plans I have for myself.
	60
19.4%
	55
17.8%
	70
22.7%
	68
22.0%
	56
18.1%
	3.02
	1.38

	16.
	Staying with this university library is a matter of necessity.
	41
13.3%
	63
20.4%
	65
21.0%
	81
26.2%
	59
19.1%
	3.17
	1.32

	Average mean 
	3.05
	1.35

	Overall mean = 3.27 (1.27)


Table 2 shows that the level of organisational commitment of librarians in university librariesin Southwest, Nigeria was moderate ([image: ][image: ]= 3.06). Organisational commitment was divided into three dimensions, namely: affective commitment, normative commitment and continuance commitment. The group’s mean for each organisational commitment dimensions were also calculated. The result revealed that affective commitment ([image: ][image: ]= 3.49), normative commitment ([image: ][image: ]= 3.27) and continuance commitment ([image: ][image: ]= 3.05) were moderate. This implies that the level of organisational commitment of librarians in university libraries in Southwest, Nigeria was moderate.  
Research Question Three: What is the relationship between organisational commitment and perceived job performance of librarians in selected university libraries in Southwest, Nigeria.
Table 3:	Relationship between organisational commitment and perceived job performance  of librarians 
	Variables	
	Mean
	Std. Dev.
	N
	R
	p-value
	Remarks

	Perceived job performance 
	65.58
	9.08
	
309
	
.309*
	
.000
	
Sig.

	Organisational commitment
	52.32
	15.13
	
	
	
	


Table 3, There is a good correlation between organisational commitment and perceived work performance of librarians in a few Southwest Nigerian university libraries (r = 0.309). An alpha value of 0.05 was applied to the derived significant probability value (p-value) of 0.000. The null hypothesis is rejected since the significant probability (p-value) of 0.000 is less than the alpha value of 0.05. This suggests that, in a few Southwest Nigerian university libraries, librarians' reported work success is positively correlated with organisational commitment.
 Discussion of the Findings 
The finding showed that university libraries in Southwest Nigeria had high perceptions of librarian perceived job performance. This suggests that the librarians were effective in terms of self-control, communication, showing effort, peer or team performance, job-specific task performance, non-job specific task performance, and supervision or leadership. The ability to contribute to the expansion of the library was seen as a crucial component of the profession by librarians. The respondents' excellent performance may be attributed to the numerous commitment factors that the library management used to urge the respondents to carry out their jobs. The findings are in line with those of Usman et al. (2018), who found that the perceived job performance  of library employees at public institutions in Northcentral, In a similar vein, Katamba and Abdulsalam's (2014) evaluation found that library workers in Nigerian universities perceived their perceived job performance  to be at a high level. According to Saka and Salman's (2014) research, university librarians in central-northern Nigeria perform at a high level. This discovery is positive since it will make it simple for the university library to accomplish its aims and objectives. This finding, however, conflicts with research done by Akor (2009), who discovered that professional librarians in government-owned universities in North-Central Nigeria had poor perceived job performance as assessed by their employers. It's possible that the staff's low commitment to accomplish their duties is a contributing factor in their low performance.
The finding showed that librarians in university libraries in Southwest Nigeria had a modest level of organisational commitment. Accordingly, it would be less probable for librarians to leave their jobs, and committed librarians would be more likely to contribute to the delivery of high-quality library services. The results are consistent with those of Adewoyin (2020), who found that overall, library staff members exhibited a modest level of organisational commitment, and that affective commitment seemed to be more prevalent among them than normative and continuous commitment. Studies by Mayowa-Adebara (2018), Nazneen and Mohammad (2017), and Nazneen and Mohammad (2017) that examined the effects of emotional, continuation, and normative commitment on job satisfaction among academic members of technical universities discovered a small level of affective commitment. The findings, librarians' levels of organisational commitment might not be constant or consistent, and they might even decline if the current working environment is not maintained or improved. A commitment may diminish, as noted in the literature, particularly if the initial basis for the commitment is not maintained or strengthened.
The results demonstrate that organisational commitment had a favourable relationship with librarians reported perceived job performance in a few Southwest Nigerian university libraries. This demonstrates how librarians' organisational commitment influenced and improved their reported work performance. This study supports Ojo's findings from 2008, which showed a substantial and direct relationship between organisational commitment and perceived job success. He also discovered that an effective perceived work performance could result from a good librarian's pleasant organisational focus. Imam, Abbasi, Muneer, and Qadri (2013) found a strong correlation between organisational commitment and performance. According to Agwu (2014), the relationship over time between a variety of organisational commitment attributes and perceived job performance has not been constant. Lunenburg (2011), the evidence on the specific nature of the connection between organisational commitment and perceived job performance are inconclusive. Despite these differences, the findings of this study are consistent with those of other lines of research, which demonstrate a strong and direct link between organisational commitment and perceived job performance.
Conclusion
The results of this study supported the assertion that librarians in selected Southwest Nigerian university libraries were judged to be performing at a high level. Research on perceived job performance indicates that librarians demonstrate proficiency in various tasks, including cataloguing, collection management, and reference services. However, another key finding revealed that librarians struggled to anticipate challenges and develop solutions, suggesting a need for continuous skill development to enhance their effectiveness and coordination.
The study further highlighted that organisational commitment plays a significant role in shaping librarians' perceived job performance . Librarians who exhibit strong commitment to their institutions are more likely to contribute positively to the overall objectives of the library. The findings suggest that fostering a work environment where librarians feel valued, supported, and engaged in professional development activities—such as workshops, conferences, and seminars—can enhance their perceived job performance.
The greatest asset of any library organisation is its staff, as they bring creativity, expertise, and innovation that can improve the library’s productivity. Organisational commitment, encompassing effective, continuance, and normative components, influences librarians' sense of belonging and dedication to their institution. This study recommends that university library administrators in Southwest Nigerian universities acknowledge the dynamic nature of their work environment and adopt strategies that promote professional growth, engagement, and long-term commitment among librarians.
 Recommendations
Based on the findings of the study, the following recommendations are:
i. To enhance morale and improve job efficiency and effectiveness, librarians should be adequately motivated through various incentive mechanisms. Providing encouragement and equipping them with the necessary resources can significantly enhance their perceived job performance.
ii. Library management should adopt strategies to strengthen librarians' commitment by implementing policies that foster dedication and engagement within the assessed university libraries.
iii. Although librarians demonstrate a high level of perceived job performance, library management and its sponsoring bodies must create a conducive work environment, promote positive working relationships, ensure continuous motivation, and allocate sufficient financial resources to support optimal perceived job performance.
iv. Furthermore, library management should continue to guide librarians in a manner that sustains their performance, thereby contributing significantly to achieving the library’s overall mission.
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