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ORGANIZATIONAL COMMUNICATION AS A CORRELATE OF 
STAFF PERFORMANCE IN STATE POLYTECHNIC LIBRARIES IN 
NORTH CENTRAL, NIGERIA

The major responsibility of human resources is to facilitate service 
provision and delivery. Libraries in the polytechnic system, are es-
tablished to provide high quality information services in support 
of teaching and research for academic staff members as well as 
acquisition of knowledge of students. The study was carried out for 
the purpose of determining the relationship between organizational 
communication  and staff performance in State polytechnic libraries 
in North Central, Nigeria.  A correlational survey design was used 
to find out the relationship between organizational communication 
and staff performance in the State polytechnic libraries in North 
Central, Nigeria. The population of the study consisted of one hun-
dred and eight (108) professionals (librarians), para-professionals 
(library officers) and non-professionals (computer operators and 
Administrative staff) in the State polytechnic libraries in the North 
Central, Nigeria. Since the population is not too large to manage, 
there was no sampling. Questionnaire and interview were used for 
data collection. Out of the 108 copies of questionnaire distributed, 
94 copies were returned and used for data analysis. This gave a re-
sponse rate of 87%. The data collected were analyzed using Pear-
son Product Moment Coefficient for answering research question 2 
while mean and standard deviation were used to answer questions 
1, 3 and 4 . The responses from the interview were analyzed qual-
itatively while regression analysis was used to test the two null hy-
potheses at 0.05 level of significance. The results indicate that the 
value of correlation coefficient(r) of Organizational Communication 
is 0.257 showing low relationship between Organizational Com-
munication and Staff performance. The study also showed that the 
problems that militate against staff performance in the state poly-
technic libraries are, among others, the absence of effective com-
munication between the leadership and the staff, no opportunity for 
team work,  supervisors don’t listening ears to their subordinates, 
etc. The recommendations include; written directives and reports 
should be clear and concise, there should be timely communication 
about decisions in an organization, bridging of communication gap 
between the leaders and staff, etc.

Nathaniel Agbo Oche, Ph.D, CLN
Benue State Polytechnic Library, Ugbokolo
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1 .INTRODUCTION 

Human resources can be regarded as one of the 

most important elements of an organization.  

Its major responsibility is to facilitate service pro-

vision and delivery.  Library staff, according to 

Ntui, Adu & Eyong (2014), comprise of librarians, 

paraprofessionals, and non-professionals. The 

determinants of staff performance, according to 

Fauzilah(2011) are personal, organizational, en-

vironment, motivations, skill level, aptitudes and 

role perceptions. There are a number of 

measures that have been taken into considera-

tion when measuring performance, for example, 

use of productivity, efficiency, effectiveness, 

quality and profitability measures (Kagaari, 

Munene,& Ntayi, 2013). The degrees to which 

academic library can provide services to meet 

the needs of their patrons are dependent on the 

availability of committed personnel and a suita-

ble work environment (Bamber,2011).  

Work environment, according to Mayowa-

Adebara and Aina (2016) comprises of the total-

ity of forces, actions and other factors that can 

affect employees activities and performance. 

The work environment is the sum of the interre-

lationship that exists within the environment on 

which the employee works. With the increasing 

use of the Internet and the World Wide Web, ac-

cording to Kaarst-Brown (2004), digital libraries 

have burgeoned and these serve a huge variety 

of users. For example, a library’s constituency 

may include people whose information needs 

are on health and medicine, industry and world 

news, law and business.  

Polytechnics in Nigeria have the mandate of 

training and providing the middle level man-

power for the different sectors of the Nigerian 

economy. The fundamental objective of poly-

technic education is the training of professionally 

skilled workers who are supposed to constitute 

manpower (Abdulsalami & Salami, 2013).  The 

services offered by polytechnic libraries are, 

therefore, tailored towards the needs of their cli-

entele who comprise of students, lecturers, tech-

nologists and administrative staff of the 

institution. Polytechnics offer academic pro-

grammes from certificate to Higher National Di-

ploma (HND) in different disciplines. The rele-

vance of libraries in the Nigerian educational 

system cannot be overemphasized. Polytechnic 

education is part of technical education pro-

gramme and concerns the tertiary education that 

leads to the acquisition of practical and applied 

skills as well as basic scientific knowledge. 

A Polytechnic library, according to Onaolapo 

(2016), unarguably remains an inseparable part 

of the polytechnic’s set up since it provides ade-

quate information required to sustain and pro-

mote the intellectual activities of such institu-

tions. He stresses further that the objectives of 

the polytechnic library are inevitably tied up with 

the objectives of its parent institution since the 

library is but a unit of the polytechnic. Polytech-

nic libraries act as the cohesive force which 

binds the academic activities of polytechnics. 

They serve as an extension of teaching and 

learning activities in polytechnics by providing 

conducive environment for personal develop-

ment and access to wide range of educational 

resources required for higher academic achieve-

ment. Hence, polytechnic education is incom-

plete without the existence of functional poly-

technic libraries. 

 “Communication is the process by which infor-

mation is exchanged between a sender and a re-

ceiver” (Owusu-Boateng & Jeduah, 2014). It in-

volves passing of message from a sender on 

one hand, to a receiver on the other hand, 

through a medium. This medium can be tele-

phone, a paper, as in a letter or a memo and any 

other desired means. Types of interpersonal 

communication include: oral communication by 

word of mouth, written communication which in-

volves sending information that is written, non-

verbal communication in which information does 

not constitute words but other non-verbal means 

such as body language (Femi, 2014).  

Organizational communication, according to 

Schmitz (2012), is the process whereby an or-

ganizational stakeholder (or group of stakehold-

ers) attempts to stimulate meaning in the mind 
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of another organizational stakeholder (or group 

of stakeholders) through intentional use of ver-

bal, non-verbal and/or mediated messages. Ifi-

don and Ugwuanyi (2013) stress the need for 

communication competence which they de-

scribed as the   most important and relevant to 

library managers and workers whose basic in-

strument and stock-in-trade rests on continuous 

exchange of information with their clientele. 

They observed that poor communication is a 

great source of frustration in any organization, let 

alone academic libraries, and it contributes sig-

nificantly to reduced services. If libraries are to 

survive the present global organizational com-

petitiveness and be able to make an indelible  

impact on their clientele and academic circle, 

their workers must have good understanding of 

the indispensable need for communication profi-

ciency and effectiveness. This is because of 

what the library workers and their managers do 

on daily basis to accomplish their tasks and 

maintain balance in communicating at all levels. 

The clientele of the library need communication 

to achieve desired information-seeking goals.  

Polytechnic libraries need to send their staff on 

short courses, seminars, conferences or further 

studies to update their knowledge, to keep 

abreast with current trends, and communicate 

properly with patrons (Ifidon and Ugwuanyi, 

2013).  

This study was contextualized within the evolv-

ing trends of polytechnic libraries in the North 

Central geopolitical zone of Nigeria. The libraries 

of the Polytechnics, according to Oche(2020), 

were established at the same time with their par-

ent institutions, to support the realization of vi-

sion and mission of those polytechnics. Benue 

State Polytechnic, Ugbokolo was established in 

1976 and has National Board for Technical Edu-

cation (NBTE) accredited programmes in vari-

ous disciplines. NBTE accredited programmes 

are available in Kogi State Polytechnic, Lokoja, 

Kwara State Polytechnic, Ilorin, Plateau State 

Polytechnic, Barkin Ladi, Nasarawa State Poly-

technic, Lafia and Niger State Polytechnic, 

Zungeru which were established in 1993, 1973, 

1978, 2001 and 1991 respectively.  

2. STATEMENT OF HYPOTHESES  

It is a common observation that the performance 

of the staff in these polytechnic libraries have 

been deteriorating over the years. Hence, the 

qualities of service in the libraries have attracted 

several complaints from the users. In terms of 

efficiency, over the past two years, there has 

been delay in rendering services. At the same 

time, the method and medium used to communi-

cate to the clientele, takes time to deliver mes-

sage.  For example, writing notices on paper in-

stead of sending emails has affected information 

dissemination. Only a few people read what is 

on a hard copy. issuance of overdue notices, 

new arrival notices, etc, are always done belat-

edly. In terms of productivity, the degree of open-

ness and competition among staff members is 

low due to misappropriation of resources such 

as shifting allowances that enable staff achieve 

more dynamic performance. 

It is in view of this state of the art, therefore, that 

engendered the need to  investigate organiza-

tional communication as  a correlate of staff per-

formance in State polytechnic libraries in North 

Central geopolitical zone of Nigeria. The de-

pendent variable is the library staff performance 

while organizational communication is the inde-

pendent variable. 

A number of authors have identified manager’s 

attitude, organizational culture, personal prob-

lems, job content, financial rewards, communi-

cation, norms and standards used at work as 

some of the factors affecting employee perfor-

mance (Saeed, et al 2013; and Zahargier & Bal-

asundaram, 2011; Nassazi, 2013; Amari, 2014 

and Oche, 2020). A few studies have considered 

the effect of organizational communication on 

staff performance in the attainment of the poly-

technics’ goals and objectives, but none on the 

State Polytechnic Libraries in North Central, Ni-

geria. As a result of these observations, the re-

searcher  undertook  this research to find out 

how organizational communication relates to 
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staff performance in State Polytechnic libraries 

in North Central Nigeria.   

3. PURPOSE OF THE STUDY  

 The general purpose of this study was to inves-

tigate organizational communication as a corre-

late of staff performance in State Polytechnic li-

braries in North Central, Nigeria. Specifically, the 

study was conducted to: 

i) Determine the levels of staff performance 

in the State polytechnic libraries in North 

Central, Nigeria; 

ii) Establish how organizational communica-

tion relates to staff performance in State pol-

ytechnic libraries  under study; 

iii) Find out the problems that militate against 

staff performance in the State polytechnic li-

braries under study; 

iv) Identify the strategies that can be used to 

improve staff performance in the State poly-

technic libraries under study. 

4. RESEARCH QUESTIONS 

The following research questions were formu-

lated to guide the study. 

i)What are the levels of staff performance in 

the State Polytechnic Libraries in North 

Central, Nigeria? 

ii) What is the relationship between organiza-

tional communication and staff perfor-

mance in State polytechnic libraries in 

North Central, Nigeria? 

iii) What problems militate against organiza-

tional communication in improving staff per-

formance in State polytechnic libraries in 

North Central, Nigeria? 

iv)What are the strategies for enhancing staff 

performance in State Polytechnic Libraries 

in North Central, Nigeria? 

5. STATEMENT OF HYPOTHESES 

The following null Hypotheses were formulated 

to guide the study and were tested at 0.05 level 

of significance 

HO1:There is no significant relationship be-

tween organizational communication and staff  

performance in State polytechnic libraries in 

North Central, Nigeria. 

HO2:There is no significant influence of organi-

zational communication on staff performance in 

State polytechnic libraries in North Central, Ni-

geria. 

6. LITERATURE REVIEW 

6.1 Organizational Communication 

Bolarinwa and Olorunfemi (2009) stress that 

communication is a way of achieving productivity 

in academic libraries. They emphasize that the 

study of organizational communication involves 

the intersection of two complex concepts, organ-

ization and communication. They stress further 

that an organization such as an academic library 

is a group of people whose activities are coordi-

nated to achieve both individual and collective 

goals. Library organizational structures are cre-

ated to help users and staff deal with each other 

in the larger organizational environment. They 

conclude that information is paramount for librar-

ians, as they acquire process, store, or arrange 

them for dissemination. 

Emojorho (2010) investigated the role of effec-

tive communication in enhancement of library 

management and services in Delta State Univer-

sity, Abraka. He adopted an ex-post facto de-

scriptive research design with the population 

consisting of 5,604 registered users and 99 li-

brary staff. From the target population, the group 

size of 200 was randomly selected, with 180 be-

ing library users while 20 were library staff. Of 

these members, 170 library users and 20 mem-

bers of staff returned completed questionnaires 

and simple percentage were used to analyze the 

data collected. He found out that the library man-

agement was yet to fully implement ICT for com-

munication in library services. He then recom-

mended based on his findings that:  the commu-

nication channels in the library should be im-

proved to boost effective communication be-

tween library staff and users; the library manage-

ment should provide a current and adequate col-

lection to enable the users obtain up-to-date in-

formation and, libraries should place more em-

phasis on the provision of adequate ICT facilities 

for effective communication.  
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Yamaguchi (2012) proposes that a strong rela-

tionship exists between organizational commu-

nication and trust. He predicted that bad news, 

such as failure of proposals or low performance, 

might result in developing a bad perception of 

employees about their bosses, whereas good 

communication between superiors and employ-

ees leads to good results in the organization. 

Furthermore, he explained that good communi-

cation could change the attitude of employees 

for the desired results. Therefore, communica-

tion decreases the uncertainty while effective 

communication enhances the trust and in-

creases staff performance, employees’ commit-

ment and their loyalty towards work. Effective 

communication breaks the wall of misunder-

standing and conflicts in an organization. 

Udomisor, Udomisor & Smith (2013) look at the 

ineffectiveness or crisis of communication in an 

organization, particularly in a library. They con-

cluded that communication crisis is a common 

site in many organizations in developing states 

occasioned by a total or near total disregard of 

factors that induce it by many managers in their 

own establishments, departments or organiza-

tions. They stressed further that factors that 

cause communication   crisis are widespread in 

knowledge producing centres such as libraries 

and documentation centres. These factors, ac-

cording to them, include information overload, 

message complexity, message competition, lack 

of trust, inadequate communication structures, 

use of wrong medium in communication, ineffi-

cient communication and physical distractions. 

They opined that, these factors in the hand of a 

bad manager reduce libraries and documenta-

tion centres to mere consulting centres without 

the necessary and needed services required of 

them to propel effective research that can lead 

to meaningful development. 

Effective communication in the work setting of 

any organization promotes trust in the employ-

ees especially if they are involved in decision-

making, or when they are empowered. This, ac-

cording to Femi (2014), automatically increases 

their confidence level and definitely has a 

positive influence on the performance of the em-

ployees. 

6.2 Staff Performance 

 If an employee is to improve on his/her produc-

tivity in any organization, attention must be given 

to his/her levels of motivation. It is necessary to 

observe the library staff more closely to deter-

mine what affects their performance at work. Ev-

idently, in polytechnic libraries in Nigeria, there 

are life threatening harmful and challenging situ-

ations which affect library staff performance and 

well being. Some of these include: economic in-

stability, unfavourable work environment, inces-

sant power outage, vandalism of information 

materials, defective information services, insuffi-

cient funding and fund shortage (Amusa, Iyaro & 

Olabisi (2013) and Isebe (2015) 

According to Awadh and Saad (2013), there are 

essentially three types of performance data 

available which include; measures of output of 

goods and services, which may be qualitative 

(units produced, customers served) or qualita-

tive (number of errors, customer complaints); 

measures of time, including lateness, absence, 

lost working time, failure to meet deadlines); and 

financial indicators which include a large array of 

possibilities. These may be interrelated; thus ab-

sence reduces unit of production levels which re-

duces profits. Where hard qualitative data are 

not available, we may wish to resort to measures 

of behavior. Ideally, we observe people at work, 

noting whether they approach users and offer 

help, or noting whether they observe safety pro-

cedures. Failing that, we can obtain reports ei-

ther from an ‘observer’, such as the superior or 

a peer or subordinate, or from the person under 

study. 

Senyah, Rosemary & Kwadwo (2016) attribute 

causes of poor staff performance to absentee-

ism and lateness, lack of ability or knowledge, 

and alcoholism and drug abuse. Medical prob-

lems and stress are also some of the contrib-

uting factors to poor performance in an organi-

zation. According to Bamgbose and Ladipo 

(2017), it is a common phenomenon to hear 

many library staff expressing their frustration 
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over the absence or the inadequate recognition 

of their performance by management of their li-

braries. Some even go to the extent of saying 

that their libraries have never sponsored them 

on any training programme. All these complaints 

or lamentations add up to disenchantment and 

low self-esteem of staff; which in turn affect job 

performance of the staff. Employees will perform 

well if they are motivated. A motivated workforce 

is essential because the complete participation 

of employees will certainly drive the profitability 

of the organization (Carlsen, 2013). 

7. METHODOLOGY 

This study adopted a correlational survey de-

sign. According to Cherry (2018), a correlational 

research design involves looking at relationships 

between two or more variables. The author 

stressed further that while researchers can use 

correlations to see if a relationship exists, the 

variables themselves are not under the control 

of the researchers. This research design is con-

sidered to be most suitable for this kind of study 

because it allows analysis of relationship among 

a number of variables in the study (Nworgu, 

2015). The choice of this research design for the 

study was informed by the fact that it enhanced 

and gave a better understanding of the extent of 

relationship existing between the independent 

(organizational communication) and dependent 

(staff performance) variables studied in this re-

search. The libraries under study, have the rele-

vant workplace, work activities and personnel, 

and provided adequate grounds for the re-

searcher to carryout studies on organizational 

factors and staff performance. The population of 

the study is 108 consisting of professionals (Li-

brarians,27), Para-professionals(Library Offic-

ers,64) and non-professionals(Computer Opera-

tors and Administrative Staff,17) in the State Pol-

ytechnic Libraries in the North Central geograph-

ical zone of Nigeria. The entire population of 108 

comprising of Professionals (Librarians), Para-

Professionals (Library Officers)and Non-Profes-

sionals in the libraries of the state polytechnics 

in the North Central geo-political zone of Nigeria 

constituted the sample as it was considered not 

too large to manage. Therefore no sampling was 

carried out. The researcher developed the ques-

tionnaire and interview schedule that were used 

for the data collection. The questionnaire was ti-

tled “Organizational Communication and Staff 

Performance Questionnaire” (OCSPQ). In addi-

tion to the questionnaire, structured interview 

was administered on the library staff based on 

the research questions to stimulate them into de-

tailed discussion of organizational communica-

tion as it relates to staff performance. 

The researcher collected the data with the assis-

tance of four research assistants, who were ad-

equately briefed on how to personally administer 

copies of the questionnaire to all the respond-

ents. The task of personally administering the 

questionnaire to the respondents was to ensure 

impressive return rate. The questionnaire were 

administered in the offices of the respondents 

between the hours of 10 am and 12 noon each 

working day because it was considered as the 

peak period of office hours. Completed question-

naire were collected within four weeks after ad-

ministration. Out of the 108 copies of the ques-

tionnaire distributed, 94 representing 87% re-

sponse rate, were filled, retrieved and used for 

data analysis. With the aid of the structured in-

terview which lasted for about 15 - 20 minutes, 

the researcher posed questions   to lead the in-

terviewees towards giving data to meet the ob-

jectives of the study and probed the interviewees 

in order to seek clarification on responses pro-

vided.  

8. METHOD OF DATA ANALYSIS 

Pearson Product Moment Coefficient(r) was 

used to answer research question 2 while mean 

and standard deviation were used to answer re-

search questions 1, 3 and 4. The correlation co-

efficient index was interpreted, Uzoagulu (2011), 

using the criteria/guidelines below.  

0.00 – 0.19 – very low relationship 

0.20 – 0.39 – low relationship 

0.40 – 0.69 – moderate relationship 

0.70 – 0.89 – high relationship 

0.90 – 1.00 – very high relationship 
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The null hypotheses were tested with Linear Re-

gression Analysis at 0.05 level of significance.  

The benchmark for the mean and standard devi-

ation are shown below,  

3.50—4.00—Strongly Agree                                                           

 2.50—3.49---Agree 

1.50---2.49---Strongly Disagree 

1.00---1.49---Disagree 

9. RESULTS  

9.1 Research question 1: What are the levels 

of staff performance in State Polytechnic Librar-

ies in North Central, Nigeria? 

Table 1 

 

Table 1: Mean and Percentage of levels of staff performance in State Polytechnic Libraries 

Sn  NP LP HP VHP Mean SD R D 

1 I turn out the required level of output 5(5.3%) 3(3.2%) 22(23.4%) 64(68.1%) 3.54 .80 1st  VHP 

2 I am committed to my duties 4(4.3%) 1(1.1%) 30(31.9%) 59(62.8%) 3.53 .73 2nd  VHP 

3 I come to work regularly 5(5.3%) 2(2.1%) 30(31.9%) 57(60.6%) 3.48 .79 3rd  HP 

4 I have respect for superior officers 

and my peers 

5(5.3%) 3(3.2%) 30(31.9%) 56(59.6%) 3.46 .80 4th  HP 

5 My superior always commend the 

quality of my output 

3(3.2%) 1(1.1%) 40(42.6%) 50(53.2%) 3.46 .68 5th     HP 

6 I have the ability to work without close 

supervision 

5(5.3%) 4(4.3%) 33(35.1%) 52(55.3%) 3.40 .81 6th HP 

7 I have the ability to achieve results 

during team work 

3(3.2%) 3(3.2%) 44(46.8%) 44(46.8%) 3.37 .70 7th HP 

8 I am always regular in my duty post 6(6.4%) 5(5.3%) 33(35.1%) 50(53.2%) 3.35 .85 8th  HP 

9 I am able to put in more efforts into 

work 

4(4.3%) 5(5.3%) 39(41.5%) 46(48.9%) 3.35 .77 8th HP 

10 I am always punctual to work 5(5.3%) 6(6.4%) 36(38.3%) 47(50.0%) 3.33 .82 10th  HP 

11 I am ever  ready to accept corrections 5(5.3%) 4(4.3%) 54(57.4%) 31(33.0%) 3.18 .75 11th  HP 

12 I work at my utmost ability 8(8.5%) 4(4.3%) 46(48.9%) 36(38.3%) 3.17 .86 12th  HP 

  Cluster mean     3.39 .65  HP 

 

The respondents were asked to indicate the 

level of staff performance in polytechnics librar-

ies in North Central Nigeria. Using the principle 

of real limit of numbers, responses to Table 1 in-

dicated that they have very high performance in  

turning out the required level of output  (�̅�=3.54) 

and  commitment to duties (�̅�=3.53). The Table 

also shows that the respondents indicated they 

performed highly in coming to work regularly 

(�̅�=3.48),  having respect for superior officers 

and my peers (�̅�=3.46),  superior always com-

mend the quality of output(�̅�=3.46), having the 

ability to work without close supervision 

(�̅�=3.40), having the ability to achieve results 

during team work(�̅�=3.37), always regular in my 

duty post (�̅�=3.35), able to put in more efforts 

into work ( �̅� =3.33), always punctual to 
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work(�̅�=3.18),  turning out the required level of 

output and working at my utmost ability(�̅�=3.17).  

Also, the overall mean showed that (�̅� = 3.54) is 

ranked highest, while working at my utmost abil-

ity(�̅�= 3.17) is ranked lowest as regards the level 

of staff performance in polytechnics libraries in 

North Central Nigeria. 

9.2 Research question 2: What is the relationship 

between organizational communication and staff per-

formance in state polytechnic libraries in North Cen-

tral, Nigeria?  

From Table 2, it is observed that the mean scores of 

polytechnic librarians on organizational communica-

tion  is 3.47 with a standard deviation of .53, and 3.68 

with standard deviation of .64 on organizational com-

munication.  The value of the correlation coefficient 

(r) is .257, shows low relationship between organiza-

tional communication and staff performance in state 

polytechnic libraries is significant.  

H01:, There is no significant relationship be-

tween organizational communication and staff 

performance in state polytechnic libraries in 

North Central, Nigeria.  

 

Table 2: Pearson correlation analysis showing the relationship between organizational com-

munication and staff performance in state polytechnic libraries in North Central Nigeria. 

Variables                 N       Mean         SD      r            sig                  Decision  

Organizational                    3.47            .53      .257                         Low relationship 

Communication  

                                94                                                   006      

Staff performance               3.68           .64                

r=Pearson Correlation Coefficient, N=total number of respondents. 

  

Table 3: Regression analysis showing the relationship between organizational communica-

tion and staff performance in state polytechnic libraries in North Central, Nigeria 

Model R SS Df MS F R2 Beta Sig. Decision 

 .857a         

Regression  2.546 1 2.546 6.529   .0412  

Residual  35.879 92 .390  .66 .857  S 

Total  38.426 93       

a  Predictors: (Constant), ORGANIZATIONAL communication , b  Dependent Variable: STAFF PERFORMANCE 

 

The results in Table 3 indicate the relationship 

between organizational communication and staff 

performance of state polytechnic libraries, R2 

=.66, F (1, 92) = 6.529, β = .85, p˂.05. Since the 

exact probability value (.0412) is less than the a 

priori probability value (0.05), the null hypothesis 

which states that there is no significant relation-

ship between organizational communication and 

staff performance in state polytechnic libraries in 

North Central, Nigeria is rejected. The R2 value 

of .66 shows that organizational communication 

explains 66% of the variance in staff perfor-

mance. The Beta (β) weighting of .85 confirms 

that for every standard deviation unit change in 

organizational communication, staff perfor-

mance will rise by .85 (85%). 

9.3 Research question 3: What problems mili-

tate against  staff performance in State polytech-

nic libraries in North Central, Nigeria? 
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Table 4:   Mean and Percentage Distribution of problems that militate against staff perfor-

mance in State polytechnic libraries 

  SD D A SA Mean SD R D 

1 There is no effective communica-
tion between the leadership and 
staff 

11(11.7%) 22(23.4%) 43(45.7%) 18(19.1%) 2.72 .91 1ST  A 

2 There are inadequate working tools 
and materials to provide quality ser-
vices 

8(8.5%) 25(26.6%) 46(48.9%) 15(16.0%) 2.71 .83 2nd  A 

3 My supervisor does not give us  lis-
tening ears 

8(8.5%) 38(40.4%) 31(33.0%) 17(18.1%) 2.61 .88 3rd  A 

4 I am not commended whenever I  
put in more efforts into my work 

10(10.6%) 36(38.3%) 35(37.2%) 13(13.8%) 2.54 .86 4th  A 

5 My job is not in line with my inter-
ests, skills and attitudes 

11(11.7%) 42(44.7%) 28(29.8%) 13(13.8%) 2.46 .88 5th     D 

6 Leadership style does not encour-
age staff performance 

17(18.1%) 35(37.2%) 27(28.7%) 15(16.0%) 2.43 .97 6th D 

7 Job satisfaction is lacking in the or-
ganization 

16(17.0%) 35(37.2%) 32(34.0%) 11(11.7%) 2.40 .91 7th D 

8 Staff  promotions are not regular 18(19.1%) 32(34.0%) 33(35.1%) 11(11.7%) 2.39 .93 8th  D 

9 Organization's climate does not en-
courage staff performance 

14(14.9%) 42(44.7%) 27(28.7%) 11(11.7%) 2.37 .88 9th D 

10 There are no good staff training and 
development programmes. 

23(24.5%) 25(26.6%) 38(40.4%) 8(8.5%) 2.33 .94 10th  D 

11 My supervisor does not give us lis-
tening ears 

24(25.5%) 44(46.8%) 14(14.9%) 12(12.8%) 2.15 .95 11th  D 

12 There is no opportunity for interac-
tion among staff 

23(24.5%) 43(45.7%) 20(21.3%) 8(8.5%) 2.14 .89 12th  D 

13 There is no opportunity for team 
work 

20(21.3%) 46(48.9%) 24(25.5%) 4(4.3%) 2.13 .79 13th  D 

  Cluster mean     2.41 .  D 

 

The data presented in Table 4 revealed that, the 

mean ratings of the responses of the respond-

ents on the thirteen (13) listed problems that mil-

itate against organizational communication in 

improving staff performance in State polytechnic 

libraries had mean values ranging from 2.72 to 

2.13 . This indicates that items 1-4 were above 

the cut-off point of 2.50 on a 4 point rating scale,. 

Thus, the respondents agreed that there is no 

effective communication between the leadership 

and staff (mean=2.72); there are inadequate 

working tools and materials to provide quality 

services (mean=2.71); my supervisor does not 

give listening ears (mean=2.61) and I am not 

commended whenever I am able to put in more 

efforts into my work (mean=2.54) were some of 

the problems that militate against organizational 

communication in improving staff performance in 

state polytechnic libraries. The overall mean 

showed that there is no effective communication 

between leadership and staff (mean = 2.72) is 

ranked highest, while there is no opportunity for 

team work (Mean = 2.13) is ranked lowest as 

some of the problems militating  against organi-

zational communication in improving staff perfor-

mance in State polytechnic libraries. The stand-

ard deviation values for the thirteen strategies 

ranged from 0.79 to .97 which implied that the 

respondents were not far from one another in 

their responses and that their responses were 
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not far from the mean. The oral interview showed 

that the interviewees have strong feelings on ap-

plication of appropriate aspect of  organizational 

communication to stimulate staff performance.  

Hypothesis Two: There is no significant influ-

ence of organizational communication on the 

staff performance in State polytechnic libraries in 

North Central, Nigeria. 

 

Table 5: Standardized Beta Coefficients of organizational communication’s  influence on 

staff performance  

Model Unstandardized Coefficients Standardized 
Coefficients 

T Sig. 

B Std. Error Beta 

 Organizational 
Communication 

.335 .139 .272 2.407 .018 

      

a  Dependent Variable: STAFF PERFORMANCE 

 

Table 5 shows the organizational communica-

tion’s  influence on staff performance in State 

polytechnic libraries in North Central , Nigeria 

studied. The results of the data analysis re-

vealed that organizational communication (B= 

0.335, P<0.05)  has a highly significant influence 

on staff performance in State polytechnic librar-

ies in North Central, Nigeria. Since the test on 

Table 5 is significant, the null hypothesis is re-

jected in favour of the alternate hypothesis that 

states that there is significant influence of organ-

izational communication on the staff perfor-

mance in State polytechnic libraries in North 

Central, Nigeria. 

9.4 Research question 4: What are the strate-

gies for enhancing staff performance in State 

Polytechnic Libraries in North Central, Nigeria? 

The data presented in Table 6 revealed that, the 

mean ratings of the responses of the respond-

ents on the eleven (11) identified strategies for 

enhancing staff performance in State Polytech-

nic Libraries had mean values ranging from 3.27 

to 2.68 which are all above the cut-off point of 

2.50 on a 4 point rating scale. The above find-

ings indicated that the respondents agreed that 

written directives and reports should always be 

clear and concise (mean=3.60), staff should be 

given opportunity to express their views (mean= 

3.54), there should be timely communication 

about decisions in the organization 

(mean=3.54), Enabling environment should be 

provided for staff to perform their duties without 

hindrance (mean=3.44), Staff should be appre-

ciated for job well done (mean=3.48), There 

should be programmed for training and retrain-

ing of staff (mean=3.46), There should be effec-

tive communication between the leadership and 

the staff (mean=3.46), Staff should be kept 

abreast with recent developments that relate to 

their welfare (mean=3.45), Conflicts should be 

handled appropriately and timely through proper 

channels (mean=3.41), Leadership style should 

be tailored towards staff performance (mean= 

3.32) and, the organization should have good 

cross unit communication (mean= 3.18).The 

overall mean showed that written directives and 

reports should be clear and concise (mean = 

3.60) is ranked highest, while the organization 

should have good cross unit communication 

(Mean = 3.18) is ranked lowest as a strategy for 

enhancing staff performance in the State Poly-

technic Libraries. The standard deviation values 

for the eleven strategies ranged from 0.65 to .79 

which implied that the respondents were not far 

from one another in their responses and that 

their responses were not far from the mean. Fi-

nally, the interview recorded impressive re-

sponses as regards to the use of organizational 

communication to motivate the staff.. They how-

ever, advised that organizational communication 
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should be tailored towards increasing the stand-

ard of workers’ welfare. 

 

Table 6: Mean Ratings of Strategies for enhancing staff performance through organizational 

communication in State Polytechnic Libraries 

  SD D A SA Mean SD R D 

1 Written directives and reports 
should always be clear and con-
cise 

3(3.2%) 5(5.3%) 19(20.2%) 67(71.3%) 3.60 .74 1ST  A 

2 Staff should be given opportunity 
to express their views 

1(1.1%) 5(5.3%) 30(31.9%) 58(61.7%) 3.54 .65 2nd  A 

3 There should be timely commu-
nication about decisions in the 
organization 

2(2.1%) 4(4.3%) 29(30.9%) 59(62.8%) 3.54 .68 3rd  A 

4 Enabling environment should be 
provided for staff to perform their 
duties without hindrance 

2(2.1%) 4(4.3%) 32(34.0%) 56(59.6%) 3.51 .68 4th  A 

5 Staff should be appreciated for 
job well done 

1(1.1%) 5(5.3%) 36(38.3%) 52(55.3%) 3.48 .65 5th     A 

6 There should be programme for 
training and retraining of staff 

5(5.3%) 3(3.2%) 30(31.9%) 56(59.6%) 3.46 .80 6th A 

7 There should be effective com-
munication between the leader-
ship and the staff 

2(2.1%) 6(6.4%) 33(35.1%) 53(56.4%) 3.46 .71 7th A 

8 Staff should be kept abreast with 
recent developments that relates 
to their welfare and job 

2(2.1%) 4(4.3%) 38(40.4%) 50(53.2%) 3.45 .68 8th  A 

9 Conflicts should be handled ap-
propriately and timely through 
proper channels. 

3(3.2%) 5(5.3%) 36(38.3%) 50(53.2%) 3.45 .74 9th A 

10 Leadership style should be tai-
lored towards staff performance 

4(4.3%) 7(7.4%) 38(40.4%) 45(47.9%) 3.32 .79 10th  A 

11 The organization should have 
good cross unit communication 

4(4.3%) 7(7.4%) 51(54.3%) 32(34.0%) 3.18 .75 11th  A 

 Cluster mean     3.45 .  A 

 

10. DISCUSSION 

One of the results established that there is low 

relationship between organizational communica-

tion and staff performance in State polytechnic 

libraries in North Central, Nigeria with the corre-

lation coefficient(r) of .257. This result is sup-

ported by the work of Femi (2014) who states 

that effective communication in the work setting 

of any organization promotes trust in the employ-

ees especially when they are involved in deci-

sion making or when they are empowered. This 

according to him, automatically increases their 

confidence level and definitely has a positive in-

fluence on the performances of the employees. 

Polytechnic libraries need to create a platform 

where information concerning job description, 

specification, and requirements are well spelt 

out and as such stimulate enthusiasm for the 

workers to give their best in the organization. Li-

brary Management should therefore ensure that 

transfer of information within the organization is 

well-organized and provides feedback for the 

staff on the quality of their performance. 
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The result from the interview section indicated 

that, at times written directives and reports are 

not always clear and concise; not all decisions of 

all polytechnic meetings are always well publi-

cized; not all conflicts are handled appropriately 

through proper communication channels and 

that sometimes there is no communication of job 

frustrations/challenges to supervisors. Rela-

tively, Chandresekar, (2011) reports that people 

work individually and interact with others and this 

requires different work place solutions. This is 

also collaborated by Gulsum, et al, (2016) who 

reveals  that it is not possible for people who are 

acting with suspicion towards each other to ex-

hibit a successful work at the end. The success, 

effectiveness and efficiency of an organization 

mostly depend on the trust of staff in each other 

in an organization.  Communication helps mem-

bers of an organization to meet both personal 

and organizational goals. It also helps them to 

co-ordinate the internal activities of the organi-

zation whereas ineffective communication in any 

organization can lead to less productivity of staff.   

The findings of the study also revealed that there 

are problems militating against organizational 

communication in improving staff performance in 

the State polytechnic libraries in North Central, 

Nigeria. Worthy of note, among them are: no op-

portunity for team work, no effective communi-

cation between the leadership and the staff, 

leadership style does not encourage staff perfor-

mance, and inadequate working tools and mate-

rials to provide quality services. This is also rep-

licated in the result of the interview.  Respond-

ents outlined many challenges which are the 

same as those mentioned in the questionnaire. 

Some of the problems include; there is no effec-

tive communication between the leadership and 

the staff, organization’s climate does not encour-

age staff performance, my supervisor does not 

give listening ears, there is no opportunity for in-

teraction among staff, etc. In line with this, 

Amusa, Iyaro, & Olabisi (2013) and Isebe, 

(2015) point out that challenges which affect li-

brary staff performance and well being  include 

economic instability, unfavourable work 

environment, incessant power outage, vandal-

ism of information materials, defective infor-

mation services, and  insufficient funding.  Zia-

pour, Kianipour, & Jafary (2015) suggest that to 

yield better performance in dynamic environ-

ments, organizations should steer their concen-

tration towards enhancing their employees’ ca-

pabilities. They reveal that organizational sup-

port can dramatically increase employees’ com-

mitment, reduce turnover and boost satisfaction 

and performance at average levels.  

11. CONCLUSION 

Based on the findings of the research, the re-

searcher therefore concludes, that there is a low 

relationship between organizational communica-

tion and staff performance in State Polytechnic 

Libraries in North Central, Nigeria.  Generally, 

the staff are ready to accept corrections so to op-

timize their level of performance. The greatest 

problem that militate against organizational com-

munication in improving staff performance is the 

lack of effective communication between the 

leadership and the staff with an overall mean of 

2.72. However, the greatest  strategy for en-

hancing staff performance through organiza-

tional communication in the State Polytechnic Li-

braries in North Central, Nigeria is by ensuring 

that written directives and reports are always 

clear and concise. 

12. RECOMMENDATIONS 

Based on the findings of this study, the following 

recommendations are made : 

i) Employees’ welfare should be taken as 

an overriding factor by the administration. 

This should also include formulation of poli-

cies that encourage free flow of information 

within, and among members of the organiza-

tion, and other welfare-related issues. 

ii) Communication within an organization 

should operate in a way to ensure that organ-

izational goals are met. Therefore Library 

management should ensure that staff receive 

appropriate instructions, directions, and 

guidelines to do their work in a manner they 

will comprehend. 
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iii) Library administration should create a 

platform whereby information concerning job 

description, specification, and requirements 

are well spelt out to stimulate enthusiasm for 

the workers to give their best in the organiza-

tion.  

iv) Library administration should make sure 

that the information transfer structure within 

the library is well-organized to provide feed-

back for the employees on the quality of their 

performance.  

v) The condition of service of the polytech-

nic employees’ should be reviewed on a reg-

ular basis to promote high level of staff mo-

rale. 
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