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ABSTRACT 

Continuous professional development (CPD) is a vital tool for maintaining and sustaining the 

skills, knowledge and expertise of staff members in organisation. The user-friendliness of 

information and communication technology (ICT) has made this possible. CPD activities are 

designed to bridge the knowledge gap between formal education and the demands of library and 

information professionals. This study investigates CPD requirements of public librarians in the 

Mpumalanga province, South Africa. The study was informed by the positivist research paradigm 

that employed the quantitative approach followed by descriptive research design. The population 

for the study consisted of 114 librarians managing public libraries in the Mpumalanga province. 

The instruments used for data collection was the questionnaires. A total of 114 copies of the 

structured questionnaire were self-administered among the respondents and others sent as email to 

the respondents due to the covid-19 pandemic. This was to adhere to the restriction of the covid-

19 pandemic amidst carrying out the research investigation. Data obtained from the respondents 

were analysed using descriptive statistical tools. Finding from the study reveal that, respondents 

have interest and willing to pursue CPD programmes. The essence of the CPD programmes was 

help librarians to function better in a changing workplace environment. The scenario at public 

libraries in the Mpumalanga province is different due to challenges faced by many library staff; 

for example, irregular training, lack of funding and non-affirmation of policy within the library 

environment. It was established in the study that, the CPD programmes would help to upgrade 

librarians’ knowledge and skills constantly throughout their career growth, especially in this 

changing world where core skills of emerging technologies are evolving. The study recommends 

that librarians should embrace CPD, as a means of improving knowledge and skills and keeping 

up to date with current developments in the field. This would help improve their job performance 

and develop new skills to add to what they have learnt. The study also recommends that the Library 

and Information Association of South Africa (LIASA) and LIS sectors should obtain a copyright 

copy of the framework for consideration and implementation in the organisation. Organisations in 

these sectors should implement the Chartered Institute of Library and Information Professionals 

(CILIP) framework if they intend to survive in the competitive changing environment. This would 

help solve the problem of not having a structured and well-formulated policy for training and 

development and CPD of staff.  

 

Key words: Continuous professional development, requirements, public librarians, training, 

Mpumalanga province, South Africa 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND 

1.1  Introduction  

The environment in which the library and information sciences (LIS) profession operates is 

constantly changing due to the influx of diverse information and knowledge. This comprises 

economic, political, educational, technological and social developments. The role of information 

and communication technologies (ICTs) becomes significant in this regard. The LIS sector 

anticipates that these changes would ensure service delivery systems or methods of high quality 

that meet the users’ information needs. When making decision about new improvements of service 

delivery and implications for the working environment staff knowledge and skills should be 

updated so that they can perform their duties efficiently and compete globally.  The acquisition of 

the new knowledge and skills are core competencies of the LIS profession. Redfern (1992:389) 

further expounds that “as job requirements and personal interests change, the maintenance of 

competence and career advancement requires both commitment to continuous improvement and 

professional development in continuous workplace learning (CWPL)”. 

 

Individuals can keep up with shifting trends in their area by engaging in lifelong learning. 

Individuals must grab opportunities to expand their talents at the right phases of their careers, 

emphasizing the value of self-motivation combined with the opportunity to engage in 

continuing professional development (CPD). According to Brine (2005:2) “Continuing 

professional development and workplace learning (CPDWL) is a catalyst for various career 

developments for individuals, and the added skills boost the individual’s confidence and 

competency levels”. The impact of ICTs on the LIS sector catalyses librarians to continue learning 

in order to keep up with changing trends they encounter when delivering services patrons (Cooke 

2012:2). Librarians’ sustenance of this competitive edge revolves around work efficiency in a fast-

changing environment. CPD courses can potentially assist librarians to close the gap between 

formal education and the needs of the library through maintenance of their authority through expert 

power (Majid 2004:59). The objective of CPD is to allow people to continuously broaden and 

develop their expertise in their field. CPD is a path that individuals must take. Megginson, 

Whitaker and Chartered Institute of Personnel and Development (2007:3) further points out that 

“it is aimed at enhancing the existing knowledge and skills through participation in various 

ongoing courses and activities”.  
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Librarians must be knowledgeable, of a high professional caliber, and constantly active in CPD 

activities in order to provide exceptional service in the LIS industry (Lamptey & Corletey 2011:2). 

The expectations from librarians are constantly changing and they require specific skills and 

knowledge of current technology to ensure quality service delivery (Choi & Rasmussen 2009:458). 

Although librarians are expected to be skilful in delivering library services this is cannot be 

possible with inadequate finances and training (Larsen 2006:1). It is critical for librarians to 

continually update their knowledge and abilities throughout their careers (Freeman 1994:28), as 

well as to enhance their fundamental talents with emerging technologies. The abilities of librarians 

are essential for controlling collection development and providing high-quality services to their 

users (Maesaroh & Genoni 2010:625). Since there is no structured framework for LIS personnel 

CPD in South Africa, it is required for the professional body, LIASA, as well as individual 

professionals, to compare what other nations are doing in order to build a CPD framework that can 

be used in South Africa. If companies want to stay competitive in the changing environment, 

businesses should use the CILIP framework. 

 

The CILIP framework has been thoroughly examined, and it has been determined that it can be 

beneficial in South Africa. It includes of personal information as well as a set of standards for 

individuals, employers, professional institutions, and CPD activity providers to develop. The 

framework's formal structure fits all workers' professional development demands and guarantees 

that workers demonstrate their competence at work. It also encourages people to advance in their 

current positions while simultaneously preparing them for future employment opportunities. The 

CILIP framework will be the steppingstone to a more formal and structured way to CPD of LIS 

personnel and to ensure that the organisation functions according to the promulgated government 

regulations and has skilled, competent staff (CILIP 1992). The framework can help librarians 

improve their job skills and make the most of their abilities, regardless of whether they want to 

advance in their careers or pursue other opportunities (CILIP 1992). LIASA has the authority to 

take the necessary steps to help its members advance their careers. LIASA states that one of its 

goals is to promote and give education and training to LIS personnel (LIASA 2002). LIASA should 

appreciate the significance of CPD and make an effort to encourage librarians to prepare for 

ongoing skill development (LIASA 2013). The study investigates the CPD requirements of public 

librarians in the Mpumalanga province, seeking their attitudes towards CPD and its provision. 
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1.2 Background and rationale  

The Mpumalanga province is situated in eastern South Africa, bordering the countries Swaziland 

and Mozambique. The name of the province means “the place where the sun rises. It borders the 

provinces of Limpopo to the north, Gauteng to the west, the Free State to the southwest, and 

KwaZulu-Natal to the south in South Africa. Ehlanzeni, Gert Sibande, and Nkangala are the 

province's three district municipalities, which are further divided into 17 local municipalities 

(Mpumalanga provincial government 2020). The Mpumalanga Library and Information Services 

(MPLIS) has six regional libraries in the three districts municipalities, which are: Mbombela, 

Mashishing, KwaMhlanga, Middelburg, Standerton and Ermelo. It has 114 public librarians in 17 

local municipalities and one reference library in Mbombela, Ehlanzeni district. The 114 public 

librarians are those managing and running the operations of the public libraries in the Mpumalanga 

province (Mpumalanga provincial government, 2020). 

 

This study focuses on 114 librarians managing and running public libraries in the Mpumalanga 

province. Their rationale is seeking to know what their attitudes are towards CPD and its provision. 

These libraries are aware of the changes and new initiatives that occur in the field of library and 

information science. They are confronted with obstacles in their profession as a result of rapid 

technological change, which includes the development of cutting-edge technologies in library 

work and services. This emphasizes the need of ensuring that library professionals are well-

prepared for their responsibilities and current with industry changes. They desire to better their job 

performance and prefer to use what they've learned to create new services. They are looking for a 

methodical learning technique that will allow them to grow and strengthen their professional 

talents, allowing them to perform successfully in a changing work environment. They require the 

ability to stay relevant with technology trends, to consistently study and enhance their areas of 

specialization, including professional knowledge, and to be exposed to continuous learning 

initiatives in order to adapt to new job duties and changes. 

 

1.3 Problem statement  

In the study by Majid (2004:59), it was emphasised that CPD continues to be a critical factor for 

present day library practices. It assists librarians to close knowledge gap within and outside the 

box of formal education. The need for librarians or information professionals to maintain the roles 

and position of their job specification depends largely on the authority of experts in the profession. 
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However, the scenario at the public libraries in Mpumalanga is different due to various challenges 

faced by librarians. This situation is associated with irregular training, funding, and non-

affirmation of policy within the library environment. The costs of sending staff on CPD training 

makes it difficult for employers to ensure that librarians attend courses due to constraints budget 

in the system (Brine 2005:124). The limited time due to tight work schedules and heavy workloads 

also inhibits public librarians’ participation in CPD courses because employers are reluctant to 

release their staff to embark on such CPD training. However, employers know that librarians 

require those skills for service delivery and their day-to-day tasks (Adanu 2007:301). Another 

challenge is a lack of support from organisations, especially immediate managers which librarians 

report to in the office (Cossham & Fields 2007:578). Walker (2009) presents a detailed analysis 

of research libraries that reflects on the lack of a structured framework for CPD of LIS personnel. 

Inadequate finances and management's reluctance to free personnel to attend the courses are among 

the causes for non-participation in CPD opportunities, of which may vary by individual and 

situation. It is critical that the country's professional organizations take a stand on CPD. This would 

ensure that the library and information science community is on board with increasing CPD within 

their institutions. 

 

With the constant developments and influence of ICTs in the library sector, CPD plays a critical 

role in the development and maintenance of information practitioners' knowledge and abilities. It 

is critical for librarians to have the necessary knowledge and abilities to perform their duties 

effectively. Modern technologies continue to evolve and have an impact on the field of library and 

information science. Financial Planning Institute of Southern Africa (2015:3) points out that “CPD 

appears to be of low impact in the majority of professional bodies”. Public librarians are expected 

to be proficient in information searching and in ensuring that their evaluation skills are balanced 

with the assistance of researchers. The study aims is to investigates the CPD practices of librarians 

in public libraries in the Mpumalanga province.  

1.4  Objectives of the study  

 The study is guided by the following objectives: 

i. To examine the types of continuing professional development of librarians in the public 

libraries in the Mpumalanga province. 

ii. To determine the continuing professional development that librarians in the public libraries 

in the Mpumalanga province engage in. 



17 

 

iii. To explore strategies used to improve the continuing professional development of 

librarians at public libraries in the Mpumalanga province. 

iv. To analyse various opportunities associated with the continuing professional development 

of librarians in public libraries in Mpumalanga province. 

v. To recommend a formalised professional development framework that would assist 

librarians to be continuously developed in public libraries in the Mpumalanga province. 

 

1.5  Research questions  

The study was guided by the following research questions: 

i. What are the various types of continuing professional development librarians in the public 

libraries in the Mpumalanga province?  

ii. What is the continuing professional development that librarians in the public libraries in 

the Mpumalanga province engage in?  

iii. What strategies can be used to improve the continuing professional development of 

librarians in public libraries in the Mpumalanga province?  

iv. What opportunities are associated with the continuing professional development of 

librarians in public libraries in the Mpumalanga province? 

v. What recommendations can be made to enhance the formalised professional development 

framework that could assist librarians in public libraries in the Mpumalanga province? 

 

 

1.6  Significance of the study  

This study would be beneficial to different stakeholders in the public and associated libraries in 

Mpumalanga province, South Africa. CPD activities should be encouraged and promoted by all 

shareholders (institutions and LIASA). Within the LIS profession, this will increase the quality of 

librarianship and service delivery. CPD criteria have been recognized by librarians as mandatory 

within the LIS profession, and LIASA has an essential role to play in promoting CPD. Although 

the Library and Information Association of South Africa recognizes the importance of continuing 

professional development and has attempted to encourage librarians to do so, it has not been made 
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a mandatory requirement, despite the fact that a commitment to CPD is enshrined in its Code of 

Ethics and Conduct (LIASA 2013). 

 

The stakeholders cut across management board, staff members, and policy makers in the library 

among others. Recognizing the importance of CPD has continuously enhanced the skills required 

of librarians, given its importance to the profession's existence. Corcoran and McGuinness 

(2014:182) emphasise the importance of regular and planned upgrading of the skills set. Librarians 

will need to be more alert to ICT changes and their effect on the LIS sector (Ajeemsha & 

Madhusudhan 2012:20). It is critical that institutions recognize the importance of librarians' 

professional knowledge and abilities being updated on a regular basis. LIASA recognizes the 

relevance of CPD and has made an effort to encourage librarians to prepare for ongoing skill 

development. This initiative has been mandated as a condition of participation. In addition, CPD 

will be established in the company's Code of Ethics and Conduct (LIASA 2013). LIASA will apply 

to the South African Qualifications Authority (SAQA) for recognition as a professional body. 

According to the National Qualifications Framework Act, No. 67 of 2008, its registration will need 

the development, promotion, and implementation of a CPD system. 

 

1.7  Scope of the study 

The scope of the study is restricted to CPD requirements of 114 librarians in 17 local 

municipalities. The municipalities fall within three districts municipalities, which are Ehlanzeni, 

Gert Sibande and Nkangala. These three district municipalities have six regional libraries, which 

are Mbombela, Mashishing, KwaMhlanga, Middelburg, Standerton and Ermelo. The librarians are 

facing challenges in their professional practices due to the rapid technological changes arising 

from the development of emerging cutting-edge technologies in library work/services. This 

development necessitates a fundamental rethinking of CPD. The study is limited and restricted to 

the CPD requirements of 114 professional librarians managing and running public libraries in the 

Mpumalanga province, seeking their attitudes towards CPD.  

 

1.7.1 Limitations 

The study is limited and restricted only to the librarians managing public libraries in the 

Mpumalanga province. Staff like library assistants and other staff (e.g., library assistant and 

general workers) working in public libraries are excluded.  
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1.7.2 Originality 

The study focuses on the CPD of LIS personnel, emphasising the benefits of training and 

development in the South African LIS sector, specifically in the Mpumalanga province. Due to the 

library's particular character, development and CPD are required as a more structured and specific 

form of training. The CILIP from the United Kingdom Framework for CPD will be utilized as a 

stepping stone to a more official and structured approach of CPD for the South African LIS sector 

due to the lack of a structured framework for CPD of LIS employees in South Africa. Regardless 

of whether they wish to seek promotion or move on to other employment possibilities, the 

framework will aid librarians in developing their competence at work and making the most of their 

abilities. 

 

1.8  Theoretical foundation  

This study which investigates the CPD requirements of public librarians in the Mpumalanga 

province was underpinned by the coaching and mentoring model/theory (Rhodes & Beneicke, 

2002). The coaching and mentoring theory consist of variation of CPD practices, which are based 

on logical premises. This theory is significant to this study due to its involvement on one-to-one 

connection, either amongst two instructors, planned to support the CPD. The coaching and 

mentoring theory has several features of skills element transfer of mentoring and relationship 

among individuals (Rhodes & Beneicke, 2002). The essence of applying the coaching and 

mentoring theory in this study is that, librarians with different attitudes should be able to work 

together irrespective of where they find themselves based on what they have learned in the CPD 

programme (Choi & Rasmussen 2009:458). Majid (2004:59) points out that “CPD courses are 

potentially able to assist librarians to close the gap between formal education and the needs of the 

library by maintaining their authority over this changing environment”. 

 

The unique nature of the library requires that librarians are given sufficient training that will 

uniquely develop and improve them professionally.  The Encyclopaedia of library and information 

science (McDonald & Levine-Clark 2018) states that “more needs to be done in terms of 

continuing education before staff development can be placed on a sound intellectual basis”. 

Library associations could play a leading role in developing effective CPD programmes for the 

profession. By so doing, they must back up efforts of individual organisations in providing CPD 

as they are strategically positioned to plan, organise and promote CPD opportunities.  
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Considering the absence of structured framework for CPD of the LIS personnel in South Africa, 

this study explores what is available in order to come up with a suitable framework for CPD that 

can be used in South Africa. The CILIP from the United Kingdom has a framework for CPD 

aligned with the coaching and mentoring theory. This can be used in this study because it is suitable 

for use in the South African LIS sector. CILIP (1992) avers that “the framework will be the 

stepping stone to a more formal and structured way to CPD for the South African LIS sector as it 

can assist librarians to develop critical work competence and to make the most of their abilities, 

irrespective of whether they intend to seek a promotion or move on to other work options”. 

 

1.9 Research methodology 

Du Plooy-Cilliers (2014:19) state that “paradigms determine what questions are considered worthy 

of investigation and what processes are required to answer questions and to be acceptable”. 

Furthermore Terre Blanche and Durrheim (2014:8) supports that “paradigms help to determine the 

questions that researchers ask about constructs, for instance race, and how they go about answering 

them”. They also state that a paradigm defines the nature of a researcher’s enquiry. Such constructs 

include social world issues the researcher is studying and the correct ways of studying them (Terre 

Blanche & Durrheim 2014). According to Grix (2010:170), a paradigm refers “to a pattern or 

model and means three different things: firstly, it acts as an organising framework for researchers 

and is often overtaken or replaced by others, leading to what is commonly called a paradigm shift. 

The former majority approach is superseded by a new approach using different terminology, 

theories, methods and practices. Secondly, the term can be used to sum up broad-brush approaches 

to social phenomena, for example ‘top-down’ or ‘bottom-up’ paradigms of research. Lastly, a 

paradigm is employed to distinguish between research traditions. The key research paradigms are 

positivism, post-positivism and interpretivism”. In this study, the positivist tradition is used as the 

most dominant research paradigm of the past century. It embraces any approach which applies a 

scientific method to human issues formed as fitting to a natural order open to objective enquiry 

(Grix 2010:80).  

 

1.9.1 Research approach  

The method refers to more specific strategies and procedures for collecting and analysing data. 

Ngulube (2013:7) assert that “it is a procedural plan adapted by the researcher to answer questions 

validly, objectively, accurately and economically”. The method justifies the approach that will be 

used to collect and analyse data. It states what kind of approach will be used and how and why it 
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will be used in the study. Durrheim (2006:123) further support that “it should give sufficient 

information to enable another researcher to replicate the study”. The approach describes the 

method used to study a problem, especially with reference to sources which are to be utilised. 

Approaches are like methodologies, they are ways of producing data and depend on the view of 

the world perceived by those that utilise them. According to Grix 2010:162 “they are informed by 

the paradigm assumptions upon which they are based; for example, a neo-liberal approach to 

international relations that would be underpinned by specific ontological and epistemological 

assumptions that would not necessarily be shared by other approaches to the same subject of 

enquiry in the same field”.  There are three different research approaches, namely quantitative, 

qualitative and mixed methods. The quantitative research approach is a means for testing objective 

theories by examining the relationship among variables. Fox (2007:7) emphasise that “the 

variables are measured, typically on instruments, so that numbered data can be analysed using 

statistical procedures”. The approach uses two strategies of inquiry, which are survey and 

experimental research inquiry.  

 

According to Creswell (2009:12) “survey inquiry provides a quantitative or numeric description 

of trend, attitudes, or opinion of a population by studying a sample of the population, while 

experimental inquiry seeks to determine if a specific treatment influences an outcome”. In this 

study, the researcher used the quantitative approach. It is concerned with items that can be counted 

and its most common disciplines are the use of statistics to process and explain data and also to 

summarise the findings. It was used in this study to examine, test, measure and count variables. It 

was also used as it represents statistical data (Du Plooy-Cilliers 2014:14). It relies extensively on 

numbers and statistics in the analysis and interpretation of findings that are generalised from the 

sample to the population. Data was gathered using a precise set of procedures in order to stay 

objective and neutral as much as possible. Quantitative data was analysed with statistical processes 

in order to extrapolate findings from a small sample to the complete population (Bless 2013:16). 

 

1.9.2  Research design  

Terre Blanche and Durrheim (2014:565) state that “the research design is a strategic framework or 

plan that guides research activity to ensure that sound conclusions are reached. ”. It has to do with 

the answering of research questions over the course of a long research effort. It would be 

impossible to take on such a project without a well-thought-out strategy or design. Bless 

(2013:130) allude that “it is also a specification of the most appropriate operations that need to be 
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performed in order to test a specific hypothesis under certain given conditions”. This study selected 

a research design considering its ability to aid in producing answers to the research questions and 

meet the research objectives of the study. Creswell (2009:12) states that “the quantitative approach 

uses survey inquiry and it is used to provide a quantitative or numeric description of trends, 

attitudes or opinions of a population by studying a sample of the population”.  

 

According to Alston and Bowles (2003:65) “a research design is how data will be collected, 

analysed and reported and includes the types of sampling, methods of data collection and analysis 

to be used”. Thus research design answers research questions that would determine the course the 

researcher proposes to take for the research journey (Kumar 2011:94). The study adopted the 

survey research method, which inspects something carefully and is. a data collection tool 

consisting of a series of questions aimed to acquire information about a large number of people. 

Du Plooy-Cilliers (2014:148) affirm that “it is a very popular research tool and is often used to 

gather demographic information as well as data about people’s attitudes, opinions, impressions 

and levels of satisfaction”.  

 

The survey design is used in this study to provide a quantitative or numeric description of the 

population's trends, attitudes, or opinions by asking a sample of respondents (librarians) questions 

and then generalizing the results to the population from which the sample (qualified librarians) 

was drawn (Du Plooy-Cilliers 2014:149). The respondents' information was only gathered once. 

Questionnaires were given to public library librarians, who completed them and returned them to 

the researchers. This was the first and the last time data was collected from the respondents. To 

measure changes in a scenario as well as problem attitudes, a pre-test and post-test survey design 

was used. To measure any change between two points across time, two data collection points used 

the same population. The difference in a situation before and after an intervention was compared 

to measure the change. (Kumar 2011).  

 

1.9.3  Population  

A population is defined as the total group of people or entities from which information is required 

(Wiid & Diggines 2013:186). It is the target group, usually large, about whom the researcher wants 

to develop knowledge, but which cannot be studied directly; therefore, a sample from that 

population is used (Punch 2005:293). This is where a sample of the study is determined (Terre 

Blanche & Durrheim 2014:562). Welman and Kruger in Johnson and Christensen (2008:224) 
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states that “the population of a study constitutes the total collection of all units of analysis about 

which the researcher wishes to make specific deductions or conclusion”. In this study, the 

population group is 114 librarians managing public libraries in the Mpumalanga province. To 

sample the population, librarians were selected from the large group of librarians in the 

Mpumalanga province and information was required only from the librarians in Mpumalanga 

province. 

 

1.9.4 Sampling and sample size  

Sampling is a process of choosing and grouping a set of objects, persons or events from which data 

will be collected. According to Bless (2013:161) “if one needs to collect accurate information 

about a group of people or objects, the best strategy is to determine every single member or element 

of the group”. A sample is subgroup of the whole population of a study, and  those whose traits 

will be generalised to the entire population (Bless 2013:162). It is a technique employed by a 

researcher to select a small group of the population that will represent the whole population 

(Brynard & Hanekom 2006:54).  

 

Sampling is the process of selecting specific research participants from a large group of people, 

and it can be done in a variety of methods depending on the type of study. It also entails deciding 

which people, situations, events, behaviours, or social processes to pay attention to. The purpose 

of sampling is to choose a sample that is representative of the population from which the researcher 

hopes to draw conclusions (Terre Blanche & Durrheim 2014:564). It is a statistical procedure 

where some individual units are selected for study from a population (the total number of units) to 

make inferences about the entire population (Sullivan 2009:457).  

 

In this study, the targeted sample are 114 librarians selected and purposive sampling method was 

used from librarians managing and running public libraries in the Mpumalanga province. 

Librarians were chosen as a sample size as they are the active and functional librarians in the 

sampled libraries. These are the librarians that were also accessible as at when the data collection 

was carried out in the identified libraries. Information about CPD was collected only from them 

about how they can be continuously developed to allow them to expand knowledge within their 

profession.  
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1.9.5  Data collection tools  

Data collection is the process of gathering raw data from participants. Grix (2010:164) points out 

that  “the method of data collection is associated with both qualitative and quantitative research 

and data can be collected from a wide range of sources”. In this study, quantitative data collection 

methods were used to gather information from public librarians through questionnaires. 

Quantitative data can be calculated, measured, weighed, manipulated and compared statistically. 

According to Terre Blanche and Durrheim (2014:563) “data can be collected in numerical forms 

and statistical analysis may be applied to it to determine the significance of the findings”. 

 

Questionnaires and survey data collection tools were used in this study to collect data from 

librarians at public libraries in Mpumalanga. Questionnaires were sent to public librarians via 

survey mail and through email, Ocholla (1995) supports that this “will enable the librarians to fill 

the gap created between existing and expected knowledge, skills and attitudes that can sustain their 

job performance requirements”. Librarians are required to keep up with changing trends in their 

field and to close the gap between formal education and the needs of the library by ensuring that 

they remain relevant in the changing environment (Brine 2005:2). In the questionnaire, closed-

ended questions were used as survey questions to provide greater uniformity or responses and 

because these are easier to process. The researcher instructed librarians to select only appropriate 

answer from a list possible answers (Babbie 2013:231).  

 

Two structural requirements should guide the construction of closed-ended questions. To begin, 

the response categories should be comprehensive. They should include all possible replies that 

could occur. Second, the response categories must be mutually exclusive, which means that 

respondents should not feel obligated to choose more than one option. To guarantee that categories 

are mutually exclusive, each combination of categories should be carefully studied, with the 

question of whether a person might reasonably choose multiple answers in mind. Questions should 

include instructions for respondents to choose the best answer (Babbie 2013:231-232). 

 

There questions are classified into unstructured and structured questions. In asking questions, 

open-ended or closed-ended questions may be asked. Closed-ended questions are structured 

questions from which the respondent will select answers from. According to Babbie (2001:240)  

“they are very popular in survey research because they provide greater uniformity of response and 

are more easily processed”. Open-ended questions are unstructured questions which are designed 
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to allow participants to elaborate and be opined in their response  (Busha & Harter 1980:70; Powell 

1991:87). 

 

Closed-ended questions have more reliability when compared open-ended questions as they have  

responses to choose from and therefore there is less possible variation from respondents. 

According to Powell (1991:88) “the advantage of closed-ended questions is that they can be 

standardised, simple to administer, and more easily understood by the respondents”. Open-ended 

questions are imperative in exploratory studies, such as when the research topic is complex or 

when the relevant dimensions are not known (Denscombe 1998:101). However, the answers are 

usually more difficult to classify and analyse than responses to structured questions. This could be 

that the responds are opined and it required the researcher to read and determine themes for each 

response. As given by Burton et al (2000:337-338) “within the closed-ended question category  

there are questions that generate dichotomous response such as Yes/No which include a list of 

variant answers from which the respondent can select. As a result, in order to save time, closed-

ended questions were employed in this study. For this investigation, self-administered 

questionnaires were deemed appropriate instruments. The link between the answers recorded and 

what the researcher is trying to measure improves with good questionnaires. Despite their 

drawbacks, well-designed, self-administered questionnaires can save a lot of time for researchers. 

For this investigation, a questionnaire was employed to obtain quantitative data. The librarians in 

the Mpumalanga province are widely spread across several public libraries in an array of 

disciplines. Hence, the self-administered questionnaire was the best option to reach the librarians 

selected for participation in the study.  

 

In this study. Self-administered questionnaires were used to collect data from public librarians in 

the Mpumalanga province. The copies of questionnaires were distributed among 114 public 

librarians via email. According to Ocholla (1995) “this would enable the librarians to fill the gap 

created between existing and expected knowledge, skills and attitudes that can sustain their job 

performance requirements to keep abreast of changing trends in their field” and to close the gap 

between formal education and the needs of the library by maintaining their authority over this 

changing environment (Brine 2005:2). Closed-ended questions were used as survey questions. The 

librarians were asked to select an answer from among a list provided in survey research. Closed-

ended questions were used to provide a greater uniformity or responses and because they are easier 
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to process (Babbie 2013:231). Of 114 copies of questionnaire administered, only 103 were 

retrieved from respondents either on personal basis and those via email.  

 

1.9.6  Data analysis  

Data analysis is a process of tabulating and summarising the data, this is imperative in the 

formulation of a theory based on the data collected. The data collection goes hand in hand with 

data analysis to promote the emergence of substantive theory grounded in empirical data (Pickard 

2007:158). It entails classifying things, persons and events, as well as the properties that 

characterise them. Data was organised, arranged and reviewed repeatedly and coded continually. 

Verification was done whereby triangulation of data was the process of data collection (Creswell 

2009:199). Data can be analysed by either qualitative or quantitative methods and can be collected 

through multiple ways, whether by interviews, observation or questionnaires (Pickard 2007:158).  

 

Quantitative data analysis was used in this study because validity and reliability were important. 

The analysis can be left until the end of the data collection process and statistical software can be 

used if it is a large survey. However, if analysis is left for too long, time has to be put aside for the 

data input process. Presented graphs, pie charts and tables can be used for the final report (Dawson 

2009:114-115). 

 

1.10 Ethical considerations 

Considering ethical issues is very important when conducting research because research is bound 

to raise ethical consideration. Ethics in research involves people directly if research is conducted 

on documentary evidence. It also involves obtaining the informed consent of those who are going 

to be interviewed, questioned, observed or from whom materials are taken (Fox 2007:148). 

 

The following four issues are involved in the system of ethical conduct in research: (1) voluntary 

participation, which is a principle that emphasise that people must not be forced to participate in 

research and that, if they have agreed to participate, they are free to withdraw at any time they 

wish during the research; (2) informed consent means that prospective research participants must 

be informed in full of the procedures and risks involved in research and they must give their 

consent to participate. They are also free to withdraw at any time they feel that they are at risk 

(Fox 2007:148); (3) participant harm means participants must not be put in a situation where they 

may be at risk of either physical or psychological harm as a result of their participation; and 
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privacy, where two standards are applied to assist in the protection of the privacy of research 

participants. The researcher guarantees the confidentiality of all participants and assures them that 

no identifying information will be made available to anyone not directly involved in the research. 

The participants will remain anonymous throughout the research, even to the researchers 

themselves (Fox 2007:148), until ethical issues were taken into consideration 

 

1.11  Definition of terms  

1.11.1  Learning  

Werner & DeSimone (2006:77) refers “learning as a relatively permanent change in behaviour, 

cognition, or effect that occurs as a result of one’s interaction with the environment”. In other 

words, it is the process by which an individual acquire a new skill within an organisation, this is 

visible when an individual’s performance improve and this can be linked to their experience rather 

than motivation to learn. Armstrong (2009:664) avers that “learning can be described as a process 

of active engagement with experience. It is what people do when they want to make sense of the 

world”. It may involve an expansion of skills, knowledge, understanding, values or capacity which 

leads to changes in attitude and behaviour.  

 

Learning can thus be defined as a process by which people gain knowledge, abilities, and attitudes 

through experience, reflection, study, or instruction. It's also a constant process that leads to the 

development of skills, knowledge, and attitudes that prepare people for future higher-level tasks. 

1.11.2  Lifelong learning  

This refers to education, development and gaining of knowledge and skills throughout one’s 

lifetime. 

 

1.11.3  Workplace learning  

This is defined as the methods, processes, and activities through which employees learn in the 

workplace, ranging from basic skills to advanced technology and management practices that are 

immediately applicable to workers' jobs, duties, and roles; the learning can be formal, non-formal, 

incidental, or experiential, with a focus on self-directed learning. Employee knowledge, skills, 

values, attitudes, and behaviours in respect to the workplace environment should be the outcomes. 

It is a critical factor in employees' personal and professional development.  Workplace learning is 

the primary means by which people improve their performance, and it is a critical strategic 
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component in accomplishing organizational objectives and goals, resulting in a direct increase in 

competitive advantage. It's a new type of CPD in which the workplace encourages employees to 

learn (Sacchanand 2000). 

 

1.11.4  Training  

Training refers to the teaching and learning by carrying out activities with hope of developing 

trainees’ skills within an organisation, the activities enables trainees to apply their knowledge, 

skills, abilities and also offers them the opportunities to learn skills and knowledge new attitudes. 

It is the act of increasing the skills of an employee for doing a particular job. It is necessary to 

equip the old employees with new techniques and technologies. This is  useful as it affords 

employees to do their job correctly, effectively and conscientiously. It mainly improves the 

knowledge and skill of an employee when performing in their new job. 

 

1.11.5  Development  

Noe (2008:266) states that “development, is the formal education, job experiences, relationship 

and assessment of personality and ability that help employees to perform effectively in their 

current or future job”. 

 

1.11.6  Career development  

This is a crucial part of human maturation. It encompasses a person's full life span, including 

their self-concept, family life, and all aspects of their environmental and cultural circumstances. 

1.11.7  Staff development  

According to Dutta (2012) “is a term that refers to the processes, programmes and activities 

through which every organisation develops, enhances and improves the skills, competencies and 

overall performance of its employees and workers”. “Staff development can be viewed as the 

activities and programs (formal or informal and on or off campus) that help staff members learn 

about responsibilities, develop required skills and competencies necessary to accomplish 

institutional and divisional goals and purposes, and grow personally and professionally to prepare 

themselves for advancement” (Virginia Tech 2012).  

 

Trepp (2012) opined that “staff development is a programme that guides and encourages 

employees to acquire knowledge, increase their skills and develop their abilities on a continuing 
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basis”. It is a concerted effort to assist people in learning to do their jobs better, as well as a 

continual improvement of the organization through individual growth and development in order 

to improve the effectiveness of all employees.  Webb (1996:194) states that “staff development 

involves all activities, actions, processes, policies, programmes and procedures employed to 

facilitate and support staff to enhance their performance and potential and that they may serve their 

individual and institutional needs”.  

 

1.11.8  Professional development  

Ocholla (1995:12) asserts “that professional development can be described as the development 

that enables professionals to fill the gap created between existing and expected knowledge, skills 

and attitudes that can sustain their job performance requirements”. The over-all aim of professional 

development is to educate and train supportive staff so that all citizens can pursue their own 

continuing education (McDonald & Levine-Clark 2018). Furthermore LIASA (2013) refers 

“professional development to the purposive efforts adopted by the LIS to strengthen its capabilities 

and to achieve its mission effectively and efficiently by making sure it encourages and provides 

for the growth and development of its human resources”. 

 

1.11.9  Continuing professional development  

CPD is a systematic learning strategy that leads to professional growth and improvement, allowing 

individuals to perform successfully in a changing work environment. To put it another way, the 

goal of CPD is to bridge the knowledge gap between formal education and the needs of 

professional practice. Majid (2004) outlines “several methods, such as short courses, workshops, 

in-house training, computer-based instruction, distance education, professional talks, seminars, 

symposia, conferences, pre- and post-conference tutorials, and many more that have been used 

traditionally for the development of professionals”.  

CPD is a systematic, ongoing process through which we can broaden, deepen and update our skills 

(Huckle 2001). Tomlinson (1993), cited in Scannell (1996) defines CPD as, “the systematic 

maintenance, improvement and broadening of knowledge and skills, and the development of 

personal qualities necessary for the execution of professional, managerial and technical duties 

throughout one’s working life.”  It is the ongoing maintenance and enhancement of a professional's 

knowledge, expertise, and competence in accordance with a plan developed with the needs of the 

professional, the employer, the professions, and society in mind. It can also be characterized as 
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learning activities aimed to assist professionals in obtaining new competences, and it might take 

the shape of a lecture, a half-day or full-day workshop, or a seminar (Jones & Robinson 1997). 

  

1.11.10 Continuing professional education  

Weingand (2000) claim that “this concept refers to education that takes place once a professional 

qualification is achieved, with the intent of maintaining competence and learning new skills”. 

Tracey (2004) further mentions that “Continuing professional education (CPE) is a life-long 

process through which individuals update knowledge, skills and attitudes acquired during their 

education”. Self-directed learning is a type of learning in which people take charge of their own 

progress. CPE is a means to an end, not an end in itself. It is critical for professionals who have 

received formal education but need to expand their expertise. There are a number of reasons why 

individuals would pursue CPD or CPE, including the desire to expand professional knowledge and 

abilities, which are required for advancement in the workplace, as well as the desire to display 

professional standing to clients and employers (Tracey 2004). 

 

1.12  Structure of dissertation 

The rational arrangement of chapters, sections, and sub-sections assist in systematically 

introducing the reader to the required background and making him susceptible to the new ideas 

and conclusions that he will encounter. A major topic must be introduced, discussed, and ended in 

each chapter. The same can be said for portions. The research project determines the chapter 

classification of a dissertation or thesis. 

This dissertation consists of the following six distinct chapters, each with a specific focus and 

objectives.  

 

1.12.1  Chapter one: Introduction  

Chapter one provides an introduction with a broad overview of the CPD concept in public libraries 

and an introduction to the Mpumalanga province and continuous development to be practised. An 

overview of the research problem, theoretical foundation and method of investigation is also 

discussed. 

 



31 

 

1.12.2  Chapter two: Literature review 

This chapter presents the literature review, where other works dealing with the same aspects of 

continuous development are discussed. It also allows the researcher to compare the results of this 

study to those from other studies in the literature review. The chapter explains what has yet to be 

written about the issue for which the researchers are exploring. There are other works discussed 

that deal with the same elements of continual development. It also allows the researcher to compare 

the results of this study to those from other studies in the literature review. 

 

In this chapter, published information like textbooks, journal articles, scholarly articles, reference 

books and databases are used to search information.  The literature relating to the area of study 

focuses on the professional development requirements of professional librarians in public libraries 

in South Africa, specifically in the Mpumalanga province, is discussed. The chapter also discusses 

the continuing development and professional involvement having the potential to inspire and to 

improve job performance (Ocholla 1995).  

 

The chapter further discusses CPD, the importance of CPD, challenges presented by CPD 

programmes and initiatives, the Chartered Institute of Library and Information Professionals 

(CILIP) and the framework for CPD programme in South Africa (Ocholla 1995). These are 

discussed according to the objectives of the study. This also cover the theoretical framework that guides 

the study. The theoretical framework discussed issues surrounding definitions as found in the 

literature: such as the relationship between training, development, and education; the need of 

continuous development for organisations; and the importance of continuous development for the 

LIS sector. 

 

This begins with the brief description and background information regarding the theory, theoretical 

framework and an overview of the study. It further discusses different aspects such as the 

relationship between training, development and education; the importance of continuous 

development for organisations and the importance of continuous development for the LIS sector. 

It further seeks to investigate the attitudes of librarians towards CPD among library staff. The 

challenges facing by the librarians in their profession in the Mpumalanga library and information 

services (MPLIS). It also discusses the expectations from librarians and the requirements to their 

specific skills suitable for libraries and knowledge of current technological aspects (Choi & 

Rasmussen 2009:458). It further discusses CPD courses to assist them to close the gap between 
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formal education and their authority over the changing environment (Majid 2004:59). CILIP 

(1992) also discusses that “structured and suitable framework for CPD and specific forms of 

training, development and continuing professional development required due to the unique nature 

of the library”. 

 

It further discusses the important roles and activities to be played by LIASA in the continuing 

professional development of the LIS workforce (LIASA 2002). The chapter also covers the 

research paradigm and approach used in continuous professional development requirements of 

public librarians in the Mpumalanga province (Terre Blanche & Durrheim 2014:562). 

 

1.12.3 Chapter three: Research methodology 

The chapter outlines research methodology, its many stages, its design, and the procedures 

employed in this study are all outlined in this chapter. These include parameters about the survey 

population, the sampling techniques and sample size employed, the data collection method 

(questionnaire), and the data analysis method employed. 

 

1.12.4 Chapter four: Results and discussions  

Chapter four reports the major findings of the study to the reader. It is the one of the most satisfying 

chapters to write because it shares all that was discovered. It reports on the quantitative data and 

reconciles the aims and objectives with the results The findings provide critical information that 

serves as the basis for making recommendations. 

 

1.12.5 Chapter five: Summary, conclusion and recommendations  

This chapter summarises the entire study in view of the aims and objectives set to be achieved. 

This chapter concludes with the discussion in relation to the research questions asked. 

Recommendations are offered for further research and resources. It discusses the results from 

chapter four (results and discussions) in relation to the statement or the problem and the research 

questions that are addressed in chapter one (introduction) and draws conclusions about the study’s 

findings. 
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CHAPTER TWO 

 LITERATURE REVIEW 

2.1  Introduction 

The literature review and theoretical foundation of the investigation are presented in this chapter. 

The theoretical foundation for the study was presented using the lens that was utilized to lead the 

study through the research paradigm employed in the Mpumalanga province's CPD criteria for 

public librarians. According to Bak (2004:18) “the purpose of this chapter is to draw analogy of 

established debate, and thus justify the significance of the research against previous research‘. 

 

A review of the literature on and around the topic of research is the first step in the research process. 

Grix (2010:168) says that “literature review may be known as a review of the literature or literature 

survey and is used to determine what has not been written about the topic the researcher in tend to 

carry out”. It serves as a benchmark against which the researcher can compare and contrast the 

results. A review of the literature aids in determining the most significant subjects to concentrate 

on and in leading research in the proper direction. It assesses whether the study problem is too 

broad to address, too limited to make a worthwhile contribution to the area, or if it has been 

explored by other scholars previously (Du Plooy-Cilliers 2014:101).  

 

It entails finding potential sources and evaluating them for their trustworthiness and validity in 

relation to the research. The literature review analyses the relevant sources of information and 

guides the writing of a review of sources to summarise the main findings of the research on 

literature. Du Plooy-Cilliers (2014:101) asserts that “it involves searching, reading, evaluating and 

summarising as much as possible of the available literature which relates both directly and 

indirectly to the research topic. It is used broadly to refer to all kinds of published information, 

including textbooks, journal articles and other material available online”.  

 

A literature review entails a search of recent studies on the topic under consideration. It is primarily 

collected by reading whatever has been published that appears to be related to the study question. 

Some background knowledge is required to conceptualize the research issue in such a way that the 

problem and hypothesis may be clearly stated (Bless 2013:49). The major goals of a literature 

review are to avoid duplication, identify research gaps or areas where the researcher can add 

information, and situate one's own perspective among other scholars' work and approaches (Grix 
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2010:168-169). Its objective is to put the current research investigation into context. It also 

identifies the primary models and ideas that are important to the research study and analyses what 

previous scholars have written on the topic. The main goal is to unravel knowledge about the 

research issue and find any relevant material that can help with the study (Du Plooy-Cilliers 

2014:101).  

 

In this study, published information includes primary and secondary sources used to search 

information. The literature relating to the area of study focuses on the continuous professional 

development requirements of professional librarians in Mpumalanga province in South Africa. 

Continuous development and professional involvement have the potential to inspire and improve 

job performance (Ocholla 1995).  

 

This chapter discusses CPD, in the following sub-headings and they are as follows:  

i. Types of continuous professional development of librarians  

ii. Continuing professional development that librarians are engage in 

iii. Strategies used to improve the continuing professional development of librarians 

iv. Various opportunities associated with the continuing professional development of 

librarians 

v. Formalised professional development framework that would assist librarians 

 

2.2 The types of Continuing Professional Development of Librarians  

Continuous professional development has become so imperative among staff members to the 

extent that it must be enforced on quarterly or yearly basis so as to regulate and harmonise the 

practices of work operations/performance carried out in the organisation, especially with library 

entity being the subject under investigation. Personal observation and experience of the researcher 

notice that, the librarians at Mpumalanga library and information services (MPLIS) have shown 

much interest in participating in CPD programmes. This was the evidence having worked in that 

environment for a couple of years. The different types of continuing professional development 

programme according to Ocholla (1995) are formal and informal education, network training CPD 

activities and in-house training for the improvement of their job performance. These are the various 

ways through which librarians are supported and trained in their job professions. When librarians 

apply for any of the continuous development programme, it avails them the opportunity to have a 



35 

 

new services and products that are marketable in the society. When librarians continue to learn 

and acquire more knowledge and skills required for their professions, it gives them another state 

of assurance better than what they already know, such that, they begin to unlearn and learn what 

is before them. In this present age where digital technology is the order of the day, librarians need 

training especially in the areas of Microsoft application programmes, to ensure that service 

delivery systems and methods meets the expectations of users’ information needs. The training in 

e-learning among librarians or any category of academic staff is crucial as it helps to keep up with 

changing trends required to deliver services for competent effect of patron’s information needs 

(Nwagwu 2020).  

 

It could be seen or noted from Nwagwu (2020) emphasis regarding e-learning that the individual 

concern must show some level of interest and commitment to the process involves before the 

knowledge or skills to be acquired could be transferred. Librarians interested in and willingness to 

pursue CPD programmes should see it as means of improving their personal knowledge, skills and 

keeping up to date with the current development in the field of librarianship and associated ones. 

The willingness to participate in CPD activities depends on the recognition of personal needs and 

development. This could help improve librarians job performance, such that, having developed 

new skills and knowledge required to handle services from what they use to know and do in the 

office. One of the approaches used in this CPD is to look for a systematic technique of learning 

that leads to professional growth and improvement, allowing people to perform successfully in a 

changing work environment. 

 

It is expected that, librarians should seek and have the opportunity to keep up to date with current 

practices of continuous learning that will reinvigorate the improvement of their subject and 

professional knowledge having been exposed to continuous learning initiatives (Majid 2004). This 

initiative embraces new job functions and changes as described by Ocholla (1995) that “when he 

states that professional development is the development that enables professionals to fill the gap 

created between existing and expected knowledge, skills and attitudes that can sustain their job 

performance requirements”. 

 

Librarians should continue to have keen interest to learn more about the various categories of CPD 

such as, network learning communities, performance management, extended training programme 

through an online platform and monitoring. These require training associated with mentoring, task-
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related learning teams, collaborative teaching, planning and observations, embarking on short- and 

long-term leave for study and other activities, and engaging with professional organisations. These 

show less on visits to other public libraries and institutions, engage with some school-university 

partnerships and study groups’ consultations (Majid 2004).  

 

Therefore, the need for public librarians to develop themselves through the various sub-areas in 

the CPD programmes becomes significant. This will empower them to keep abreast of current 

changing trends in their field, such that, constantly upgrading their knowledge and skills 

throughout their career would help them stabilise in their job practices. CPD programmes is 

believed to supplement their core skills with the new technology that enable them to function 

successfully in a changing work environment today (Freeman 1994; Majid 2004).  

 

2.3 Continuing professional development that librarians are engaged in 

In order to embrace new work tasks and developments, librarians must be exposed to continuous 

learning efforts.. According to Lamptey and Corletey (2011:2) “excellent service delivery within 

the LIS sector depends upon librarians being knowledgeable, of a high professional calibre and 

continuously engaged in CPD activities”. The requirements for librarians are constantly changing 

and therefore require librarians to have specific knowledge and skills suitable for their operations 

in libraries, as this may help them to advance their knowledge with current technological 

implications (Choi & Rasmussen 2009:458). Librarians in recent times are eager to be engaged in 

continuous learning, due to the job specifications required of them. The researcher is of the view 

that, librarians should be exposed to diverse learning initiatives because of the changes that is 

experienced on daily basis across the world in the job functions of librarianship. In order to 

function better, librarians should be knowledgeable, be of high professional calibre and 

continuously engaged in diverse CPD activities. This would help meet the requirements of the 

constantly changing nature of their jobs. Adequacy of knowledge and specific skills are better 

suitable for best library practices irrespective of the geographical locations. Therefore, it is 

imperative based on the responsibility of librarians to stay up to date in knowledge, skills and 

attitudes relating to their profession, since technology are required for every operation that they 

perform regardless of their job titles. 

 

Librarians, whether old or young should attend both formal and informal education, such that, they 

become improved in their job performance. They should attend CPD training activities to keep up 



37 

 

with changing trends in order to deliver services competently to patrons. They should also attend 

information and communication technology training to implement service delivery systems and 

methods that meet users’ high information needs. 

 

CPD is a path that people take to improve their existing knowledge and abilities by taking part in 

a variety of continuing courses and activities. The goal of CPD is to allow individuals to 

continuously grow and develop their expertise in their field (Megginson et al. 2007:3). Individuals' 

confidence and competency levels are boosted by CPD, which serves as a catalyst for numerous 

career improvements. The impact of ICT on the LIS sector prompted librarians to pursue 

continuing education and compelled them to stay up with new trends in order to provide competent 

services to their customers (Cooke 2012:2). Continued learning grants individuals opportunity to 

keep up with changing trends in their field.  Brine (2005:2) affirms that “it is imperative that 

individuals seize opportunities to develop their skills at the appropriate stages of their career paths, 

underlining the importance of self-motivation being accompanied by an opportunity to engage in 

CPD”.  

 

Librarians must maintain their competitive advantage and work successfully and efficiently in a 

rapidly changing environment. By preserving their power over this changing environment, CPD 

courses may be able to help librarians bridge the gap between formal education and the needs of 

the library (Majid 2004:59). Lamptey and Corletey (2011:2) describes CPD “as the way in which 

individuals of a professional group can develop, maintain and widen their knowledge and skills”. 

According to Majid (2004), cited in Woolls (2005), CPD is “the systematic method of learning 

that leads to growth and improvement in professional abilities, enabling individuals to function 

successfully in a changing work environment. The purpose of continuing professional 

development activities is to fill in the knowledge gaps between formal education and the needs of 

the professional practice.” This definition shows that CPD is vital to maintaining professional 

standards, especially when 'knowledge gaps' are compounded by a lack of formal education. 

 

Doney (1998:487) defines CPD “as an ongoing process of monitoring and upgrading the skills and 

competence of individual workers in the profession”. Its goal is to keep you up to speed in your 

field, with the awareness that CPD is a never-ending process that requires a lifelong commitment. 

Learning does not stop just because formal education is completed. According to Larsen (2006:1), 

librarians are supposed to be informed and provide outstanding service to their users; nevertheless, 
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this goal is frequently jeopardized by a lack of funding and training. It is critical for librarians to 

continually enhance their knowledge and abilities throughout their careers (Freeman 1994:28), and 

to supplement their fundamental talents with the latest technology. The skills of librarians are 

essential for controlling collection development and providing high-quality services to their users 

(Maesaroh & Genoni 2010: 625). It is critical for librarians to be aware of the changes and new 

initiatives occurring in the LIS field (Ritchie, Hallam, Hamill & Lewis 2010:277). 

 

Choi and Rasmussen (2009:457) point out that “the impact of technological advancements on 

libraries affects library structure because the changes may engender reorganising the 

responsibilities of librarians within the departments”. Existing librarians must be exposed to 

ongoing learning opportunities in order to adapt to new work duties and changes. According to 

Lamptey and Corletey (2011:2) “excellent service delivery within the LIS sector depends on 

librarians being knowledgeable, of a high professional calibre and continuously engaged in CPD 

activities”. The demands on librarians are continually evolving, and they now require specific 

skills for libraries as well as awareness of current technological aspects (Choi & Rasmussen 

2009:458). Corral (2010:567) emphasises that “the changes that transpire within the academic 

institutions provide opportunities and challenges for academic librarians”. Furthermore, Ahmad 

and Yaseen (2009:6) state “that CPD should be an important aspect of any professional vocation. 

Librarians are required to be adaptable in their ability to embrace change and upgrade their skills 

in accordance with new trends in ICT”.  

 

According to Lamptey and Corletey (2011:6) “it is important that professional bodies such as 

LIASA engage with their membership on a regular basis to determine the types of continuous 

learning initiatives that the members within the various LIS sectors require to upgrade their 

knowledge and skills”. LIASA has taken the effort to promote numerous CPD courses and training, 

as well as other institutions' CPD programs. As a result, it is highly recommended that all librarians 

join their professional groups in order to learn about the variety of CPD opportunities available. 

Ocholla (1995) also describes professional development “as the development that enables 

professionals to fill the gap created between existing and expected knowledge, skills and attitudes 

that can sustain their job performance requirements”.  

 

CPD is widely acknowledged as an essential component of professional development (Collin, Van 

der Heijden & Lewis 2012). The LIS field is no exception, with professional organizations putting 
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a greater focus on continuing education (Broady-Preston & Cossham 2011). Many libraries 

actively encourage their employees to participate in activities that will broaden and improve their 

expertise, such as staff development committees (Davis & Lundstrom 2011). The study discusses 

CPD of LIS personnel and emphasises the benefits of training and development in the South 

African LIS sector. It discusses a structured framework for CPD of the LIS personnel in South 

Africa. It looks at existing frameworks in other countries in order to build a viable CPD framework 

that may be applied in South Africa, where there is currently none. It also outlines the formal CPD 

structure that will be utilized in South Africa by the Chartered Institute of Library and Information 

Professionals (CILIP), previously the Library Association. Because of the library's particular 

environment and in terms of continuing education, a more structured and specific kind of training, 

development, and CPD is required before staff development can be established on a solid 

intellectual foundation. 

 

2.4 Strategies used to improve the continuing professional development of librarians 

Strategies varies in context and content, due to the nature of research investigation carried out. The 

strategies used to improve the continuous professional development of librarians varies from one 

context and librarians to another. This was due to the training had and environment where they 

work and kind of client that the librarians support on daily basis. The economic, political, 

educational, technological, and social advancements, such as those in information technology, are 

continually changing the environment in which LIS work. In order to keep up with changes in 

finance, technology, and user expectations, the LIS sector must anticipate changes in service 

delivery systems or methodologies. The LIS sector must make decisions on new service delivery 

options, which have significant implications for librarians' working environment. Updating 

knowledge and abilities, learning new skills, and retaining core competences are all in demand. 

Academic, vocational, or technical qualifications, due to their short lifespan, cannot give a remedy 

in such a situation. Maintaining competence and career advancement demands a commitment to 

both continual improvement and professional growth as job requirements and personal interests 

change (Redfern, 1992:389). 

The CILIP framework could be seen as one strategy for continuous professional development 

being utilised by many LIS organisations in present day information economy. It is thought to be 

appropriate for usage in the South African LIS sector. CILIP granted permission to use and 

recommend this framework for the South African LIS sector. This paradigm was thoroughly 

examined, and a literature review was undertaken to see if it may be useful for public libraries in 
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South Africa. Because there is no such framework for CPD in South Africa, this could be a 

stepping stone to a more official and structured approach to CPD for LIS staff. Employers, 

professional organisations such as the LIASA, and individual professionals all play essential roles 

in the LIS workforce's continuing education. Regardless of whether you plan to seek a promotion 

or move on to other employment possibilities, the framework could help you build your 

competence at work and make the most of your abilities (CILIP 1992). 

 

The researchers needed to look at what is available in other countries to come up with a relevant 

framework that could be applied in South Africa because there is no organized framework for CPD 

of LIS people in South Africa. In 1992, the CILIP (previously the Library Association) established 

a systematic framework for CPD. The framework (CILIP) comprises of a personal profile and a 

set of rules for individual and employer development, as well as professional institutions and CPD 

activity providers. The framework's formal structure guarantees that workers demonstrate 

competence at work, but it is also flexible and welcoming enough to fit all workers' development 

needs. It also encourages workers to advance in their current positions while also helping them to 

prepare for future employment opportunities. 

 

The framework helps this study understand what goes into planning and evaluating individual 

library employees, as well as the employing organizations (universities) and training institutions 

that provide professional development programs for library staff. The framework also outlines the 

professional knowledge and abilities expected of librarians, as well as criteria for providing 

professional development programs to individual library personnel, employers (universities in 

Ghana), and suppliers of professional development activities for this study (universities, 

professional associations). 

 

The literature conducted on the frameworks and programmes for CPD of LIS workers was based 

on the suggestion for suitable use of the South African LIS sector. The CILIP framework was 

viewed as a set of principles and standards that provided a vision, philosophical foundation, and 

organizational structure at the time. A framework establishes the parameters under which 

particular activities are carried out (NQF 2002), and the CILIP framework ensures that people can 

recognize and identify learning outcomes from both work and personal activities (CILIP 1992). 

The framework tries to be supportive, clear, and consistent, while also giving the individual the 
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freedom to plan constructively based on personal preferences, perceived needs, and resource 

availability. 

 

Rather than simply responding to events, the framework encourages people to take charge of their 

own lifelong learning and affect their own future. Even if there are no plans for advancement, there 

will always be a need to enhance efforts to stay current on new knowledge and practices so that 

when opportunities emerge, personnel are ready to seize them (Simmonds 1994:360). Redfern 

(1993:496) states that “the framework is a voluntary scheme and it encourages a systematic 

approach that recognises and promotes the value of work-based learning”. It also assists 

individuals in assessing their own situation prior to engaging in negotiations with employers. The 

framework is designed to assist employees in providing high-quality services, and it can be viewed 

as an enabling tool for CPD rather than a mandated method of ensuring CPD. 

 

CPD is voluntary rather than required, according to the CILIP framework, and its success and 

evolution are determined by the extent to which it is adopted and utilized in reality (Redfern 

1992:389). According to CILIP (1992) “social, economic, political and educational developments 

impact on the delivery of library and information services. Changes in funding regimes, 

administrative structures and technology, and shifts in the expectations of library users also lead 

to changes in the nature of services provided”. CILIP (1992:1) further elaborate that  “this in turn 

means that library and information professionals or staff have to ensure that their skills and 

competencies match the changes in the demands of users and employers”. 

The framework provides that library and information professionals should break their job down 

into four key areas: 

- “Library and information skills  

- Personal effectiveness/communication  

- Management skills  

- Corporate skills”  

 

The framework also indicates that when choosing on their future education, information 

professionals should examine their career objectives and job descriptions. The knowledge and 

skills required for library and information professionals are classified under the following key 

areas, according to CILIP (1992:5):  

- “Library and information skills 
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- Identify needs of library user  

- Meet user needs and demands 

- Customer care  

- Organisation of knowledge and information  

- Retrieval of knowledge and information  

- Identify sources of information  

- New development in products processes and services (CILIP 1992:5)” 

  

Information workers will benefit from the framework since it offers a methodical approach to a 

wide range of learning possibilities. The framework, according to Simmonds (1994:360), is 

designed to accommodate all library and information service employees, regardless of their age, 

level of responsibility, or business size. It encourages employees to take charge of their own 

lifelong learning and to shape their own destiny rather than merely responding to a situation 

(Simmonds 1994:360). The framework, on the other hand, is extremely detailed, and walking 

through it can take a long time. 

 

Librarians need to explore strategies to improve CPD programmes. These strategies become 

essential as it will help the librarians improve their CPD activities through attendance of 

conferences, seminars, workshops, in-house service training, information-sharing sessions, group 

discussions and collegial meetings of the CILIP framework and training in all CPD activities. This 

indicates a knowledge gap in the characteristics of effective CPD models that foster professional 

autonomy, necessitating the need to educate all stakeholders on the various forms of CPD 

activities. 

 

2.5 Various opportunities associated with the continuous professional development of 

librarians 

Librarians can take advantage of a variety of possibilities as part of their ongoing professional 

development. Weingand (2000:199) emphasizes the significance of continuing education for 

anyone working in the information sector, including librarians. According to the author, regardless 

of their work titles and responsibilities – professional, paraprofessional, or clerical – every 

employee has a responsibility to keep up with changes in the profession, technology, and society. 

This entails maintaining current information, abilities, and attitudes. 
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According to studies, a degree has a three-year shelf life and its worth diminishes over time 

(Corrall 1998:17; Weingand 2000:201). This indicates that in order to succeed in his or her career, 

every professional should focus on preserving competences and gaining new abilities. This would 

help to advance from known to unknown information resources and best practices in the library 

profession. CPD is no longer an option; it is become a requirement for professional activities. 

Professional education is thought to serve as a springboard for further training and growth. The 

practical experience gives a real-life context for the new professional, who is faced with the 

difficulty of updating and consolidating what they already know while also learning new 

knowledge and skills pertinent to the work and position. It is the professional's responsibility to do 

so, and in some professions, such as medicine, it is part of the code of ethics. CPD has a number 

of advantages for library personnel and the organization, and it is believed that an organized 

approach to CPD will assist employees. It can help them plan their long-term objectives and 

determine how they will reach them. CPD is the duty of the individual professional, according to 

McDonald and Levine-Clark (2018), but it is crucial to the individual, the LIS organization, and 

the society that the profession is dedicated to serve. 

 

Librarians face a variety of problems when it comes to continuing education, including paying 

attendance, subsistence, and travel. Due to budgetary constraints and a lack of financing, 

companies find it difficult to allow all of their employees to attend courses (Brine 2005:124). 

According to Adanu (2007:301) “for CPD to succeed within an institution, it needs to actively 

promote continuous educational activities. It is also important that librarians who attend the CPD 

courses are genuinely interested in upskilling themselves as it would be futile to send individuals 

who had no intention of furthering their skills”. Another issue that arises when attending CPD 

courses is a lack of time. Employers are hesitant to release employees from their regular 

employment because they are aware of the potential impact on services when employees are 

absent. Another issue is the age cut-off. The majority of CPD courses are geared toward the 

younger age, therefore more seasoned librarians may be overlooked (Corcoran and McGuinness 

2014:184). A manager's lack of support can be another stumbling obstacle for librarians who want 

to participate in CPD activities (Cossham & Fields 2007:578). 

 

Those responsible for providing CPD and managing it in an organization have a challenge. On the 

one hand, there is a need to improve professional abilities in order to give better services to user 

communities; on the other hand, there is a financial and time allocation issue. The underlying 



44 

 

problem of how CPD opportunities are viewed by professionals is entwined in this conundrum. 

According to Anwar (1998), there is a lack of library financial assistance, a lack of encouragement 

from library administration, personal financial restraints, a lack of time, a paucity of employees, 

and a lack of personal enthusiasm. Anwar's (1998) findings are presented in this article. The 

findings from this article are by Anwar (1998) are of extreme importance in the current research. 

 

Librarians have an opportunity associated with CPD programmes. Such opportunity will 

strengthen their areas of specialty, and settle them effectively and efficiently in their productivity. 

It will also enhance their knowledge and skills that could enable them to function successfully in 

a changing workplace environment. The CPD brings diverse opportunities that will lead to the use 

of CPD programmes meant for staff to improve their professional competence (Brine 2005:2). 

 

Exposition from extant literature initiate that librarian were of the opinion that CPD programmes 

will be very appropriate, as such, more training courses of this nature should be provided. They 

felt that the opportunities associated with CPD programmes will help them to develop more 

confidence to perform better in the future regarding what they know and do best. Librarians were 

clear as to the understanding of what CPD is and its importance in their discipline. Librarians 

should understand the importance of opportunities associated with CPD programmes in their own 

development as well as the impact it could have on the service delivery of libraries (Brine 2005:2).   

 

Most of the various opportunities associated with CPD programmes cut across the following areas: 

advances specialised competence of employees, Service delivery within the library environment 

is sustained, foster effective and efficient librarians’ productivity, CPD enhances librarians’ 

knowledge and skills, CPD supports and strengthens library management, Different knowledge 

and skills acquired are deepened , CPD promotes different activities within the library, Self-

development/directed learning interface , strengthen areas of specialty, CPD helps to sustain 

capability of librarians, permits integration into other systems of library practices, guides 

professional standards and ethics of the profession, enables librarians to function successfully in a 

changing work environment, develops, maintains and widens professional knowledge and skills 

of librarians and CPD allows librarians to keep abreast of changing trends and continuously learn 

and improve their subject and professional knowledge and CPD updates knowledge, skills and 

attitudes acquired during their education (Brine 2005). 
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2.6 Formalised professional development framework that would assist librarians 

LIASA and the individual professionals who surround other bodies available in other countries 

have come up with a suitable framework for CPD that can be used in South Africa, cutting across 

references to structured framework of CPD of LIS personnel in South Africa, LIASA and the 

individual professionals who surround other bodies available in other countries have come up with 

a suitable framework for CPD that can be used in South Africa. Due to the increasing needs of a 

competitive changing environment, LIASA and the LIS sector adopted the CILIP framework. 

 

In this regard, LIASA should recognize the value of CPD and aim to encourage librarians to make 

plans to upgrade their skills on a regular basis, which is required by law (LIASA 2013). LIASA 

should engage with its membership on a regular basis to determine the types of continuous learning 

initiatives that members in various LIS sectors require in order to improve their knowledge and 

skills. All CPD initiatives should be coordinated by the country's national framework in order to 

streamline courses and activities. 

 

Individual librarians should keep up with new developments via alerts, online webinars, and a 

variety of other interesting websites. By just keeping in touch about advancements and their 

implementation, they can learn from their peers, colleagues, and fellow librarians. Encouragement 

of various forms of mentorship and coaching among librarians enables for the transfer of 

knowledge and skills, allowing for continued development (LIASA 2013). According to Sayers 

(2007:485), mentoring and teaching the next generation of librarians is important in the field since 

it may be utilized to keep existing practices in place and prevent knowledge loss. Funding and 

other barriers to participation in CPD activities should be addressed to ensure development and 

sustainability. There is a need for further campaigning to encourage companies and others to 

participate and support implementation. 

 

LIASA and the LIS sector should receive a copyright copy of the framework as soon as possible 

and adopt it in their organizations. If companies want to stay competitive in a changing world, 

businesses should use the CILIP framework. This will address the issue of a lack of a systematic 

and well-formulated policy for employee training and development, as well as continuing 

professional development (CPD). The CILIP framework should be applied because it can be seen 

as a solution to some of the present staff training and development issues, and it specifically 

addressed the issue that training programs should be based on identified staff needs before the 
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training process begins; it must be ensured that the identified needs really are training needs. This 

is necessary because it will emphasize the importance of training and development to MPLIS 

managers and personnel. The framework should also emphasize the training and development of 

all employees, regardless of their level of responsibility (LIASA 2013). Furthermore, the 

implementation of this framework will ensure that the MPLIS operates in accordance with the 

government's different pieces of legislation and policy. Staff can utilize the framework 

individually, and it is proposed that the MPLIS use it as a key corporate tool to help establish and 

enhance a learning culture at work that displays a genuine commitment to the workforce. 

 

As a professional organization, LIASA should play an active role in supporting the aforementioned 

guidelines and emphasizing the necessity of training all library personnel. They should manage 

CPD activities and provide credit for courses taken, as well as establish proficiency standards. 

LIASA can then provide the appropriate CPD support to libraries. 

LIASA should acknowledge the importance of CPD and try to encourage librarians to plan to 

continuously update their skills, which is being enforced as a compulsory requirement (LIASA 

2013). It should also consult with its members on a regular basis to determine the types of 

continuous learning activities that members in various LIS fields require to improve their 

knowledge and abilities. To streamline courses and activities, all CPD initiatives should be 

coordinated under the country's national framework. 

 

2.7 Theoretical framework 

According to Neuman (2006:74) “the theoretical framework is a broad theoretical system that 

includes assumptions, concepts, and social theories.” In a similar vein, Brink, Van der Walt and 

Van Rensburg (2012) claim that “a theoretical framework is based on propositional statements 

resulting from an existing theory”. Manda (2002:95) supports that “theoretical definitions 

(conceptualisation) of the key concepts are an integral component of the development of theories 

in any discipline and, consequently, are central to any scientific research. As a result, a theoretical 

framework gives direction to the research study and places it in the discipline or subject to 

represent the research objectives (Henning, Van Rensburg & Smit 2004:25). According to Labaree 

(2009), a theoretical framework is "the structure that may hold or support a research study's theory. 

It discusses and offers the theory that explains why the research problem under investigation 

arises". It demonstrates an understanding of the study issue's ideas and concepts, as well as how 

they relate to the larger disciplines of knowledge being examined. It searches through course 
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readings and related research studies for theories and analytic models that are relevant to the 

research problem at hand  (Abend 2008:173). 

 

A theoretical framework is essentially an idea or model of what the researcher intends to 

investigate (William 2017). It connects the researcher to existing knowledge through the 

application of a relevant theory to the research problem and the selection of research 

methodologies. It outlines which key variables influence a phenomenon of interest and emphasizes 

the need to investigate how and when those key variables differ. A theoretical framework also 

demonstrates academic norms and methods, as well as a description of why the study is important 

and how the researcher plans to fill the gap in the literature (William 2017). 

 

A theoretical framework's objective is to make research findings more understandable and 

generalizable. It stimulates study and knowledge expansion by giving both direction and impetus 

(Polit & Beck 2004:119).Neuman (2003:42) defines a theory “as a system of interconnected 

abstractions and ideas that condense and organise knowledge”. Theories can be portrayed as clear 

descriptions of events. Creswell (2009:51) defines theory as “an interrelated set of constructs 

(variables) formed as propositions or hypotheses that specify the relationship among variables”. A 

theory can be thought of as a system that organizes concepts in a way that leads to comprehension 

or insights. A theory is made up of several concepts that are linked together (Welman, Kruger & 

Mitchell 2005:21). Welman et al. (2005:21) also define theory as “a set of interrelated constructs 

(variables), statements, definitions and propositions that present a systematic view of a 

phenomenon by specifying relations among variables, with the purpose of explaining natural 

phenomenon”.  

 

2.8 Theoretical framework and literature review 

Theoretical framework and literature review are both used to present the key concepts and models 

related to the research topic. They both contain details of literature published on the topic and one 

or more sections of the body can be allocated to the presentation of information on a research topic 

(Du Plooy-Cilliers 2014:304). A clear understanding of the differences among a theoretical 

framework and literature review provides a better guidance for organising, conceptualising and 

conducting research and they increase the chances of publishing the manuscript. Using the 

appropriate framework will improve the quality of manuscripts and increase the likelihood of 

favourable critiques by reviewers and editors (Hatcher & Winn 2008). 



48 

 

 

The literature review and conceptual frameworks serve the same five purposes: (1) to give a point 

of reference for interpretation of data, (2) to explain how a study improves knowledge, (3) to 

conceive the investigation, (4) to analyse research design and instruments, and (5) to create a 

foundation for the important ideas in the issue statement and purpose (Merriam & Simpson 2000). 

A literature review's purpose is to determine whether a topic is researchable, to summarize the 

findings of closely related studies, and to assess the importance of the current study in comparison 

to previous studies. (Creswell 2003). Merriam (2001) described the theoretical framework as “the 

structure, the scaffolding and the frame of the study. The structure comes from the author’s 

disciplinary orientation and the literature relates to the topic and theory under the investigation”.  

 

The theory that underpinned this study is the coaching and mentoring model/theory (Rhodes & 

Beneicke, 2002). The coaching and mentoring consist of variation of CPD practices, which are 

based on logical premises. This theory is significant due to its involvement on one-to-one 

connection, either amongst two instructors, planned to support the CPD. The coaching and 

mentoring theory has several features of skills element of mentoring and relationship among 

individuals (Rhodes & Beneicke, 2002). The essence of applying this coaching and mentoring 

theory is that, librarians with different attitudes should be able to work together towards CPD 

programme. At the Mpumalanga public libraries, librarians are faced with diverse challenges of 

technological changes which cut across library work and service ethics, knowledge and skills 

development. This emphasizes the need of ensuring that library professionals are well-prepared 

for their responsibilities and current with industry changes. Librarians are expected to have specific 

abilities appropriate for libraries and understanding of current technology features, which are 

continually evolving (Choi & Rasmussen 2009:458). They must maintain their competitive 

advantage and function effectively in a fast-changing environment. By preserving their power over 

this changing environment, CPD courses may be able to help librarians bridge the gap between 

formal education and the needs of the library (Majid 2004:59). 

 

This coaching and mentoring of CPD acknowledges that the training and development play an 

important part in employee commitment and quality of work. From the same perspective, library 

staff training and development play a key role in the quality of work produced in library operations. 

Absence of library staff training and development can lead to a high staff turnover which is one of 

the challenges that public libraries in Mpumalanga are facing. It is difficult to give a clear-cut 
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difference between commitment and high performance, which makes the concept less feasible 

(Businge 2013:19).  

 

The study looks on the CPD needs of public librarians in Mpumalanga, as well as their attitudes 

about CPD and its delivery. Due to rapid technological advancements and the development of 

cutting-edge technology in library work/services, librarians in the MPLIS face obstacles in their 

job. This emphasizes the need of ensuring that library professionals are well-prepared for their 

responsibilities and current with industry changes. The demands on librarians are continually 

changing, and they now require specific abilities for 21st-century libraries, as well as 

understanding of current technological innovations (Choi & Rasmussen 2009:458). They must 

maintain their competitive advantage and function effectively in a fast-changing environment. By 

preserving their power over this evolving environment, CPD courses may be able to aid librarians 

in reducing the gap between formal education and library demands (Majid 2004:59). 

 

Because of the library's particular character, a more structured and specific kind of training, 

development, and CPD is required. According to McDonald and Levine-Clark (2018), more needs 

to be done in terms of continuing education before staff development can be supported 

intellectually. Library associations should take the lead in creating effective and efficient CPD 

programs for the entire profession. Individual organizations must be held accountable for 

supporting their efforts to deliver CPD since they are better positioned to plan, organize, and 

promote CPD opportunities. The employers and LIASA, for example, play an important role in 

the CPD of the LIS workforce. LIASA has the potential to take the necessary steps to support the 

professional development of its members and will provide education and training to LIS employees 

as part of its services to the LIS sector (LIASA 2002). 
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CHAPTER THREE 

 RESEARCH METHODOLOGY 

 

3.1  Introduction 

The main purpose of this chapter is to review the research methodologies employed in this study 

and to justify the research approach and design that was adopted. It illustrates how various 

techniques and processes were used to obtain and analyse the data. It also outlines the population 

of the study as well as the sampling methodology. 

 

This chapter focuses on the tools that were utilized to collect data and why they were thought to 

be suitable. The problem that have arisen as a result of their utilization are also discussed. 

Procedures for data analysis are examined to see whether there was anything that made the 

researcher's job easier or more difficult, as well as challenges and processes, outlining the 

researcher's experiences throughout data collecting and analysis. The researcher selected what she 

considered to be the most appropriate study methodologies and strategy for answering the research 

questions. Furthermore, this chapter also deals with the methods and procedures that were adopted 

in conducting this study. It covers the research approach, research design, population, sampling 

method, data analysis procedures, data collection and data collection tool. 

 

3.2  Research approach 

The method explains the approach used to gather and analyse data. It explains the method taken 

and why it was chosen, followed by a full discussion of the techniques followed. It provides enough 

information for another researcher to duplicate the study (Durrheim 2006:123). The strategy 

outlines the process or procedures performed in defining a task or an issue, particularly in terms 

of which methods of access or sources should be used. There are three types of research 

approaches: quantitative, qualitative, and mixed methods research (Grix 2010:162). 

 

The quantitative approach was employed in this study to examine, test, measure and count 

variables. It was used to represent numerical and statistical data (du Plooy-Cilliers 2014:14). In 

the analysis and interpretation of findings that have been generalized from the sample to the 

population, it heavily relies on numbers and statistics. Data was gathered using a precise set of 

procedures, with the goal of remaining as objective and neutral as possible. Quantitative data was 
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analysed with statistical processes in order to extrapolate findings from a small sample to the 

complete population (Bless 2013:16). 

 

3.3  Research design 

The research design, according to Terre Blanche and Durrheim (2014:565), is a strategy 

framework or plan that guides the research activity to guarantee that sound conclusions are 

achieved. It is critical in every research project as it establishes the framework for the research 

activity, providing direction, assisting in keeping the research on track, and ensuring that all parts 

of research are included (Research Services 2011). Because research is a project that takes place 

over a long length of time, it is closely related to the solution to a research question. Bless 

(2013:130) assets that “it is a specification of the most appropriate procedures to do in order to test 

a specific hypothesis under specified circumstances”. 

 

The potential of the strategy to produce answers to the research questions and achieve the study's 

research objectives was evaluated when choosing a research design for this study. A survey inquiry 

is employed in the quantitative approach to provide a numerical or numerical description of trends, 

attitudes, or opinions of a population by studying a sample of the population (Creswell 2009:12). 

Alston and Bowles (2003:65) indicate that “a research design is how data will be collected, 

analysed and reported and includes the types of sampling, methods of data collection and analysis 

to be used”. As a result, a research design answers questions that will help you select the direction 

you want to take for your research (Kumar 2011:94). A research design is required for doing the 

study. 

 

The researcher used a research design in this study to provide a quantitative or numeric description 

of a population's trends, attitudes, or opinions by asking questions to a sample of respondents 

(qualified librarians) thereafter generalising the findings to the entire population from which the 

sample of respondents (qualified librarians) was drawn (Du Plooy-Cilliers 2014:149). This 

method has the following advantages: it saves time and money, there is no interviewer bias, 

respondents have more privacy, it is used to collect current data, and samples do not have to be 

huge in comparison to the population being studied (Connaway & Powell 2010:108). According 

to Heath et al. (2009:135), the survey research design was employed in this study since it is widely 

regarded as a research method for studies and is concerned with examining the respondents' ideas, 

attitudes, and behaviour.  



52 

 

3.4  Population 

The overall group of persons from whose information is requested is referred to as the population 

(Wiid & Diggines 2013:186). The target group is a big group of people about whom the researcher 

wants to learn more but can't study directly; consequently, a sample from that population is used 

(Punch 2005:293). The population, according to Terre Blanche & Durrheim (2014:562), is the 

wider pool of cases from which a sample is drawn. The whole collection of all units of analysis 

about which the researcher seeks to make specific inferences or conclusions is referred to as the 

study's population (Welman 2005:52; Johnson & Christensen 2008:224). 

 

In this study, the targeted population consisted of 114 librarians (qualified and paraprofessionals) 

managing and running public libraries in the Mpumalanga province. These librarians are situated 

in three district municipalities: Gert Sibande, Ehlanzeni and Nkangala districts and 17 local 

municipalities. The small nature of the population made the researcher to make use of the entire 

population as sample size. Therefore, the sample is a census. These were the qualified librarians 

which information was collected from regarding CPD requirements, based on seeking their 

attitudes towards CPD and its provision. 

 

3.5  Sampling 

The scientific foundation of everyday practice is sampling. It's a technical accounting instrument 

for rationalizing data gathering and selecting a suitable technique to limit the group of things, 

people, or events from which the actual data will be derived. The best technique for gathering 

reliable information about a group of people or objects is to identify each individual member or 

element of the group (Bless 2013:161). It is a method of selecting a small group or sample to 

discover the characteristics of a larger group or population, and it covers all aspects of the 

population (Brynard & Hanekom 2006:54). 

 

In quantitative research, a sample is a subset of the complete population that is researched by the 

researchers and whose features will be generalized to the full population (Bless 2013:162). The 

purpose of sampling is to choose a sample that is representative of the population from which the 

researcher hopes to draw conclusions (Terre Blanche & Durrheim 2014:564). It is a statistical 

method in which a subset of a population (the total number of units) is studied in order to draw 

conclusions about the full population (Sullivan 2009:457). 
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In this study, the entire population of 114 librarians managing the entire public libraries in the 

Mpumalanga province were used as sample size due to its small size. Information is collected from 

the qualified librarians about how involved in continuous development to broaden and deepen their 

knowledge within their profession. This study used the purposive sampling strategy since it 

allowed them to be more flexible and apply their own knowledge in picking the sample target 

(Babbie 2016:187). The librarians chosen were deemed to have a better awareness of CPD 

initiatives and have expressed an interest in the program's development in the past. Another 

advantage of this sample procedure is that it saves money and time (Kothari 2004). 

 

3.6  Data collection method 

The process of creating and collecting empirical data from a number of sources is referred to as 

data collection. Both qualitative and quantitative research use data collecting, and there are many 

different forms of data that can be collected (Grix 2010:164). The questionnaire was utilized in 

this study to collect data from public librarians in the Mpumalanga province. It was utilized to 

apply methods in order to be able to generate data. Quantitative data collection is used to count, 

measure, weigh, enumerate, manipulate and compare mathematically. Data can be collected in 

numerical forms and statistical analyses can then be applied to it to determine the significance of 

the findings (Terre Blanche & Durrheim 2014:563).  

  

3.7  Data collection tool/instrument 

 Questionnaire 

The questionnaire is one of the most extensively used data collection methods in research. This 

low-cost data collection approach is used to reach out to a large, scattered community (Pickard 

2013:207). Questionnaires that are completed without the assistance of a researcher are known as 

self-administered questionnaires (Bless, Higson-Smith & Sithole 2013:194). These surveys might 

be distributed by the researcher and then collected after completed, or they could be delivered via 

mail (including email) (Bless et al. 2013:195). For this study, the researcher decided to administer 

the questionnaires online through email as they were sent out to the respondents. The reason being 

that, due to circumstances surrounding the covid-19 pandemic, many librarians and colleagues 

working in different libraries do not want to have face to face contact with people. Meanwhile, 

there were few public libraries where the researcher had to personally go and administer the 

questionnaire as those public libraries where close to the researcher domain.  The use of online 
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platform for data collection is also allowed in research investigation. After three weeks, with 

continuous follow up on call with the respondents, the researcher requested the respondents to 

kindly forward the filled questionnaire back to her. Through this measure the researcher was able 

to gather the administered questionnaire from the 114 public librarians in Mpumalanga province. 

Web-administered surveys was also used to gather data based on the capability to incorporate 

multimedia items survey the tools that is able to do real-time randomisation of questions (Fricker 

& Schonlau 2002:347).  

 

According to Johnson and Christensen (2008:203) “a questionnaire is self-report data collection 

instrument that each research participant completes as part of a research study”. It fosters truthful 

responses. Because anonymity is ensured, it is easier for responders to submit answers. The 

questionnaire encouraged candid responses because anonymity was assured, making it easier for 

respondents to react. The following are some of the benefits of using a questionnaire as a data 

gathering tool for this study: 

- It eliminates interviewer bias; there is no way to influence the response through verbal 

presentation style. It eliminates interviewer bias, and there is no way to influence the 

response through verbal presentation style. 

 

- The questionnaire's predetermined format tends to eliminate variety in the questioning 

process. The substance and organization of the questions will not change after they have 

been written in the final version and included in the questionnaire. 

 

- The questionnaire's set format reduced variety in the questioning procedure. Once the 

questions are finalized and included in the questionnaire, the substance and organization 

of the questions will not alter. 

 

-   It promotes the provision of accurate responses. It encouraged people to give accurate 

responses. 

 

- It can be built in such a way that collecting and analyzing quantitative data is quite simple.  

- It can be built to make quantitative data collection and analysis relatively simple. It 

facilitates the collection of a large amount of data in a relatively short period of time. It 

facilitates for collecting the large amount of data in a short period of time. 
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- It removes the researcher's personal interaction with the respondents. It removed the researcher's 

personal interaction with the responders (Connaway & Powell 2010:146). 

  

The use of a questionnaire as a data collection instrument applicable to this study has the following 

disadvantages: 

- The researcher cannot use probing strategies. The researcher is unable to employ probing 

techniques. 

-  Developing a structured instrument necessitates far more effort in terms of content, format, 

and question wording. In terms of content, format, and question phrasing, creating a 

structured instrument necessitates significantly more effort. 

- Respondents are unable to elaborate or ask for clarification on their responses (Burns & 

Grove 2005:398, Polit & Beck 2008:414). 

- Respondents are unable to define or describe confusing issues on the questionnaire. 

- It prevents personal contact with responders, perhaps resulting in the investigator gaining 

insufficient information about study participants.. It prevents personal interaction with 

responders, which might lead to the investigator learning insufficient information about 

research participants. 

 

When creating the questions, the benefits and drawbacks of questionnaires were examined. Leedy 

(1996:144) and Melville and Goddard (2001:48) state that “a good questionnaire uses clear and 

understandable language, asks only relevant questions that is short, has objective questions, gives 

clear instructions and is carefully worded”.  

 

Data was collected only from the selected librarians. Questionnaires were sent to the librarians 

and collected after they have completed them. Pre-test and post-test survey designs were used to 

measure changes in a situation as well as problematic attitudes. The same population was used in 

both data collections to measure any change between two points in time. The difference in a 

scenario before and after an intervention was used to measure the change (Kumar 2011).  

 

3.7.2 Pre-testing the questionnaire 

As part of the preparation for the actual interview or questionnaire administration, the 

questionnaire is pre-tested. As a result, it is critical to complete this step in order to catch any errors 
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that the researcher may be unaware of. To check for flaws such as imprecise terminology, 

ambiguity, and bad wording, the researcher presented the questionnaires to a randomly selected 

sampled population outside the research population from all public libraries in three district 

municipalities in the Mpumalanga province. Babbie (2001:280) notes that, “the pre-test subjects 

should comprise a representative sample although the researcher should use people to whom the 

questionnaire is relevant. ”. The researcher also sought the advice of five specialists in research 

methodologies to assess the instruments' methodological flaws, such as inaccurate scales, 

inadequate instructions, and question face validity. Booysen (2003:140); Welman and Kruger 

(2001:141) and Babbie (1998:159) agree that “pre-testing a questionnaire is essential and must be 

conducted on a small sample”. Booysen (2003:140) suggests that “a researcher should carefully 

consider all the comments of the respondents who participated in the pre-test because they are 

often insightful and helpful, but does not have accept all the comments”. As a result, the remarks 

and flaws of the pre-tested questionnaires were taken into account, and the questions were adjusted 

as needed. In order to create an effective questionnaire, you must write questions that draw out the 

information that needs to be corrected. The purpose of pre-testing a questionnaire was to ensure 

that it was free of errors. As a result, any errors found in the questionnaire were rectified in research 

before it was given to respondents. 

 

3. 8 Data analysis 

Data analysis is a continuous process that begins at the beginning of any research project. The 

process of analysis is critical in the development of a theory based on raw data. To foster the 

creation of substantive theory based on empirical evidence, data collection and analysis go hand 

in hand (Pickard 2007:158). Data analysis comprises categorizing things, people, and events, as 

well as the attributes that define them. Data was organized, structured, and evaluated on a regular 

basis, and it was constantly coded. Data verification is necessary since it aids in triangulation of 

data owing to the data collection procedure (Creswell 2009:199). The act of analyzing, cleaning, 

manipulating, and modelling data with the goal of emphasizing relevant information in ways that 

enable the researcher find patterns or problems and explore relationships that exist in the data is 

known as data analysis. The goal of this phase is to "reduce the huge corpus of material" obtained 

by the researcher in order to make sense of it (Bryman 2013:13). 

To answer the research questions, it entails categorizing, arranging, manipulating, and 

summarizing data. After the data has been collected, the following step is to analyze it, and the 

final step is to present the study's conclusions. According to Gibbs (2007:1) “analysis entails some 
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kind of transformation, in which a researcher gathers data and strives to change it through analytic 

techniques into a clear intelligible, insightful, trustworthy, and even innovative analysis" 

(Onwuegbuzie, Leech & Collins 2011). 

 

Data can be analysed either by qualitative or quantitative methods and it can be collected through 

multiple courses whether by interviews, observation and questionnaires (Pickard 2007:158). In 

this study, Self-administered questionnaire was utilised for this study as it was sent to 114 public 

librarians via email due to the circumstances of the covid-19 pandemic where some restrictions 

were imposed by several institutions to adhere to the virus spreading and saving lives of staff 

members. There were in some instances where the researcher had to personally visit the public 

libraries due to nearness to her where she was able to administer the questionnaire personally. The 

questionnaire administered was to find out form public librarians the expected knowledge, skills 

and attitudes that could sustain their job performance requirements and this allowed the librarians 

to complete the questionnaire at their own pace. The 103 questionnaire that was collected or 

retrieve from respondents through personal retrieval and email platform were collated and 

analysed through descriptive statistical analysis. Prior to analysing the questionnaire, the 

researcher separated then according to their various section and given to a statistician for better 

interpretation of the results. The demographic data were analysed using Microsoft Excel and SPSS. 

The result obtained were presented in tables in chapter four below.  

 

3.9  Ethical considerations 

In this investigation, ethical problems were taken into account. They were seen as extremely 

significant when performing the study because research is guaranteed to bring ethical issues. If 

research is based on documentary evidence, ethics is directly involved. It also entails gaining the 

informed consent of people who will be interviewed, questioned, or observed, as well as those 

from whom items will be obtained (Fox 2007:148). In this study, the following ethical issues and 

permission to conduct the study were taken into consideration: voluntary participation, informed 

consent, participant harm and privacy and confidentiality. 

 

Voluntary participation: Participants were not compelled to participate in this study and were 

advised that even if they agreed to participate, they might withdraw at any moment during the 

study. 
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Informed concern: participants were fully informed of the procedures and risks involved in the 

study and were required to give their agreement to participate. They were also free to leave at any 

time if they felt threatened. 

 

Participants harm: participants were not put in a situation where they were at risk of both physical 

and psychological injury as a result of their participation in this issue. 

 

Privacy: to assist in the protection of research participants' privacy, two standards were used. All 

participants' personal information will be kept private, and no personally identifying information 

will be shared with anybody who isn't a participant in the research. Even to the researchers, the 

volunteers will remain anonymous throughout the study (Fox 2007:148). 

 

Confidentiality: all participants' personal information will be kept confidential by the researcher, 

and nobody who isn't directly involved in the study will get any identifying information. 

 

Permission to conduct the study: Polit and Beck (2008:170) observe that “ethical considerations 

are followed to protect the rights of respondents and the institution and to ensure scientific 

integrity”. The UNISA Research and Ethics Committee of the Department of Information Science 

granted ethical approval to guarantee that the study followed the rules. (UNISA 2016). 

 

The researcher received and added the following appendices in accordance with UNISA's study 

ethical procedures and policy: permission (Appendix A) from the Mpumalanga Library and 

Information Services (MPLIS) to conduct the research, acceptance letter (Appendix B) for 

permission from MPLIS to UNISA to grant the researcher to carry out her research, a letter of 

consent  to respondents (Appendix C) from the researcher for completion of information from the 

questionnaire, a questionnaire (Appendix D) to respondents , approved proposal letter (Appendix 

E) from the Registrar, risk assessment tool (Appendix F) and a copy approved ethical clearance 

(Appendix G) from Department of information science ethic review committee, which ensures 

respect for the anonymity, confidentiality and privacy of all participants.  The participants were 

also informed that they might withdraw from the study at any moment and without giving a reason 

if they so desired. 

The Turnitin anti-plagiarism technology was used to detect similarities and prevent plagiarism in 

this work, and all sources were acknowledged. This dissertation is a presentation of the findings. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS 

 

4.1 Introduction  

This chapter presents the process of data analysis on how data was collected, presented and 

analysed. According to Wilkinson (2000:77) “the role of analysis is to bring data together in a 

meaningful way and enable us as researchers to interpret or make sense of it”. This chapter 

summarizes the findings and results received from the study's administered questionnaires. In 

regard to the study objectives mentioned in chapter one, this chapter includes data analysis and 

interpretation of questionnaire responses from public librarians. The data was interpreted and 

analysed in accordance with the following research questions: What are the various types of 

continuing professional development of librarians at the public libraries in the Mpumalanga 

province? 

i. What is the continuing professional development that librarians in the public libraries 

in the Mpumalanga province engage in?  

ii. What strategies can be used to improve the continuing professional development of 

librarians in public libraries in the Mpumalanga province?  

iii. What opportunities are associated with the continuing professional development of 

librarians in public libraries in the Mpumalanga province? 

iv. What recommendations can be made towards the formalised continuing professional 

development framework that could assist librarians in public libraries in the 

Mpumalanga province? 

 

4.2  Analysis and interpretation of demographic data of respondents 

The analysis of demographic data is the subject of this section. The gender of respondents was 

needed to determine what percentage of respondents were male and what percentage were female, 

as well as if this characteristic influenced CPD participation. The age of the respondents in the 

study is taken into account to display the various age groups of the participants. The age of 

respondents was investigated to see if it influenced CPD practice in any way. The work experience 

variables, as well as the librarians' qualifications and roles, were utilized to establish how the 

librarians may seek and use CPD training to affect improvements in their work environment. A 
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total of 114 copies of questionnaires were distributed to respondents and 103 (90%) copies were 

returned, which was later used in the analysis of the result of this study.  

 

4.2.1  Personal data of the respondents 

Acronyms and symbols used in this study include:  

F = Frequency, % = Percentage, N= Numbers, CPD = Continuing professional development 

A summary of the responses presented in table 4.1 below: 

 

Table 4.1 Distribution of demographic data from sampled libraries N=103 

Gender Frequency Percentage  

% 

Male 38 36.9 

Female 65 63.1 

Total 103 100 

 

Age Frequency Percentage  

% 

26 – 35 19 18.4 

36 to 45 42 40.8 

46 to 55 34 33.0 

56 and above 8 7.8 

Total 103 100% 

 

 Qualification Frequency Percentage  

% 

Matric only 6  5.8 

Matric and archival certificate 

related to library science 

8  7.8 

Matric and other certificates not 

related to library science 

6 5.8 

Diploma not related to library 

science 

04 3.9 

Higher diploma in library science 16 15.5 
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Degree in library science 48  46.6 

Degree and honours in library 

science 

12 11.7 

Masters in library science 03 2.9 

Total 103 100 

 

Position Frequency Percentage  

% 

Librarian 68 66.0 

Senior librarian 08 7.8 

Chief librarian 06 5.8 

Library manager 03 2.9 

Library assistants 18 17.5 

Total 103 100 

 

Work experience Frequency Percentage  

% 

5 years 15 14.6 

6-10 years 66 64.0 

11-12 years 12 11.7 

13 and above 10 9.7 

Total 103 100 

Source: Data from field work 2020 

 

The results in table 4.1 indicate that there were more female respondents (65: 63.1%) than male 

(38: 36.9%). The findings depict that female respondent participated in the study more than males. 

It can be deduced that there are more female respondents at the public libraries in the Mpumalanga 

province that support service delivery to users of libraries.  

 

Ages of respondents were categorised by age group from young adults (26 to 35 years, n = 19), 

middle-aged adults (36 to 45 years, n = 42), adults (46 to 55 years, n = 34) and old-age adults (56 

and above years, n = 8). The results of ages of the respondents revealed that the majority are 

middle-aged adults (42: 40.8%), followed by adults (34: 33.0%), young adults (19: 18.4%) and 



63 

 

old-age adults (8, 7.8%). The age of respondents was sought to find out whether it has in any way 

affected the practice of CPD. There was an implication that adults and middle-aged adults (78: 

75.72%) and young adults (19: 18.4%) manage public libraries, and that the public libraries have 

a lot of new blood entering the workforce and that they are well into their career and should be 

engaged in CPD. Old-age adults (8: 7.8%) are ready for retirement.  

 

The findings showed that adults, middle-aged adults and young adults (95: 92.2%) manage and 

run public libraries effectively and efficiently in the Mpumalanga province. It is clear that both 

young and old employees are hesitant to attend CPD training. This could be due to their established 

habits and inability to accept change, as well as a fear of admitting their weaknesses in particular 

areas of the job. It is critical for Mpumalanga library administration to persuade these people to 

accept change and choose to be changed rather than being pushed to change. CPD is essential for 

both adults, middle-aged adults, young adults and old-age adults to keep current with skills, 

knowledge and competencies in rapidly changing times. Besides age restriction, CPD training 

should be available to all levels of staff (young and old), and it should be a continuous effort to 

keep workers informed about new developments and changes in the library environment. Because 

library systems do not remain static, CPD training should be geared toward keeping all workers 

informed about what is going on in the library, not just new hires. Staff who have been in the 

service for a long time may require refresher courses to help them stay current with new 

information. 

 

With regard to qualification of respondents, the findings indicated that 84.5% of the respondents 

have LIS qualifications. It revealed that the highest qualification obtained by respondents was a 

degree in information science (48: 46.6%), followed by 16 (15.5%) higher diploma in information 

science/study, 12 (11.7%) respondents hold a degree and honours degree in library science, 3 

(2.9%) respondents hold a master’s degree in information science, 8(7.8%) hold matric and a 

certificate in archival studies and this certificate is an entrance to study a degree in archival or 

information science, 15.5% of the respondents did not have LIS qualifications. It was revealed that 

4 (3.9%) respondents have a diploma not related to library science, 6(5.8%) have matric and other 

certificates not related to library and information science,.6 (5.8%) respondents hold matric only 

and no other qualifications. All the above-mentioned respondents (qualified and unqualified 

librarians) manage and run public libraries in the Mpumalanga province and they all have a keen 

interest to participate in CPD programmes. They are all managing and running public libraries in 
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order for them to keep abreast of skills, knowledge and competencies in rapidly changing times. 

They have to learn new skills in order to survive this era of change.  

 

The positions in public libraries were occupied by the respondents ranging from the library 

managers, chief librarians, senior librarians and library assistants. The findings indicated that 

respondents comprised 68(66.0%) librarians, 8(7.8%) senior librarians, 6(5.8%) chief librarians, 

3(2.9%) library managers and 18(17.5%) library assistants. The results showed that 85(82.5%) 

respondents were qualified librarians and 18(17.5%) were library assistants. It was clearly 

indicated that CPD training should be offered to staff at all levels and the implication therefore is 

that CPD training should be well understood and should be actively pursued by all the librarians.  

 

With regard to respondents’ experience, the findings indicate the number of years for which 

respondents were working at public libraries. It indicates that almost all of the respondents have 

work experience ranging from five years to 13 years and above. It reveals that 66(64.1%) 

respondents have 6-10 years’ experience, followed by 15(14.6%) who have 5 years’ experience, 

12(11.7%) respondents have 11-12 years’ experience, 10(9.7%) respondents have five years’ 

experience and 13 respondents have more than five years’ experience in managing public libraries.  

 

The results revealed that almost all respondents have experience in managing public libraries. The 

highest number of work experience is 6-10 years’ experience (66: 64.0%), followed by 5 years’ 

experience (15: 14.6%) and 11-12 years (12: 11.6%). Thirteen respondents have more work 

experience or were few old staff waiting for pension/retirement.  

 

4.1.2.1 Requirements of CPD programmes 

This section indicates the respondents who are interested in and required to participate in CPD 

programmes. A total of 14.56% of the respondents need financial sources and materials for CPD 

programmes, 9.71% who are registered with a professional body and need to identify areas for 

CPD programmes, and 53.5% respondents have a keen interest in and are willing to pursue CPD 

programmes. A summary of the responses is presented in table 4.2 below.  
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Table 4.2: Requirements of CPD programmes N=103 

Requirement of CPD programmes Frequency Percentage  

% 

You must be interested and willing in that CPD 

programme 

55 53.5 

Have a certain amount of development activity  1 0.97 

Register with the professional body as member and 

licence to function  

10 9.71 

Identify areas of need for such CPD programme 10 9.71 

Plan and carry out the CPD programme activities  2 1.94 

Sources for resources (financial and materials) that 

will support your CPD 

15 14.56 

Replicate your CPD programme activities in your 

work operations 

2 1.94 

Apply your learning of the CPD programme on your 

job performance  

03 2.91 

Share your knowledge, skills and experience of the 

CPD programme with colleagues 

02 1.94 

Adhere to policies of the organisation in the CPD 

programme  

02 1.94 

Evaluate your CPD programme, whether it is worth 

while  

01 0.97 

TOTAL 103 100 

Source: Data from field work 2020 

 

The results in table 4.2 indicate that 55 (53.5%) of respondents have an interest in and are willing 

to pursue CPD programmes, 15 (14.56%) respondents need resources for financial and materials 

to support CPD programmes, 10 (9.71%) are registered as members of professional body, 10 

(9.71%) respondents identified areas for CPD programmes. (3, 2.91 5%) needs to apply learning 

for CPD programmes based on their job performance, 2 (1.94%) shared their knowledge, skills 

and experience about CPD programmes with colleagues, and 2 (1.94%) adhered to polices of the 

organisation (Lamptey & Corletey 2011:2). 
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4.2.2  Types of CPD programmes by librarians 

Table 4.3 shows that the respondents have high interests to participate in CPD programmes; for 

example, to attend library conferences, formal and informal education, network training CPD 

activities and in-house training for improvement of their job performance. In addition, they will 

develop new services from what they have learnt. They need training in Microsoft application 

programmes to be able to implement service delivery systems and methods of high quality that 

meet users’ information needs and e-learning training to keep up with changing trends to deliver 

services competently to patrons.  

A summary of the responses is presented in table 4.3 below. 

 

Table 4.3: Types of CPD programmes by librarians N=103 

Types of CPD programmes Frequency Percentage  

% 

Local, regional and international conference 25 24.3 

Networking training  25 24.3 

Formal and information education 8 7.8 

Personal study projects 2 1.9 

Work-based research projects  2 1.9 

Library association programmes/activities 10 9.71 

Work place learning programme (in-house-training)  15 14.6 

Schedule meetings with other fellow librarians 02 1.9 

E-Learning training  02 1.9 

Microsoft application training programme 10 9.71 

Mentoring of younger colleagues  2 1.9 

TOTAL 103 100 

Source: Data from field work 2020 

 

This section shows that 25 (24.3%) respondents have a keen interest in attending local, regional 

and international conferences, 25 (24.3%) also need to attend networking training to improve their 

job performance and prefer to develop new services from what they have learnt, 15 (14.6%) require 

workplace learning programme (in-house) training, 10 (9.71%) require library association 

programmes/activities, 10 (9.71%) need to attend Microsoft application training programme to 

ensure that service delivery systems and methods meet the high expectations of users’ information 
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needs and 8 (7.8%) require networking training and e-learning training to keep abreast of changing 

trends to deliver services competently to patrons. The findings showed that respondents have a 

high interest to participate in CPD programmes. This is in accordance with Ocholla (1995) study 

which reveals that librarians have interest in CPD training programmes due to how it has enhanced 

their knowledge and skills for library practices.  

 

4.2.3 Categories of different types of CPD programmes 

Table 4.4 shows that respondents are interested in learning more about the various categories of 

CPD programmes like network learning, mentoring, monitoring and network learning, and to 

embark on short- and long-term leave for study and other activities. 

 

Table 4.4: Categories of different types of CPD programmes N=103 

Categories of different types of CPD programmes Frequency Percentage 

% 

Peer coaching/review 05 4.85 

Critical friendships 02 1.94 

Mentoring  05 4.85 

Action research  02 1.94 

Task related learning/planning teams  05 4.85 

Collaborative teaching, planning and observations 05 4.85 

Data collection and analysis  02 1.94 

Performance management/review  15 14.6 

Monitoring 10 9.71 

Networked learning communities   20 19.41 

Visits to other public libraries and institutions 03 2.91 

Embarking on short- and long-term leave for study and 

other activities 

05 4.85 

Engage with some school-university partnerships 02 1.94 

Extended training programmes through online platform  15 14.6 

Engagement with professional organisations 05 4.85 

Study groups/ consultations  02 1.94 

TOTAL 103 100 

Source: Data from field work 2020 
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The results revealed that 20 (19.41%) of the respondents are interested to learn more about the 

CPD category  network learning communities, followed by 15 (14.6%) who want to know more 

about performance management and extended training programme through online platform, 10 

(9.71%) about monitoring, and 5 (4.85%) want to learn more about the categories mentoring, task-

related learning teams, collaborative teaching, planning and observations, embarking on short- and 

long-term leave for study and other activities, and engaging with professional organisations. They 

show less on visits to other public libraries and institutions, engaging with some school-university 

partnerships and study group consultations. 

 

The findings depict that 48.6% respondents have a keen interest to learn more categories of CPD 

programmes (Majid 2004). 

 

4.2.4  Sub-areas in the continuous professional development programmes by librarians  

Table 4.5 reveals that all respondents need to be developed through the sub-areas in the CPD 

programmes which will empower them to keep abreast of changing trends in their field.  

Furthermore, CPD programs will allow them to continually improve their knowledge and skills 

throughout their careers (Freeman 1994:28). CPD programs will also enable people to enhance 

their basic abilities with new technology and perform successfully in a changing work 

environment. 

 

Table 4.5: Sub-areas in the CPD programmes by librarians N=103 

Sub-areas in the CPD programmes Frequency Percentage  

% 

Subject standards (e.g.  LCSH, DDC) 80 77.7 

Indexing and abstracting 80 77.7 

Authority control 80 77.7 

Metadata formats (e.g.  MARC, Dublin Core) 80 77.7 

Descriptive standards (e.g.  AACR2) 80 77.7 

Thesaurus construction 80 77.7 

Audio video cataloguing 80 77.7 

Serials cataloguing  80 77.7 

Internet cataloguing  80 77.7 

Cataloguing of other item types 80 77.7 
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Other ICT skills 80 77.7 

Taxonomies and ontologies 80 77.7 

Web authoring and design  80 77.7 

Skills in rendering different types of information services (user, 

serial, etc.) 

103 100 

Management and supervisory skills 103 100 

Communication skills  103 100 

Leadership and stress management skills 103 100 

Other generic skills 103 100 

Other information management skills 103 100 

Job orientation and customer-service skills 103 100 

Presentation skills 103 100 

Digital library development  103 100 

Knowledge management 103 100 

Policy work and documentation 103 100 

Technical services work (e.g.  acquisitions) 103 100 

Systems support 103 100 

Record management  103 100% 

Source: Data from field work 2020 

 

The results in table 4.5 reveal that almost all respondent need to be developed in sub-areas in CPD 

programmes. About 80 (77.7%) respondents need more advanced information and metadata 

formats, subject standards, indexing and abstracting, authority control, descriptive standards, 

thesaurus construction, audio-video cataloguing, serials cataloguing, internet cataloguing, other 

ICT skills, taxonomies and ontologies, web authoring and web design are all skills that respondents 

require. The reason for this is to broaden and deepen their knowledge within their profession on a 

continuous basis and to develop, maintain and widen professional knowledge and skills. 

 

All respondents need more CPD training dealing with skills in rendering different types of 

information services, management and supervisory skills, communication skills, leadership and 

stress management skills, other generic skills, other information management skills, job orientation 

and customer-service skills, presentation skills, digital library development, knowledge 
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management, policy work and documentation, technical services work, systems support and record 

management skills (Freeman 1994:28). 

4.2.5  Opportunities associated with continuous professional development programmes 

Table 4.6 shows that almost all of the respondents (103) respondents were of the opinion that CPD 

programmes will be very appropriate and more training courses of this nature should be provided. 

They felt that the opportunities associated with CPD programmes will help them to develop more 

confidence to perform better in future. They had a good idea of what CPD was and how important 

it was in their field. They recognized the value of CPD opportunities for their own professional 

growth, as well as the impact it could have on library service delivery. 

 

  Table 4.6: Opportunities associated with CPD programmes N=103 

Opportunities associated with CPD programmes Frequency  Percentage % 

Advances the specialised competence of employees 103 100 

Service delivery within the library environment is sustained  103 100 

Foster effective and efficient librarians’ productivity  103 100 

CPD enhances librarians’ knowledge and skills  103 100 

CPD supports and strengthens library management  103 100 

Different knowledge and skills acquired are deepened  103 100 

CPD promotes different activities within the library 103 100 

Self-development/directed learning interface  103 100 

Strengthen areas of specialty  103 100 

CPD helps to sustain capability of librarians  103 100 

Permits integration into other systems of library practices  103 100 

Guides professional standards and ethics of the profession  103 100 

Enables librarians to function successfully in a changing work 

environment. 

103 100 

Develops, maintains and widens professional knowledge and 

skills of librarians 

103 100 

CPD allows librarians to keep abreast of changing trends and 

continuously learn and improve their subject and professional 

knowledge 

103 100 

CPD updates knowledge, skills and attitudes acquired during 

their education. 

103 100 
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CPD fill in the knowledge gaps between formal education and 

the needs of the professional practice. 

103 100 

  Source: Data from field work 2020 

 

The results revealed that almost all of the respondents (103) have an opportunity associated with 

CPD programmes. In addition, CPD programmes will strengthen their areas of specialty, and settle 

them effectively and efficiently in their productivity. It will also enhance their knowledge and 

skills, and enable them to function successfully in a changing work environment. The findings 

depict that almost all of respondents are interested in using all opportunities associated with CPD 

programmes. Lastly, the respondents will be satisfied with the opportunities to be provided and 

recognised that CPD will improve their professional competence (Brine 2005:2). 

 

4.2.6  Strategies that could improve CPD of librarians 

Table 4.7 indicates that the librarians could use strategies to improve their CPD activities through 

attendances of conferences, seminars, workshops, in-house service training, information-sharing 

sessions, group discussions and collegial meetings of the CILIP framework and training of all CPD 

activities. The findings depict that respondent need to explore different strategies to improve CPD 

programmes. The reason is that, different individuals, environment and training programmes 

varies.  

 

Table 4.7. Strategies that could improve continuous professional development of librarians 

Strategies that could improve CPD of librarians Frequency Percentage  

% 

Conference attendance 20 19.4 

Seminar / Symposium attendance 5 4.9 

Workshops attendance 15 14.6 

Group discussion 03 2.91 

Information sharing sessions 05 4.9 

In-house service training 20 19.4 

Collegial meetings of the CILIP framework  03 2.91 

CPD activities 32 31.1 

TOTAL 103 100 

Source: Data from field work 2020 
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Based on different result obtained, it can be noticed that 32 (31.1%) respondents may improve in 

CPD programmes, while others 20 (19.4%) may not improve in CPD even though they attended 

conference and in-house service training. Meanwhile it is believed that, 15 (14.6%) that attended 

workshop, 5 (4.9%) through seminar/symposium were able to share information during and after 

the sessions. Therefore, since 3 (2.91%) group had discussions and collegial meetings of the CILIP 

framework, it was noticed that respondents need to explore more strategies to improve CPD. This 

corroborates with the study by CILIP (1992). 

 

4.2 Summary 

The data analysis, presentation, and interpretation of the data received by the questionnaires were 

presented in this chapter. The data was interpreted and analysed in accordance with the study's 

research questions and objectives, which were defined in chapter one. For ease of interpretation, 

the data was analysed using simple frequencies and percentages. This chapter includes an 

introduction, demographic data on the respondents, and personal information about the 

respondents. The findings and results were discussed and revealed. 
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CHAPTER FIVE 

DISCUSSION OF FINDINGS 

5.1  Introduction 

The findings taken from the research aims and research questions of the variables are discussed 

in this chapter, as well as the demographic features of the respondents and the findings drawn 

from the research objectives and research questions of the variables. The goal of this chapter is to 

go over the study's findings and outcomes. 

 

5.1.2  Characteristics of respondents  

The characteristics discussion is divided into two sections: demographic data for respondents and 

personal data for respondents. Gender, age, credentials, positions/rank, and work experience of 

librarians are among the characteristics of respondents in this study. The  participants of the study 

were 114 public librarians from the Mpumalanga province. Out of the 114 self-administered 

questionnaires provided, 103 (%) were returned and answered the research questions correctly. 

The data was analysed and presented using percentages and frequency. 

 

5.1.3  Demographic characteristics of the respondents  

The demographic data of the respondents is analyzed in these sections. The gender of the 

respondents in this study indicates how many male and female respondents took part in the study. 

The age of the participants in the study was taken into account, and they were divided into several 

age groups. Qualifications, jobs, and work experience are all factors that influence how librarians 

might pursue CPD training in order to create improvements in their workplace (Wilkinson 2000). 

The current study found that more female respondents than male respondents engaged in the total 

research investigation, based on demographic data of the respondents. (see table 4.1).  

 

The respondents were categorized by age group and the findings revealed that the majority of 

respondents were middle-aged adults, adults, young adults and old-age adults. The age of 

respondents was sought to find out whether it is in any way affected the practice of CPD. The 

implication was that adults, middle-aged adults and young adults manage public libraries, that the 

public libraries have a lot of new blood entering the workforce who are well into their career and 

should be engaged in CPD. Old-age adults are ready for retirement (see table 4.1). Besides age 
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restriction, CPD training should be offered to staff at all levels (old and young) and Keeping staff 

informed about new developments and changes in the library sector should be a continuous 

exercise. Because library systems do not remain static, CPD training should be geared toward 

keeping all workers informed about what is going on in the library, not just new hires. Refresher 

courses may be necessary for employees who have been in the service for a long time and want to 

maintain their knowledge up to date. 

 

With regard to qualification of respondents, it was revealed that the majority of respondents have 

qualifications in information science and some of the respondents did not have qualifications 

related to information science and they are all managing and running public libraries in the 

Mpumalanga province. They all have a keen interest to participate through CPD programmes and 

have to learn new skills in order to survive this era of change (see table 4.1, chapter four). The 

results relating to the respondents’ position showed that public libraries are mostly managed and 

run by qualified librarians and few unqualified librarians. There are few seniors, chief librarians 

and mean library managers in public libraries. It was clearly indicated that CPD training should be 

offered to staff at all levels and the implication is therefore that CPD training should be well 

understood and should be actively pursued by all the librarians (see table 4.1).  Results relating to 

work experience of respondents differ by four years from one another. The results revealed that 

almost all of the respondents have work experience ranging from five years to 13 years and above. 

The most work experience is six to ten years (see table 4.1, chapter four). 

 

5.2 Personal data of respondents 

This section responds to questionnaire raised from the research questions of the study. 

5.2.1 Requirements of CPD programmes 

The findings indicated that the respondents have a keen interest in and are required to participate 

in CPD programmes, but they need financial resources and materials to support CPD programmes. 

They registered as members of a professional body, were required to identify areas for CPD 

programmes, needed to apply learning for CPD programmes based on their job performance, to 

share their knowledge, skills and experience about CPD programmes with colleagues and adhered 

to polices of the organisation (see table 4.2) (Lamptey & Corletey 2011:2). 
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5.2.2  What are the various types of CPD librarians at the public libraries in the 

Mpumalanga province? 

The findings showed that the respondents are very interested in participating through CPD 

programmes; for example, to attend library conferences, formal and informal education, network 

training CPD activities and in-house training for improvement of their job performance. In 

addition, they will develop new services from what they have learnt. They need training in the 

Microsoft application programmes to ensure that service delivery systems and methods meet the 

expectations of users’ information needs, and training in e-learning training to keep up with 

changing trends to deliver services competently to patrons (see table 4.2 in chapter five) (Ocholla 

1995).  

 

5.2.3  Categories of different types of CPD programmes 

The findings indicated that 20 (23%) of the respondents have a keen interest to learn more about 

the various categories of CPD like network learning communities, performance management, 

extended training programme through an online platform and monitoring. They also required 

training in the categories of mentoring, task-related learning teams, collaborative teaching, 

planning and observations, embarking on short- and long-term leave for study and other activities, 

and engaging with professional organisations. They show less on visits to other public libraries 

and institutions, engage with some school-university partnerships and study groups consultations 

(Majid 2004).  

 

5.2.4  Sub-areas in the CPD programmes by librarians  

The findings showed that all respondents need to be developed through the sub-areas in the CPD 

programmes which will empower them to keep abreast of changing trends in their field and to 

constantly upgrade their knowledge and skills throughout their career. CPD programmes will also 

supplement their core skills with the new technology and enable them to function successfully in 

a changing work environment (Freeman 1994:28).  

 

5.2.5  What opportunities do you think is associated with the CPD of librarians in public 

libraries in the Mpumalanga province? 

The findings indicated that almost all the respondents were of the opinion that CPD programmes 

will be very appropriate and more training courses of this nature should be provided. They felt that 
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the opportunities associated with CPD programmes will help them to develop more confidence to 

perform better in future. They have a good understanding of what CPD is and why it is important 

in their field. They recognized the value of CPD opportunities for their own professional 

development as well as the impact it may have on library service delivery (Brine 2005:2). 

 

5.2.6  What strategies can be used to improve the CPD of the librarians in the Mpumalanga 

             province? 

The findings indicated that the librarians need to explore strategies to improve their CPD activities 

through attendances of conferences, seminars, workshops, in-house service training, information-

sharing sessions, group discussions and collegial meetings on the CILIP framework and training 

of all CPD activities (CILIP 1992).  

 

5.3  Summary  

The results and the findings of this chapter were drawn from the questionnaires, the demographic 

characteristics of the respondents and the findings drawn from the research questions and research 

objectives of the study. An overwhelming majority of the respondents were aware of CPD 

activities. The finding indicated that all librarians have an interest in and willingness to pursue 

CPD programmes. They are very interested to participate through CPD activities to develop new 

services from what they have learnt. They also have a keen interest to learn more about the various 

categories of CPD programmes. They must all be developed through CPD program sub-areas that 

will enable them to stay current with shifting trends in their industry. They understand that 

continuing education will help them to keep their knowledge and abilities up to date throughout 

their careers, augment their core talents with new technology, and enable them to work 

successfully in a changing work environment. 

 

The respondents felt that the opportunities associated with CPD programmes will help them to 

develop more confidence to perform better in their future. They recognized the value of CPD 

opportunities for their own professional development as well as the impact it may have on service 

delivery. They take advantage of opportunities to improve their abilities at the right stages of their 

careers, emphasizing the necessity of self-motivation combined with the ability to engage in 

ongoing professional growth. In addition, techniques should be implemented to strengthen their 

CPD activities and to investigate ways to improve CPD programs. 
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CHAPTER SIX  

 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

 

6.1  Introduction  

This chapter summarizes the findings, conclusions, and recommendations of the study. The goal 

of this chapter is to summarize the findings in relation to the research goals and questions. The 

findings of this study were based on the research objectives listed below, which were explained in 

chapter one of this study:  

 

A total of 103 (90%) respondents participated in the research investigation. The quantitative 

approach with the use of a questionnaire as the main instrument was employed to investigate CPD 

requirements of librarians, as reflected in the research methodology. 

 

The outcomes of their application were reported in chapters 4, 5 and 6. Questionnaires were 

administered to 114 public librarians in the Mpumalanga province. A total of 103 (90%) responses 

were received (see chapters 4 and 5). The total responses consisted of 103 questionnaires and six 

key informants from public librarians in the Mpumalanga province (see chapter 5). 

 

Self-administered questionnaires and survey techniques were utilised and send to the librarians via 

survey mail to public libraries. The librarians were asked to choose an answer from a list supplied 

in survey research using closed-ended questions and survey questions. Respondents had more 

alternatives to pick from in the questionnaire's questions. Tables have been used to present the 

information. 

 

For ease of when interpreting, collected data was analysed using basic frequencies and 

percentages, and cross-tabulations of some of the responses were created. Questionnaires were 

used to count, measure, weigh, enumerate, manipulate, and compare mathematically because they 

provided a greater uniformity of responses and were easier to process, they provided more options 

for respondents to choose from, they employed methods with the intention of being able to produce 

data, and they were used to count, measure, weigh, enumerate, manipulate, and compare 

mathematically. 
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Analysis of the collected data was presented and interpreted in accordance with the research 

questions and research objectives outlined from chapter 1 of the study. Data was analysed using 

simple frequencies and percentages for easy interpretation of data. It comprises introduction, 

characteristics of respondents regarding the demographic data and personal data of the respondents 

(see chapters 4, 5 and 6). 

 

The results and findings were discussed and revealed from the (respondents) public librarians in 

the Mpumalanga province. The study investigated continuous professional development 

requirements of public librarians in the Mpumalanga province, seeking their attitudes towards CPD 

and its provision. The results and the findings of this chapter were drawn from questionnaires, 

demographic characteristics of the respondents and the findings drawn from the research questions 

and research objectives of the study. An overwhelming majority of the respondents were aware of 

CPD activities and programmes (see chapter 5). 

 

Chapters 5 and 6 revealed the finding that all librarians have an interest in and willingness to 

pursue CPD programmes. They are very interested in participating through CPD activities to 

develop new services from what they have. They have keen interest to learn more categories of 

CPD programmes. They must all be developed through CPD program sub-areas that will enable 

them to stay current with shifting trends in their industry. They understand that continuing 

education programs will help them to keep their knowledge and abilities up to date throughout 

their careers, as well as enhance their core talents with new technology. It will also enable students 

to function effectively in a rapidly changing workplace.  

 

The respondents felt that the opportunities associated with CPD programmes will help them to 

develop more confidence to perform better in their future. They recognised the significance of 

opportunities associated with CPD programs in their own growth as well as the potential impact 

on service delivery. They take advantage of opportunities to improve their abilities at the right 

stages of their careers, emphasizing the necessity of self-motivation combined with the ability to 

engage in ongoing professional growth. They could also examine techniques to improve CPD 

programs by using tactics to improve their CPD activities. 
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6.2 Recommendations 

The following recommendations were made based on the study's findings and conclusions. This 

was done in accordance with the study's research objectives, which were mentioned in the first 

chapter. 

Research objective 1: To describe and explain CPD requirements of librarians.  

The librarians in this study showed a strong interest in and willingness to participate in CPD 

programs. They see CPD as a way to improve their knowledge, abilities, and stay current with the 

latest developments in their profession. Their needs were always changing, and they needed 

specific library abilities as well as understanding of current technical developments. 

CPD training should be offered as an important part of each professional career, according to this 

study. CPD should be viewed by librarians as a means of enhancing their knowledge, abilities, and 

staying current with current developments in the profession so that they may enhance their job 

performance and offer new services based on what they have learned. Professional development 

should also be viewed as development that enables professionals to bridge the gap between their 

current and expected knowledge, abilities, and attitudes in order to meet their work performance 

criteria. They must be adaptive in their ability to accept change and enhance their skills in line 

with new industry trends ICT 

 

Research objective 2: To determine what CPD requirements librarians are engaged in. 

The findings showed that librarians are eager to be engaged in continuous learning. The study 

recommends that librarians should be exposed to continuous learning initiatives in order for them 

to embrace new job functions and changes. They must be knowledgeable in their field, possess a 

high level of professionalism, and participate in continuing professional development activities on 

a regular basis. Librarians are required to have specific abilities appropriate for libraries as well as 

understanding of current technical features, as the requirements for them are always evolving. 

Regardless of their job titles, it is their responsibility to keep up to date on knowledge, skills, and 

attitudes related to the profession, technology, and societal change. 

The study also recommends that librarians should attend formal and informal education to improve 

their job performance and develop new services from what they have learnt. They should attend 

CPD training activities to keep up with changing trends in order to deliver services competently to 

patrons. They should also attend information and communication technology training to 

implement service delivery systems and methods that meet users’ high information needs. 
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Research objective 3: To analyse various opportunities associated with CPD programmes. 

This study shows that librarians have clear understanding of what CPD is and the importance of it 

within their discipline. They were of the opinion that CPD programmes will be very appropriate 

and more training courses of this nature should be provided. This study states that the opportunities 

associated with CPD programmes will help them to develop more confidence to perform better in 

their future. They understand the importance of opportunities associated with CPD programmes in 

their own development as well as the impact that could have on the service delivery. They take 

advantage of opportunities to improve their abilities at the right stages of their careers, emphasizing 

the necessity of self-motivation combined with the ability to engage in ongoing professional 

growth. They require the ability to stay current with trends, to study and develop their subject and 

professional knowledge on a constant basis, and to be exposed to continuous learning initiatives 

in order to adapt to new job roles and changes. 

 

Therefore, this study recommends that CPD programmes should strengthen librarians’ areas of 

speciality, and foster in them effectiveness and efficiency about their productivity. CPD 

programmes should also enhance their knowledge and skills, and enable them to function 

successfully in a changing work environment. Satisfactory opportunities should be given to 

librarians through CPD to improve their professional competence.  

 

Research objective 4: To explore strategies used to improve CPD of librarians. 

The findings indicated that the respondents need to explore strategies to improve CPD. Therefore, 

this study recommends that librarians should explore strategies to improve their CPD through 

attendance of CPD programmes like attending conferences, seminars, workshops, in-house service 

training, information-sharing sessions, group discussions and collegial meetings of the CILIP 

framework. They should explore strategies to improve CPD programmes through attendance of 

activities. 
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Research objective 5: To recommend formalised professional development framework that 

would assist librarians. 

Following the analysis of the CPD framework in the preceding chapter, it is advised that LIASA 

and the LIS sector secure a copyright copy of the framework and implement it as soon as possible. 

If companies want to stay competitive in a changing world, businesses should use the CILIP 

framework. This will address the issue of a lack of a systematic and well-formulated policy for 

employee training and development, as well as continuing professional development (CPD). 

The CILIP framework should be implemented because it addresses some of the current issues in 

staff training and development, and it specifically addresses the issue that training programs should 

be based on identified staff needs before the training process begins; it must be ensured that the 

identified needs are actually training needs. This is necessary because it will underline to MPLIS 

managers and workers the importance of training and development. Training and development for 

all employees, regardless of their position, should be a major focus of the framework. Furthermore, 

the adoption of this framework will ensure that the MPLIS is functioning within the various pieces 

of legislation and policies that have been promulgated by the government. The framework can be 

used independently by staff, and it is suggested that the MPLIS use it as an important corporate 

tool to help create and enhance a culture of learning at work that demonstrates real commitment 

to the workforce. As a professional organization, LIASA should play an active role in supporting 

the aforementioned guidelines and emphasizing the necessity of training all library personnel. 

They should manage CPD activities and provide credit for courses taken, as well as establish 

proficiency standards. LIASA can then provide the appropriate CPD support to libraries. 

 

LIASA should acknowledge the importance of CPD and try to encourage librarians to plan to 

continuously update their skills, which is being enforced as a compulsory requirement (LIASA 

2013). It should also engage with its membership on a regular basis to assess what kinds of 

continuous learning initiatives members in various LIS areas require in order to improve their 

knowledge and abilities. All CPD initiatives should be coordinated by the country's national 

framework in order to streamline courses and activities. 

 

 

Research objective 6: To categorize different types of CPD programmes. 
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The findings showed that respondents have a willing interest to learn more about the categories of 

CPD programmes like network learning, mentoring, monitoring, network learning and embark on 

short- and long-term leave for study and other activities. For this reason, this study advises the 

librarians on how they can learn to categorise different types of CPD programmes.  

 

Research objective 7: Sub-areas used in continuous professional development programmes. 

The findings revealed that all respondents require development through the sub-areas of CPD 

programs in order to enable them to keep up with changing trends in their field, to continuously 

upgrade their knowledge and skills throughout their careers, to supplement their core skills with 

new technology, and to function successfully in a changing work environment. 

 

According to the study, librarians should be developed through sub-areas in CPD programs so that 

they can continuously broaden and deepen their knowledge within their profession, as well as 

develop, maintain, and broaden their professional knowledge and skills, and to enable them to 

function successfully in a changing work environment. It is also recommended that library 

managers recognize the need of continuous education for all employees and provide them with the 

administrative assistance they require. 

 

6.3 Summary of the findings 

The findings summary addressed the study's research objectives and questions. The study 

questions led to questions that were aligned with one another and reflected in the questionnaire 

schedule. 

The following research objectives respond to each of the research questions below: 

 

6.3.1  Objective 1: To examine various types of CPD requirement of librarians 

• What are the various types of continuing professional development requirements of librarians 

at the public libraries?  

 

The present research built in objective one revealed that, the librarians have interest in and required 

to participate in CPD programmes. They have keen interest in and willing to pursue CPD 

programmes. They need to apply learning for CPD programmes based on their job performance, 

to identify areas for CPD programmes, need sources for resources (financial and materials) that 
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will support CPD programmes. They shared their knowledge, skills and experience about CPD 

programmes with colleagues, also to register with the professional body (LIASA) as members and 

adhered to polices of the organisation (Lamptey & Corletey 2011:2). 

 

The present research built in objective one. It revealed that most of the librarians are interested in 

and willingness to pursue CPD programmes. They perceive CPD as a way to improve their 

knowledge, abilities, and stay current with the latest developments in their profession. They were 

eager to take part in CPD events because they saw it as a personal need. They desire to better their 

job performance and prefer to use what they've learned to create new services. They are looking 

for a technique of learning that will lead to professional growth and improvement, allowing them 

to perform successfully in a changing work environment. 

 

In order to accept new work functions, they must be able to stay current with trends, study and 

develop their subject and professional knowledge on a continual basis, and be exposed to 

continuous learning initiatives and changes, as defined by Ocholla (1995) who states that 

“professional development is the development that enables professionals to fill the gap created 

between existing and expected knowledge, skills and attitudes that can sustain their job 

performance requirements”. 

6.3.2 Objective 2: To determine the continuous professional development requirement that 

librarians in the public libraries in the Mpumalanga province engage in 

                                    

• What is the continuing professional development that librarians in the public libraries in the 

Mpumalanga province engage in?  

 

According to the findings, responders must be exposed to ongoing learning activities in order to 

adapt to new work roles and changes. Excellent service delivery in the LIS sector, according to 

Lamptey & Corletey (2011:2), is dependent on librarians being competent, of a high professional 

calibre, and consistently involved in CPD activities. The demands on librarians are continually 

evolving, requiring them to have specific abilities appropriate for libraries as well as understanding 

of current technical issues (Choi & Rasmussen 2009:458). 

 

Weingand (2000:199) emphasizes that “the significance of continuing education for anyone 

working in the information sector, including librarians. She also asserts that, regardless of their job 
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titles and responsibilities – professional, paraprofessional, or clerical – every member of the staff 

is responsible for staying current as the profession, technology, and society evolve”. This entails 

maintaining current information, abilities, and attitudes. 

6.3.3 Objective 3: Explore strategies used to improve the continuous development of 

librarians’ public libraries in the Mpumalanga Province  

 

• What strategies can be used to improve the continuous professional development of the 

librarians in public libraries?  

 

The findings from the present study revealed that the librarians need to explore strategies to 

improve their CPD programmes, activities through attendances of conferences, seminars, 

workshops, in-house service training, information-sharing sessions, group discussions and 

collegial meetings of the CILIP framework and training of all CPD activities (CILIP 1992). 

Findings from the present study revealed that 90% of the respondents need to explore strategies to 

improve CPD programmes. It indicated that 50% of the respondents could use strategies to 

improve their CPD activities through attendance of conferences, seminars, workshops, in-house 

service training, information-sharing sessions, group discussions and collegial meetings of the 

CILIP framework and training in all CPD activities. This indicates a knowledge gap in the 

characteristics of effective CPD models that foster professional autonomy, necessitating the need 

to educate all stakeholders on the various forms of CPD activities. 

 

6.3.4 Objective 4: Analyse various opportunities associated with the CPD of librarians in 

public libraries 

• What opportunities are associated with the continuous professional development of librarians? 

 

The findings from present study revealed that almost all respondents (103: 100%) respondents 

were of the opinion that CPD programmes will be very appropriate and more training courses of 

this nature should be provided. They felt that the opportunities associated with CPD programmes 

will help them to develop more confidence to perform better in future. They have a good 

understanding of what CPD is and why it is important in their field. They recognized the value of 

CPD opportunities for their own professional growth, as well as the impact it could have on library 

service delivery. 
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According to the findings of this study, lifelong learning permits people to stay up with shifting 

trends in their fields. Individuals must seize opportunities to expand their talents at the right phases 

of their careers, emphasizing the necessity of self-motivation along with the ability to engage in 

ongoing professional development. CPDWL is a catalyst for numerous professional advances for 

individuals, and the additional abilities boost the individual's confidence and competency levels, 

according to the study (Brine 2005:2). 

 

6.3.5 Objective 5: Recommend formalised professional development framework that could 

assist librarians 

• Which recommendations can be made towards the formalised professional development 

framework to assist librarians? 

 

As there is no organized framework for LIS personnel CPD in South Africa, the current study 

suggests that LIASA and individual professionals look at what is available in other countries to 

develop a CPD framework that can be used in South Africa. If LIASA and the LIS sector are to 

thrive in the competitive changing climate, they must adopt the CILIP framework. 

LIASA should acknowledge the importance of CPD and try to encourage librarians to constantly 

improve their skills (LIASA 2013). LIASA should engage with its members on a regular basis to 

determine the types of continuous learning initiatives that members in various LIS sectors require 

in order to improve their knowledge and abilities. All CPD initiatives should be coordinated by 

the country's national framework in order to streamline courses and activities. 

 

Librarians should keep up with new advances by signing up for notifications, attending online 

webinars, and reading a variety of interesting blogs. By just keeping in touch about advancements 

and their implementation, they can learn from their peers, colleagues, and fellow librarians. 

Encouragement of various forms of mentorship and coaching among librarians enables for the 

transfer of knowledge and skills, allowing for continued development. According to Sayers 

(2007:485) “the profession would be maintained contemporary and less likely to fade away if 

future generations of librarians were coached and mentored”. Funding and other barriers to 

participation in CPD activities should be addressed to ensure development and sustainability. 

There is a need for further campaigning to encourage companies and others to participate and 

support implementation. 
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6.3.6 Objective 6: Sub-areas in the CPD programmes by librarians 

The findings of this study also revealed that almost all respondents require development through 

the sub-areas in CPD programs, which would enable them to keep up with changing trends in their 

profession and continuously enhance their knowledge and abilities throughout their careers 

(Freeman 1994:28). The programs will also help people enhance their basic abilities with new 

technologies, allowing them to succeed in a changing work environment. 

 

6.3.7 Objective 7: Categories of different types of continuous professional development  

            programme 

The findings from the present study revealed that the respondents have a keen interest to learn 

more about the various categories of CPD programmes like network learning, mentoring, 

monitoring, network learning and to embark on short- and long-term leave for study and other 

activities. They also have a keen interest to pursue categories like network learning communities, 

performance management and extended training programme through online platform and 

monitoring.  

 

They also required categories of mentoring, task related learning teams, collaborative teaching, 

planning and observations, embarking on short- and long-term leave for study and other activities 

and engaging with professional organisations. They show less on visits to other public libraries 

and institutions, and engaging with some school-university partnerships and study groups 

consultations. 

 

6.4  Conclusion  

From the findings of the study, it was established that, this study has achieved the research 

objectives and answered the research questions adequately. The findings revealed that respondents 

have an interest in and willingness to pursue CPD programmes. They are eager to participate in 

CPD activities in order to provide new services based on what they have learned. They are eager 

to learn more about the numerous types of CPD programs available. They must all be developed 

through CPD program sub-areas that will enable them to stay current with shifting trends in their 

industry. They understand that continuing education will help them to keep their knowledge and 

abilities up to date throughout their careers, as well as enhance their core talents with new 

technology. It will also enable students to function effectively in a rapidly changing workplace. 
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In this study, the literature review discusses the following aspects: CPD, the importance of CPD, 

challenges presented by CPD programmes and initiatives, the CILIP and the importance of the 

CILIP framework for CPD in South Africa. Based on the challenges of this study, the scenario at 

public libraries in the Mpumalanga province is different due to some challenges faced by library 

staff. There is a situation associated with irregular training, lack of funding and non-affirmation of 

policy within the library environment. Major limiting factors are funding attendance and finances 

for subsistence and travelling. Other limiting factors are the following:  

 

(1) Budget constraints and a lack of funding make it difficult for employers to allow all their staff 

to attend courses.  

(2) The limited time considering the tight schedule and a heavy workload is also a hindrance to 

attending CPD courses among public librarians and employers are reluctant to release their 

staff to embark on such CPD training. However, they know that librarians require those skills 

in service delivery in their everyday jobs.  

(3) There is a lack of support from immediate managers which the librarians report to in the office.  

(4) Lack of a formal framework for LIS employees CPD, non-use of CPD opportunities, and 

insufficient funds to management's reluctance to release staff to attend the courses. 

(5) The research paradigm used for the study is positivism (quantitative questionnaire) which was 

used to measure data, information and literature for the discussion of findings.  

(6) The quantitative data collection approach was used to gather information from public 

librarians through questionnaires.  

(7)  For the survey, closed-ended questions were employed. The librarians were given a list of 

possible responses to choose from. This was done to ensure that responses were more 

consistent and that they could be processed more quickly. 

(8) Self-administered questionnaires and survey techniques were used to collect data from public 

librarians. These methods were employed with the intention of being able to produce data. 

Questionnaires were distributed to 114 public librarians via survey mail to enable the 

librarians to fill the gap created between existing and expected knowledge, skills and attitudes 

that can sustain their job performance requirements. 

Quantitative data analysis was used to bring data together in a meaningful way and enable 

researcher to interpret them. 
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(9)  The interpretation and analysis of data were done in accordance with the research questions 

and research objectives outlined from chapter one of the study.  

(10) For ease of interpretation, the collected data was presented in the form of tables and analysed 

using simple frequencies and percentages, with cross tabulations of some of the responses 

obtained. 
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APPENDIX C 

LETTER FOR RESPONDENTS 

 

Questionnaire on Continuous Professional Development Requirements of Public 

Librarians in the Mpumalanga Province, South Africa 

 

Dear Respondents  

 

I am Kwena Martha Maboya, conducting research on Continuous Professional Development 

Requirements of Public Librarians in Mpumalanga Province, South Africa. This study is towards 

a master’s degree in information science at the University of South Africa (UNISA). Your 

assistance is needed in completing the information below. All information supplied will be kept 

secret as it is meant for academic purposes only.  

 

I shall be grateful if you could support me in this regard.  

 

Hoping for your maximum cooperation 

 

 

_________________________ 

Martha Maboya 

Student No. 3015778 
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APPENDIX D 

QUESTIONNAIRE 

 

Questionnaire on Continuous Professional Development Requirements of  

Public Librarians in the Mpumalanga Province, South Africa 

A: Demographic Information 

 

Name of public library in Mpumalanga…………………………………………………………. 

Gender……………………………………………………………………………………………. 

Age………………………………………………………………………………………………. 

Qualifications…………………………………………………………………………….……… 

Current position…………………………………………………………………………….…… 

Work experience…………………………………………………………………………….…… 

Primary duties……………………………………………………………………………………. 

Categories of library staff (academic staff) …......................non-academic staff………………… 

NB. Kindly tick where appropriate and write in some of the opinion where necessary  

Where 1= low, 2=mid low, 3= average, 4= high and 5= very high  

Table B1. Requirements of continuous professional development programmes  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Requirement of CPD programmes  1 2 3 4 5 

You must be interested and willing in that CPD programme      

Have certain amount of development activity       

Register with the professional body as member and licence to 

function  

     

Identify areas of need for such CPD programme      

Plan and carry out the CPD programme activities       

Source for resources (financial and materials) that will support your 

CPD 

     

Replicate your CPD programme activities in your work operations      

Apply your learning of CPD programme on your job performance       

Share your knowledge, skills and experience of CPD programme with 

colleagues 

     

Adhere to policies of the organisation in CPD programme       

Evaluate your CPD programme whether it is worth while       
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Table B2. Types of continuous professional development programmes by librarians  

 

 

 

 

 

 

 

 

 

 

 

 

 

Table B3. Categories of different types of continuous professional development 

programmes  

Types of CPD programmes  1 2 3 4 5 

Local, regional and international conference      

Networking training       

Formal and information education      

Personal study projects      

Work-based research projects       

Library association programmes/activities      

Work place learning programme (in-house training)       

Schedule meetings with other fellow librarians      

E-learning training       

Microsoft application training programme      

Mentoring of younger colleagues       

Categories of different types of CPD programmes  1 2 3 4 5 

Direct learning in schools  

Peer coaching/review      

Critical friendships      

Mentoring       

Action research       

Task related learning/planning teams       

Collaborative teaching, planning and observations      

Data collection and analysis       

Performance management/review       

Monitoring      

Indirect learning in schools 

Networked learning communities       

Visits to other public libraries and institutions      

Embarking on short- and long-term leave for study and other 

activities 

     

Engage with some school-university partnerships      
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Table B4. Sub-areas in the continuous professional development programmes by librarians  

Extended training programmes through online platform       

Engagement with professional organisations      

Study groups/ consultations       

Sub-areas in the CPD programmes  1 2 3 4 5 

Subject standards (e.g. LCSH, DDC)      

Indexing and abstracting      

Authority control      

Metadata formats (e.g. MARC, Dublin Core)      

Descriptive standards (e.g., AACR2)      

Thesaurus construction      

Audio video cataloguing      

Serials cataloguing       

Internet cataloguing       

Cataloguing of other item types      

Other ICT skills      

Taxonomies and ontologies      

Web authoring and design       

Skills in rendering different types of information services (user, serial, etc.)      

Management and supervisory skills      

Communication skills       

Leadership and stress management skills      

Other generic skills      

Other information management skills      

Job orientation and customer-service skills      

Presentation skills      

Digital library development       

Knowledge management      

Policy work and documentation      

technical services work (e.g. acquisitions)      
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Table B5. Opportunities associated with continuous professional development programmes  

Opportunities associated with CPD programmes  1 2 3 4 5 

Advances the specialised competence of employees      

Service delivery within the library environment is sustained       

Fosters effective and efficient librarians’ productivity       

CPD enhances librarians’ knowledge and skills       

CPD supports and strengthens library management       

Different knowledge and skills acquired are deepened       

CPD promotes different activities within the library      

Self-development/directed learning interface       

Strengthen areas of specialty       

CPD helps to sustain capability of librarians       

Permits integration into other systems of library practices       

Guides professional standards and ethics of the profession       

Enables librarians to function successfully in a changing work 

environment 

     

Develops, maintains and widens professional knowledge and 

skills of librarians 

     

CPD allows librarians to keep abreast of changing trends and 

continuously learn and improve their subject and professional 

knowledge 

     

CPD updates knowledge, skills and attitudes acquired during 

their education. 

     

CPD fill in the knowledge gaps between formal education and 

the needs of the professional practice. 

     

 

Table B6. Strategies that could improve continuous professional development of librarians  

Strategies that could improve CPD of librarians  1 2 3 4 5 

Conference attendance      

Seminar / Symposium attendance      

Systems support      

Record management       
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Workshops attendance      

Group discussion      

Information sharing sessions      

In-house service training      

Collegial meetings of chartered institute of library and 

information professionals (CILIP) Framework  

     

CPD activities      

 

Thank you for your time and participation 
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APPENDIX E  

APPROVED PROPOSAL LETTER 
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APPENDIX F 

RISK ASSESSMENT TOOL 
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APPENDIX G 

ETHICAL CLEARANCE 
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