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Abstract 

Professional development is the process by which members of a profession, such as librarianship, maintain, 

improve and broaden their acquired and certified professional knowledge and skills to develop their 

personal qualities required in their professional lives. However, the ability of library professionals to 

develop themselves depends on the interaction of personal, organizational, work and social environment 

factors, including staff motivations and organizational culture, policies and actions. It is in this context that 

this study investigated how well the management of Ghana’s polytechnics are committed through their 

policies and actions to promote and support the professional development of their academic library staff. 

Mixed methods research design was adopted in the study with 80 p articipants comprising professional and 

para-professional staff of the libraries in all of Ghana’s polytechnics targeted for survey by the study, and 

72 actually participating. A questionnaire was designed and used to collect data for quantitative descriptive 

analyses, complemented with analyses of interview data obtained from the heads of all the academic 

libraries. Findings showed that management commitment to professional development of library staff was 

perceived by the staff to be low, as the staff were left mostly to their own personal motivations and strategies 

to develop themselves professionally. Although there were written policies for professional development of 

staff in all the ten polytechnics, it was only in one of them that there was a separate dedicated 

budget for the professional development of the library staff.  There is a clear imperative for the 

management of the libraries to strategize to ensure adequate planning and institutional budgetary provisions 

for library staff development to enable their libraries to transform library services in consonance with the 

rapidly changing landscape of academic library services provision worldwide. 
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Introduction 
The Chartered Institute of Personnel Development (2008) defined Professional Development as “the need 

for individuals to keep up to date with rapidly changing knowledge, to maintain, develop and enhance 

skills, knowledge and competence both professionally and personally in order to improve performance at 

work”. Professional development is a lifetime educational process, which is both worldwide and 

personalized. It is an obligation for all Librarians to engage in professional development in order to meet 

the rapid changes in Librarianship and also maintain professionalism (Pan and Hovde, 2010). 

Professional development is the process through which members of Professional Associations, such as the 

Ghana Library Association, maintain, improve and broaden their knowledge and skills to develop their 

personal qualities required in their professional lives (Lamptey and Corletey, 2011). Professional 

development aims at increasing and enhancing professional competency of an individual. This is because 

participating in the professional development plan is evidence of commitment to professional growth. 

The ability to keep professional skills up to date and abreast with new and changing technologies 

benefits the professionals by equipping them with requisite skills and experiences (Broady-Preston, 

2009).  
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Professional development activities therefore can aid the new a g e  l ibrarian to put theoretical 

knowledge acquired into practice (Pan and Hovde, 2010). Library professionals need to put into action 

their information literacy knowledge that learning is a lifelong process beyond acquiring a degree or 

diploma, that it is not limited to the students that they the professionals train in information literacy 

knowledge and skills, and that additional formal education and self-learning are continuously needed to 

strengthen knowledge and skills necessary for competent performance in the rapidly changing information 

and digital age (Coke, 2012). Library staff are expected to be knowledgeable and active intermediaries 

between information resources and information users, for which continuous professional education is 

critical for to ensure adequate services (Varlejs, 2014). Indeed, the quality of services that can be 

rendered by any kind of library depends on the expertise and experience of the staff. Changing 

technologies and user requirements demand that information professionals continually update their 

abilities. Thus, all library staff need to gear up to frequently assess their abilities and identify their skill 

deficits in order to be able to know and act upon how to shift their frontiers of knowledge (Lamptey and 

Corletey, 2011). ICT have redefined Librarianship and the role of Librarianship is experiencing a new face 

all over the world (Adanu, 2007). This means that professional development should always make a 

positive impact that would assist to make an organization stronger, more effective and better, to cope with 

the challenging service delivery environment. 

 Works by Ezeani (2008), Mizell (2010) and Khan and Bhahi (2011) have stressed the need for 

professional continuous development programmes by and for library staff. Chronologically, studies in 

Ghana include Alemna (2001), Adanu (2007), Owusu-Acheaw (2007), Lamptey and Corletey (2011), 

Dzandza (2012), Borteye and Ahenkorah-Marfo (2013) and Asante and Alemna (2015). However, none of 

the studies focused on professional development and career advancement of the library staff in Ghana’s 

polytechnics. This study aimed to fill this identified gap in knowledge by finding out the nature of 

institutional management commitment to the professional development of library staff, including the 

existence and implementation of staff professional development policies and budgets in Ghana’s ten public 

polytechnics.  

 

Research problem 
The library education in Ghana is fundamentally broad based which covers primarily generalized knowledge 

and concepts about library systems. The swift development in the library profession and library service 

delivery environments worldwide means that library staff in all types of libraries cannot rely for long on the 

basic training they received during their training in various library schools, or even on the further 

professional development training they had in the earlier periods of their professional career practice. 

However, it appears there is deficiency in the professional development programmes in the libraries of the 

polytechnics of Ghana, which is likely to lead to deficient delivery of quality service to the users of the 

libraries in their ever changing environments. Ultimately, staff will not be able to contribute towards 

achieving the mandate and missions of the polytechnics in Ghana. Studies such as those of Ukachhi and 

Onualoa (2013), Khan and Bhahi (2011) and Pan and Hovde (2010) had argued or concluded that the lack of 

management support for the further and continuing professional development of library staff has affected the 

career development of the staff. In Ghana however, studies by Asante and Alemna (2015), Borteye and 

Ahenkorah-Marfo (2013), Dzandza (2012), Adanu (2007) and Alemna (2001) did not consider or 

investigate how the lack of adequate management commitment might have  affected library staff in 

Ghanaian polytechnics. Thus, this study aimed to examine evidences and perceptions among the library staff 

of the polytechnics on the level of management commitment to their professional development for their 

career development and service delivery improvement. 

 

Research objectives and questions 
Specifically, the main objectives of the study, which were also the basis of the research questions were to 

examine the: 

i. levels of library management commitment to professional development of their library staff in 

Ghanaian polytechnics; 

ii. existence and implementation of professional development policies for the library staff; 
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iii. nature of budgetary allocations in the libraries for the professional development of the library staff. 

 

Related literature  
A study conducted by Ramachander (2013), indicated that staff is the central to Library services of any 

academic library. He stated that l ibrarians are at the forefront of dissemination of information and 

should explore all the possibilities of professional development avenues available to them. The study of 

Ramachander (2013) reported that the majority of librarians were dissatisfied with the learning 

opportunities available to them in their institutions, and that most of the librarians do not get financial 

support from their institutions for the training programmes although some of them had attended various 

librarianship seminars, workshops or conferences in the five years previous to the study.  

Lockhart and Majal (2012) in their study echoed training and development as playing a crucial 

role in ensuring positive user experience within the Library. The study explored the process and methods 

used at the Cape Peninsula University, to ensure that staff had well- planned and relevant learning 

opportunities and interventions. The study further looked at skills development in South Africa as well as 

policies, guidelines and procedures.  

Cukwoma and Cakanwa (2008) highlighted the importance of professional development in the 

performance of staff duties. Their study assessed human resources development programmes of 

librarians and library para-professionals in two Nigerian universities, and reported that whereas librarians 

and para-professionals in the state government-owned university sponsored themselves for training and 

development, their counterparts in the federal government university were sponsored by the management 

of the university. They concluded that inadequate funding, personal financial constraints, and lack of 

facilities for staff train were among the main obstacles to professional development in the two universities. 

Eke (2011) revealed that most l ibrarians attend conferences to learn about professional issues and to 

brainstorm with colleagues and share ideas with p rofessional-colleagues. The surveyed librarians 

indicated that some other hindrances that they faced in attending conferences were lack of sponsorship, 

lack of awareness, cost of participation, non-acceptance of papers, and lack of interest by some members.  

In Ghana, Asante and Alemna (2015) observed that professional development programmes for 

academic librarians and other library staff fulfill the need for continuing acquisition of knowledge and 

competences that are not met by either formal education or on-the-job-training. Their study revealed that 

all the polytechnic libraries did not have training and development policies. Owusu-Acheaw’s (2007) 

study examined whether staff development policies existed in special libraries in Ghana. In the study, 

b o t h  m anagement and o t h e r  staff of the institutions stated that their institutions had staff professional 

development policies and budgetary allocations. The study revealed that all the respondents agreed that 

training opportunities were available for staff, including study leave with pay, study leave without pay 

and s o m e  scholarships provisions for staff. The study also found out that there was in-house training 

organized for staff, as well as workshops, seminars and conferences. Dzandza (2012) investigated 

professional development opportunities in Ghana’s 25 private university libraries and reported that none of 

them had in-house professional development programmes for staff, but that eleven out of them had 

budgets for t raining their  l ibrary s taff. However, only very few of the private universities had 

budgets specifically for professional development. 

 

Research methodology 
The study adopted the mixed research design method, involving the use of both qualitative and 

quantitative data collection instruments and procedures. The study was also cross-sectional, whereby data 

were collected at same time from the libraries of the country’s ten polytechnics located in the country’s ten 

regions at Accra, Bolgatanga, Cape Coast, Ho, Koforidua, Kumasi, Sunyani, Takoradi, Tamale, Wa. The 

population for the study consisted of the professional and para-professional library staff, which totaled 80, 

as shown in Table 1. In Ghana, the professionals are the library staff who hold post-graduate degree in 

library or information studies, while the para-professionals are library staff who hold certificates, 

diplomas or first degrees in library or information studies. Due to the small total number of such staff, 

all of them were sampled for the survey in a sampling approach known as complete enumeration. This is 

supported by Saunders (2014), who posited that a researcher could use the whole population if it can be 

managed within the available research time. 
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Quantitative data was collected using a questionnaire. The researchers booked appointments with 

each l ibrary staff to administer the  questionnaire personally and individually, while for the library staff 

not immediately available for personal contact, the questionnaire was delivered and retrieved through their 

respective Head Librarian who later mailed back such completed copies  to the researchers  by 

courier at end of the survey period. Out of the eighty (80) copies of the questionnaire administered, 

seventy-two (72) were filled and retrieved, representing a response rate of ninety percent (90%). The data 

collected from the questionnaire were analyzed with the Statistical Package for Social Sciences (SPSS) 

version 16.0.  

The questionnaire data were complemented by qualitative data collected through face to face 

interview with each of the ten Head Librarians. The interview gathered qualitatively rich information that 

that the questionnaire could not collect due to its structured nature. The qualitative data were in the form of 

textual information transcribed from the interviews, and was analyzed by examining and inferring various 

meanings from the text. The administration of the questionnaire and the interviews took place from mid-

January to the mid-March 2016, a period of two months. 

 
Table 1: Population of the study 

Name of Polytechnic  Professional Para-Professional 

  Accra Polytechnic  Library  5 10 

Takoradi Polytechnic  Library 4 11 

Cape Coast Polytechnic  Library 1 3 

  Sunyani Polytechnic  Library 1 4 

Ho Polytechnic  Library 3 4 

Koforidua  Polytechnic  Library 5 4 

Tamale Polytechnic  Library 2 2 

Bolgatanga Polytechnic  Library 1 2 

Wa Polytechnic  Library 1 2 

Kumasi Polytechnic  Library 5 10 

Total 28 52 

Sources: Human Resource Departments of the Polytechnics, 2016. 

  
Findings and discussion 

 

Knowledge of professional development 
Continuing professional development of library staff is the career responsibility of the staff themselves, as 

well as the institutional responsibility of their employers. In this regard of critical importance is adequate 

knowledge of the nature and importance or professional development among the library staff themselves. 

So the study wanted to find out whether the respondents were conversant with the nature purposes and 

importance of the term “Professional Development”. As shown in Table 2,  56 (77.8%) of the respondents 

claimed to know the meaning of  “Professional Development”, with only 2 (2.8%) indicating they did not 

know, and 14 (19.4%) indicating they were not sure. The respondents also gave a variety of expressions to 

underscore their understanding of the term, majorly among which are “engagement in lifelong learning in 

one’s profession” (30.2% of the respondents), “intended to help improve professional knowledge, 

competence, skill and effectiveness of an individual” (20.5%), “offering specialized training or an advance 

professional learning” (15.4%), “obtaining the requisite knowledge relevant to  Librarianship profession” 

(11.7%).     

 

Knowledge Gained from Professional Development Programmes 
The respondents were asked to indicate what “Professional Development” knowledge they had gained, and 

the responses are summarized in Figure 1. As shown in the figure, out of the total of 72 respondents, 26 

(36.1%) reported gaining knowledge on “Traditional Library practice” from professional development 

programmes, while t h e  s a me  p r op or t i on  (33.16%) reported gaining knowledge on “ICT in 
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Libraries”. However, only 11 (15.3%) had gained knowledge on “Marketing” of library services, and only 

9 (12.5%) had gained knowledge on “Publishing” of scholarly articles. 

 
Table 2: Knowledge of the term “Professional Development” 

Response Frequency Percentage 

 Yes 56 77.8 

 No 2 2.8 

 Not sure 14 19.4 

 Total 72   100.0 

 Source: field data, 2016. 

  

Existence of Staff Professional Development Policy 
Information obtained from the respondents showed that the libraries of the polytechnics had been proactive 

in terms of having formulated various professional development policies, as summarized in Table 3. Out of 

the 72 total respondents, 40 (55.6%) indicated that their institutions had staff professional development 

policies, while only 10 (13.9%) of the respondents gave negative responses, but  as many as 32 (30.6%) 

of the respondents were not aware of the existence of such pol icies .  I t should be recognized in this 

regard that awareness and perceptions could be far from the reality, as all the Head Librarians confirmed 

that their polytechnics had staff development policies, and that the career advancement of their library staff 

was an important objective. Thus, it might not be strange that as many as 30.6% of the surveyed library 

staff reported not being aware of such policies in their libraries, which could be because the existence of 

the policies was not being regularly publicized by the management to the staff, or that staff themselves did 

not care to find out about the policies. Of course, one cannot make use of policies of which one is not even 

aware.  

 

Figure 1: Knowledge Gained from Professional Development Programmes  

Source: field data, 2016. 

 

A follow up question was asked of the library staff to find out whether they were satisfied with the 

current state of the staff development policies of their libraries. A very high majority (84.7%) of the 

respondents indicated that they were not satisfied, and called for its substantial improvements to 

meet up with the current trend of professional career development practices for the advancement of 

librarians. The Head Librarians themselves also agreed in the interviews that there was a need to review 

the existing policy documents to ensure that they reflect the current demands in the librarianship 

profession. 

 
Table 3: Existence of documented staff professional development policies. 

Response Frequency Percentage 
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Yes 40 55.6 

No 10 13.9 

Not aware 22 30.6 

Total 72 100.0 

Source: Field data, 2016. 

  

Scheduling of staff for professional development 
Also investigated was whether the library staff were aware of time scheduling of staff for professional 

development of staff. As summarized in Table 4, 60 (83.4%) of the respondents stated that staff were being 

time tabled for staff development programmes, with 10 (13.8%) stating that staff were not and 2 (2.8%) 

stating that they were not sure. However, only four of the ten Head Librarians of the libraries  provided 

evidence of such schedules, while the remaining six could not, but explained that schedules are prepared 

only when necessary. 

 

 

 

 

 

 

 

 

 

 

Institutional willingness to sponsor staff for professional development 
Management commitment to professional development programmes for their staff means that the 

institutional leadership is proactive to the professional career development of the staff. Respondents were 

asked to indicate if they perceived that their institutions were always willing to sponsor them for 

professional development programmes. This was meant to determine the level of management 

commitment towards professional development programmes of the library staff in the different 

polytechnics.  

 
Table 5: Institutional willingness of to sponsor 

staff for professional development 

programmes Response Frequency Percentage 

 Yes 20 27.8 

 No 12 27.8 

 Not Always 40 55.5 

 Total 72 100.0 

Source: Field data, 2016. 

 

As represented in Table 5, out of 72 total respondents, 20 (27.8%) of the respondents perceived their 

institutions were willing to sponsor staff for professional development programmes, 40 (55.5%) 

perceived  their institutions were not always willing, while 12 (27.8%) perceived  their institutions 

were not willing, to sponsor staff for professional development programmes. Thus, a very high majority 

(83.3%) believed that their institutions were either not willing or not always willing to sponsor them for 

needed professional development programmes. On their part, the Head Librarians agreed that management 

commitment to professional development of the library staff were not being given adequate attention 

possibly due to funding constraints. However, a related issue is possible inadequate understanding among 

institutional leaders outside the libraries of the imperative of professional development programmes for 

library staff, which can lead to their inadequate institutional commitment to and budgeting for such 

programmes. Most of the library professional and para-professional staff, as well as the Head Librarians, 

believed that the institutional leaders of the polytechnics were often not eager to sponsor library staff for 

Table 4: Scheduling of staff for professional development programmes 

Response Frequency Percentage 

Yes 60 83.4 

No 10 13.8 

Not sure 2 2.8 

Total 72 100.0 

Source: Field data, 2016. 
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professional development programs, which might be due to such inadequate understanding. 

   

Existence and adequacy of budgets for library staff professional development 

Do the polytechnics have budgets for the professional development of library staff, similar to those for 

other professionals in the institutions? Are the budgets adequate? These two variables are also important 

as evidence for assessing the level of commitment and willingness of institutional management of the 

polytechnics to provide funding for the further professional development of staff in their libraries. So the 

questionnaire asked the respondents about the budgetary allocations to their libraries and whether they were 

adequate. Their responses are presented in Table 6. 

 

 

 

 

 

 

 

 

 

 

 

Table 6 shows that about two-thirds (65.3%) of the library staff affirmed that budgets existed, while one-

third disagreed. However the table also shows that a very high majority, i.e. 59 of 72 respondents (81.9%), 

considered the budgets to be not enough. The Head Librarians also agreed in the interviews that the portion 

of the library staff development budget in the total institutional budget was negligible. The study could not 

however independently assess the relative adequacy of the budgets for staff development in the libraries as 

academic units compared to budget for other academic units of the polytechnics as the relative staff 

numbers and budget figures could not be obtained. 

 

Discussion 

 

Staff and Management responsibilities and commitments  
The commitment of management to the professional development of staff is an important responsibility. 

However, the staff themselves have responsibility to be aware of, as well as knowledgeable and self-

motivated about the appropriate professional development activities they must engage in in order to grow. 

The study found out that about half of the surveyed library staff perceived that the responsibility for 

professional development rest on the staff in order to achieve their career development goals, as well as on 

their institutions, in order to achieve effective and efficient staff performance in their work duties. The 

finding is similar to that of Alemna (2001) and Adanu (2007) who concluded that both the individual 

staff and the institution are responsible for the professional development of staff. However, Borteye and 

Ahenkorah-Marfo’s (2013) and Lokhart and Majal (2012) held the contrary position that the individual 

has sole or at least primary responsibility for his or her professional development.  

The majority of the library staff perceived that the management of the polytechnics was not always 

ready to sponsor, and the Head Librarians concurred. Among the factors that might account for this 

situation are: inadequate budgetary provisions to the libraries, which itself might be due limited overall 

institutional funding in the face of competing institutional needs. Another factor, which was mentioned by 

the library staff and heads, could be inadequate institutional management understanding and appreciation 

of the need for the libraries to continually develop their staff professionally in tandem with changes in the 

digital environment in which they must operate and the library users they must serve. However, the Head 

Librarians pointed out that they are always in contact with the institutional management on to staff 

development and welfare issues. Thus the reported inadequate commitment by institutional management to 

the professional’s development of the library staff might also be due to inadequate political clout of the 

Head Librarians in institutional budgetary decision making processes.  

Despite the above possible explanations, it is also necessary to distinguish between the personal 

Table 6: Perceived existence and adequacy of library budgets  

 

 

 

Existence of Budget for the Library Adequacy of the Library Budget 

Response Frequency Percentage Response Frequenc

y 

Percentage 

 Yes 47 65.3  Adequate 13 18.1 

 No 25 34.7 Inadequate 59 81.9 

 Total 72 100.0  Total 72 100.0 

 Source: Field data, 2016. 
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career advancement goals of individual staff which each staff must strive to achieve themselves within 

set time targets, compared to the work effectiveness and efficiency goals that institutions want and the 

corresponding staff professional development activities and programmes that each institution should 

target and fund also within institutional budgets and time targets. This is because staff and institutional 

goals, activities and time targets may not correspond with each other, and gaps between the two often 

leads to perceptions among staff of inadequate institutional management commitment to their 

professional development welfare. Another challenge is lack of commitment and understanding of the 

career advancement programmes among some management of the institutions. 

 

Professional Development Policies  
The preparation and documentation of s taff development policy in each institution is a very important 

because the policy serves as an indicator of the institution’s initial commitment to plan and budget for staff 

development on a continuing basis. The policy also provides the intended goals, purposes and methods of 

the policy, and serves as a policy implementation guidance and monitoring tool. Coke (2012), Mizell 

(2010) and Majid (2004), all suggested that documentation of the staff development policy is very 

critical for implementation effectiveness. Most of the library staff affirmed that their libraries has 

staff development policies. Just like the Library Staff, and the Head Librarians also agreed that their 

libraries had comprehensive staff development policies in which the career advancement of library staff 

forms a key goal. This finding is different from those of Adanu (2007) and Dzandza (2012) which 

reported that both public and private universities in Ghana did not have documented staff 

development policies, and partly similar to that of Ezeani (2006) who reported that many academic 

l ibraries in Nigeria did not have staff training and development policies, and that those who had them did 

not critically follow them. The finding is also partly similar to that of Owusu-Acheaw (2007) which 

reported that some special libraries in Ghana had staff development policies. However, most of the 

library s ta ff  of  the  polytechnics  were a l s o  not satisfied with the policies and desired that they be 

reviewed and revised. All the Head Librarians also agreed and desired review of the existing policies to 

ensure that they reflect the current trends and requirements for effective library services. 

Although all the ten Head Librarians affirmed that time schedule for staff development existed, 

only four of them were able to provide evidence of such schedule, The four Head Librarians explained the 

importance of the plan which showed who and when each eligible  individual could attend specified 

professional development programmes. They were of the opinion that the plan would eliminate favoritism 

in the work place. One Head Librarian remarked that the plan had “saved” him from being called 

“names”. However, the majority six other Head Librarians explained that such time schedules for staff 

development are prepared when the need arise, which suggest that no staff was scheduled for professional 

development that year.  

 

Adequacy of Budgets for Professional Development 
The allocation of budget for the professional development of employees in all organizations is a vital 

issue that needs attention. As to whether the Libraries had budget for professional development, almost 

two-thirds of the library staff affirmed that although budgets existed as part of each institution’s 

budget, but even a higher proportion (more than four-fifths) of them perceived that the budget was not 

adequate. Asante and Alemna (2015) reported that finance has been one of the key obstacles to 

professional development in Ghana. According to them, the underlying factor is that many libraries do not 

have enough budgets. Cukwoma and Cakanwa (2008) had concluded that inadequate funding and non-

availability of facilities to train library staff were some of the major obstacles to professional 

development programmes
 
in two Universities in Nigeria. Eke (2011) also observed that inadequate funding 

to cover registration, transportation, accommodation and meals is one of the major obstacles to 

participation by library staff in conferences, workshops, seminars etc.  

 Only one Head Librarian confirmed that her library was given a separate budget for staff 

development, while the rest nine Head Librarians affirmed that the library’s budget for staff development 

was part of the institutions whole budget. All the Head Librarians however noted that the portion allocated 

to the library staff formed a negligible percentage of the total institutional budget for staff development, 

and was usually not adequate to serve the needs of the Library as an academic unit.  
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Conclusion  
This study examined management commitment to professional development of library staff in the 

Polytechnics in Ghana. Professional development programmes aim at equipping the individual through 

training, conferences, seminars and workshops with the requisite skills, competencies and knowledge to 

enhance individual’s performance at the work place. The study found out that most of the library staff 

perceived that the management of their institutions was not always willing to sponsor library staff for 

professional development programmes. The factors that could be responsible for this include: inadequate 

overall funding of the institution; inadequate budgetary allocations by the institution to its library or 

specifically for the professional development of library staff; inadequate understanding by the management 

of the institution of the imperative of continuing professional development of library staff; and inadequate 

political influence of the Head Librarians in institutional budgetary decision making. From the various 

findings summarized above, it can be concluded that although the Head Librarians accept the need and 

importance of professional development in their respective institutions, adequate effort has not been 

made to meet the need adequately.  

Nevertheless, as argued by several authors such as Pan and Hovde (2010),  Khan and Bhahi (2011) 

and Ukacchi and Onuoha (2013), inadequate management support had slowed the career development of 

the library staff. They recommended that management should be committed to the professional and 

career development of all library staff in order to motivate them. Nevertheless, this study also found 

out that many library staff agree that both the institution and the library staff themselves should contribute 

to the professional development of the staff. The professional development of librarians and other library 

staff is an important issue that all institutions must embrace. Librarians cannot exempt themselves, or be 

exempted through inadequate management commitment, from continuing professional 

development because of the library service delivery challenges of today’s digital world.  

 

Recommendations 
Based on the findings from the study, the researchers make the following recommendation

o Heads of libraries in Ghanaian tertiary education institutions should continue to 

encourage staff to plan for their own professional development activities for both career 

growth and improved work performance as  management would not be always ready to 

sponsor them to such programmes. 

o Head Librarians in Ghana’s polytechnics should strategize and act to prepare separate budgets for 

staff development activities and incorporate them into the library’s budgets, as well as get them 

approved by the management of their respective institutions.   

o Head Librarians should liaise with their respective institutional Library Committees to implement 

the regulation by National Council for Tertiary Education that all tertiary libraries benefit from 

10% of the Academic Facility User Fee (AFUF). 

o Head Librarians should publicize the existence o f  s t a f f  development policies in their 

respective institutions, as this study found out that some l i b r a r y  staff members were not aware 

of such policies. 

o Head Librarians should liaise with the Management of the Polytechnics to review the staff 

development policies in order to meet the changing dynamism of library service delivery in the 

tertiary institutions in the rapidly changing digital age. A committee deans of faculties and heads 

of non-academic divisions should be set up to review the existing library staff professional 

development policies. 
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