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Abstract

Administrative staff are often seen as bureaucrats who operate strictly by a rigid set of
rules. This is no longer true, particularly in higher institutions as administrative staff
creative has become essential to their personal development, effective organisational
process, and competitiveness. In line with this, the study examined the influence of
information seeking habits and professional development on employee creativity of
administrative staff in public polytechnics. The study adopted a survey research method
focusing on one hundred and forty-two (142) administrative staff in government ow
polytechnics in Osun State, Nigeria. The research instrument was a validated stru
questionnaire. Data analysis was conducted with both descriptive and inferential @ ics.
The results showed that there was a high level of employee -creativity amiong
administrative staff in public polytechnics in Osun State. It was also ﬁ% at the
e

strategy adopted by the administrative staff for personal devel includes
observation, retention, and modelling with observation being the most ed strategy.
This test of hypotheses revealed that information seeking habi d professional

development both individually and jointly influence employ€e &reativity among the
administrative staff. The study concluded that employee cr / is important among
administrative staff, especially in tertiary institutions syngnymeéus with innovation and

creativity. It was therefore recommended that the aut ics of public polytechnics in
Osun State organize periodic capacity building ployee creativity of their
administrative staff. This is to ensure that their crea s more enhanced

Keywords: Employee Creativity, Informa 'k geeking Habits, Human Resources,
Professional Development, Organisational viour.
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Chapter One
Introduction

1.1 Background to the Study

The success of every organization depends solely on developing human capabilities for
the workforce through employment, resulting in positive individual and organization
outcomes. It goes a long way to show how valuable an employee is to the organization.
Each employee is an asset for the organization, the result that each employee Qes
must be significant. However, developing these human capabilities can be ‘calgulated

ra hics, and

in developing the

based on the economic climate, technological advances, shifts in

workforce changes affecting the work setting which goes a long=wa
workforce for both the organization and its employees!'. In mpetitive environment,

every organisation needs to continuously adapt tozcb@xities arising from forces

impacting the workforce which require emplo

A\

environments with greater demands. This_goes a’long way in enhancing organizational

o continuously change to new

productivity. It is therefore certain th, %ﬁnizations delivering the same products and
services in the same way will n'c@wwe for a long time at the mature phase of its life

cycle, so creativity is oftQ%ented as an imperative for long-term organizational

success and surviv(/\,\%

Creativity of p&@iployee is an important phenomenon to ensure a firm's survival and
growth. &&ng high level of creativity when accomplishing tasks results in feelings of
self-efficacy and mastery. Hence, it is important that they have enhanced knowledge of
work processes as a guiding factor for their actions in the future which is crucial for

provision of quality services in the organization which in turn raises the performance as it



relates to the efficacy, and efficiency of total output®. The performance of an employee is
the consequence of variables and efforts put in place by each employee of the firm which
may be physical, observable, or quantified in number. The creativity of an employee is
impacted by a range of individual factors. It is regarded as behaviour exhibited by the
employee which is of high relevance for organizations and individuals alike. The succe S
of any firm relies primarily on how creative personnel perform and execute their | .

éyee

Each employee is expected to be an asset to the firm, the returns posted by eac

must be considerable®. @

There is widespread consensus that _innovation is power and @ess. However, firms
need creativity to initiate organizational innovation. Creat'&'@ considered as the most
asset for every organization in national and multinatio%’bganizations which goes a long
way to help organizations gain competitive s@r’%es for organizational innovation,
survival, and long-term success as ‘\%’ s promoting retention of talent, and
improvement in organizational perf@qc?ce and stakeholder‘s value®. Not surprisingly,
creativity is recognized as a cri competency for 21st-century organizations, to lead or
adapt to change. Thus ity refers to the implementation of creative ideas in an
organizational conl%tJ reativity is the development of ideas about practices, procedures,
products, and ices that are novel and potentially useful to an organization. Creative
employe}s\%ver a better outcome with a positive attitude towards the organization and
its values are more likely to display initiatives to change procedures in conducting jobs
and the organisational environment which is important for its growth and development.
Thus, the degree to which an employee has freedom, independence, and discretion in

carrying out the tasks of the job plays a key role in a strong corporate culture which has



been considered vital for the management of every organization®. Creative employees are
more likely to solve organizational problems creatively and effectively, ultimately

creating a superior experience.

Employee creativity is a fundamental concept in the effort to understand and describe
both qualitatively and quantitatively, the nature of the interaction between an organisah’c&
and its employees. In the last decades, studies on the contingency factor g
organization‘s structure and behavior from traditional to organic has reo%gflot of
research attention, especially in management sciences. Employee creati is a vast and
developing area of research that has been extensively reed as it becomes
fundamental in organizational context, being directly 611 cted to organizational
performance. Employee creativity is one of the driv%’bbusinesses and organizations
and is often seen as crucial for organisationo@s and competitiveness’. Scholars
have since then proposed different me% nd measurements of creativity, some of
which even overlapped with other e@ﬁ?xed constructs such as organizational learning,
.
innovativeness, and job pro c@ess. There are two common characteristics that were
noteworthy for defining creativity. First, creativity indicates —an innovative connection
characterized by ig?\% or novelty or other attributes that differentiate them from
ordinary opti cond, creativity relates to the intellectual element such as human skill
that is WSS in an increasingly automated world. Furthermore, it is described as a
relative state of mind referring to the simultaneous transformation and manipulation of
existing knowledge by an individual‘s physical, cognitive, and emotional energies in the

performance of job.®.



From a general view, employee creativity is defined as a design in which the employee
makes such innovative construction in which work related problems are resolved in
rightful manner with step-by-step process. It is also described as the ability of the
individuals and how they can develop useful solutions to meet the challenges and
overcome the problem themself individually®. Employee Creativity at work is the proci
outcomes, and products of attempts to develop and introduce new and improved of
doing things. The creativity stage of this process refers to idea generation, and inngvation
to the subsequent stage of implementing ideas toward better procedactices, or
products. A creative employee is one who has the ability to be re‘of the organization
and must be sensitive so that he/she can tackle the proble she must have a sharp
mind to be able to remember tasks for long time and usta daptive'?.

In a Globalize world, rapid change in technolog{éb the culture, a creative employee
should be able to adapt to all the changes&%e time and be creative. This form of
creativity can occur at the individual@ team, organization, or at more than one of
these levels combined, which wills 1ably result in identifiable benefits at one or more
of these levels-of-analysis.\%?oyees‘ creativity can most commonly be referred to an
individual who ha h@as for his work and working style and must be flexible in
order to work Ba team rather than individually completing a project. Employee
creativiq\ll as become an important standard in achieving the organizational goals
and objectives'!.

Creativity has been used and applied from different perspectives; these differing
perspectives give rise to differing measurement parameters. These measures have been a

mixture of both co-creational and functionalistic approaches on how an employee can be



proactive and innovative cognitively based on the fraction of goals or objectives achieved
by the employee!?. However, the Componential Theory of Creativity is a robust
technique used for measuring employee creativity which focuses on describing an
individual‘s social and psychological components as important for producing creative
work in a work setting. This finds its basis in the meaning of creativity as the producti

of concepts that are both new and useful, suitable for achieving a goal. The Qes
include knowledge expertise, creative thinking skills and task motivation whiwre all
adapted from the componential theory of creativity'®. Expertise is the kr@ e of facts,
circumstances and issues that an employee is predisposed to rggarding a phenomenon
which includes technical know-how, skills, intelligence a@i ent that will help an
organization achieve a goal; creative thinking skills 1 th%%nitive and personality traits
that are applicable to independent thinking and '{16@11211‘3 approach to new problems as
well as methodical work styles in produci }Eas; task motivation is the employee‘s

>

desire to engage in activities that is Vie®h

Thus, employee creativity is QI&g{)rtant aspect in assessing employees‘ proactive

llenging or fulfilling'.

personality in work role ah@?overall contribution of to the organization. Therefore,
when employees o isation do not engage in proactive disposition which always
arise as a resuith of not been able to initiate meaningful change, cognitively and
emotio lly&l will withdraw from their work emotionally and mentally which will
consequently result to poor service delivery, low productivity and job burnout, they will
also lag behind in introduction of new methods and thinking to channel solutions to
developmental issues to create —a positive, fulfilling, work-related state of mind that is

characterized by innovative construction, proffering useful solution to meet the



challenges, and learning new knowledge with the opposite of experiencing job burnout,
which results from the high demands of working style and lack of resources.
Notwithstanding the importance of employee creativity and creative behavior among
employees regarding the characteristics of organizations that enhance or hinder the

N

This phenomenon is quite significant since different tasks may require differe‘@

development and emergence of creativity!.

motivations, and cognitive strategies. This implies that creativity does no@p inside
people's heads but in the interaction between a person's thoughts a ocio-cultural
context® thereby creating a relationship between employees* per ability, and cultural
intelligences taking into account the mediating role gironmental uncertainty
especially in a dynamic world that is constantly chan@mproving, facing challenges,
and surrounded by many factors that affect th@rbal ability of employees. Creativity,
even in the simplest structure, proposes&st one information seeking stage which
could be considered as an operation @:@ out deliberately to seek, identify and process

technical and scientific knowle@;smg them efficiently in work processes!.

This form of knowledge~i§ the information process that takes place in human minds, as
well as person 'zegud'\formation related to facts, procedures, concepts, interpretations,
ideas, obse@(@ns, and judgments. Thus, the knowledge residing in human minds is
unlikely}{e transferred by simple copying processes and information seeking requires a

unique set of rules and behavioral patterns'’.

Information plays a significant role in the professional lives of employees in the

organization with regard to task completion and everyday decision-making: Every



individual, at one time or the other, consciously or unconsciously, partakes in the act of
information seeking which is usually done in the bid to answer the why, what, when and
how questions, which prompts man to search through different information sources to
satisfy his/her curiosity. This Information seeking behaviour is the deliberate search for
information out of a need to meet some goals. This need arises when it is perceived th«t
there is a gap between the information and knowledge available to solve a prob d
the actual solution of the problem. the need for information is a factual SituaﬁOQI.l)N ich,
there exists an inseparable interconnection with —informationl and —n@ hich is the
amount of positive information an individual or group of user@e to have for their

work processes and satisfaction's. Q

This information provides a background for unders@g of an issue and triggers a
stimulus function, which provides ideas to @Qtimulus. Therefore, this stimulus
function for information needs trigge@\?‘é‘(ing behaviour essential for accessing

AN

information. Purposeful informatio%sg?(ing begins by users selecting information
sources and applying different @Ala to value and priorities such sources. Consequently,
information needs are C% ized mostly by the information seeking habit of a person

in need of informaﬁorﬁf

behaviours as s purposive behaviours that do not involve seeking, such as actively

also encompasses the totality of other unintentional or passive

avoiding\ég%nation. Scientifically, information seeking habits can be described as a
general term to denote a set of actions undertaken by an individual to express information
needs, seek information, evaluate, and make information, and finally use this information
to meet their information needs. The process of seeking confines the person to either

interact with manual information systems or with computer-based systems. It is a broad



term encompassing the ways individuals articulate their information needs, seek,

evaluate, select, and use the needed information!®.

Information seeking habits have been defined as a set of actions that an individual takes
to express information needs, seek information, evaluate, and select information and
finally uses this information to satisfy his/her information needs. It is also described{
the way information users behave when searching for information to transform t e
of knowledge®®. The ability to integrate information seeking habits into cr ivegdivities
is fundamental to effective lifelong functioning, and even more so i ployee is to
succeed in work functions. These habits are used to de@th uncertainties or
fundamental problems of complex organization and cc&&ith uncertainty is the
essence of administrative process. Therefore, infom@ seeking habits of employees
are fundamental to the provision of succes@rk functioning needed to satisfy
informational needs that might be botthﬁ\&?’&fssional and recreational. However, the
information needs and information %Qc?g behaviour of various professional groups is
essential in the planning, im l@tion, and services in work settings. It is importantly
the epitome in two key Q of an employee such as personal competence which
.
represents how e@e manage themselves in the form of self-regulation, self-
motivation social competencel which represents how employee manage
relations}:@}' the form of social skills' Hence, information seeking habits are a powerful
disciplinary interest that can affect behaviour and performance in important ways. It can
therefore enable employees in an organization to improve their performance by resulting
in increased employee motivation at work, innovations, problem solving, decision-

making, program planning and reasoning?'.



Information seeking habit is necessary to better understanding of the service proposition
and more especially how it reflects on career development and other reasons include
problem-solving, to keep abreast with current career developments, develop competence
and improve general knowledge which are heavily dependent on books, journals,
conferences, subject experts and colleagues, the World Wide Web, search engines, a

electronic resources such as electronic journals, online databases, e-books, emails Que
catalogues, listserv and web portals among others have become important Ql.lyes of

information for most employees?2. 0

Thus, information seeking habit for work setting is made up of tapacities: —the use
of feeling (affective commitment), thoughts (cognitive cc&@ent) and taking actions
(physical commitment)l which are beneficial to org@%onal performance. Although
various researchers have defined and modele@%ation seeking habits, they do not
recommend specific measurement instm@ln this study, information seeking habits
will consider measures such as ide@fi—r?g/initiating information needs, exploration of
information, collection of i o@n, and presentation of information. These measures
are adapted from The u%xau model of Information Search Process. Identifying
.
information needs@ an individual‘s awareness about the lack of knowledge or
understandin h then propels/initiate the action to seek information. Exploration of
informat Q{elates to an individual‘s querying/inquiry of the information, for
consistency, compatibility and might get confused and frustrated in the process of
exploring for information. Collection of information relates to an individual‘s ability to

minimize the ambiguity and collect the more relevant information in the same direction

of need, while presentation of information refers to the stage where when the search is



completed, and an individual gets new knowledge which he/she can present to others and

put the knowledge to use?’.

It is very important for employees to work towards identifying their information needs
and working towards designing and developing information systems and services to
adequately satisfy their needs to experience breakthroughs in conceptual, social z.%
technical skills, which in turn also has a positive relationship with organ@ 1
performance. Although the Information needs of employees in an orga%&!( differ
depending upon their respective functions and tasks, the level of thai wledge and
experience (in the specific field of specialization and in the us@in ormation systems
and services), their particular interest and need to satisfy which\hey seek information, on
the breadth and depth of their interest profiles, and on@%ture of the subject or field of
specialization or interest. However, a work e@n‘[ built for employees to harness
their information needs as well as enc\ ing information seeking behaviour is a
superior medium for encouraging en%y(gs to improve on performance. It has also been
found to be an important pr d@f various enviable organizational outcomes, such as
N

job performance, job faction, organizational citizenship behaviour, and

organizational corﬁ.it}sent. Likewise, administrative staff serve as the boundary between
their organizati and students as well as the academic staff and therefore have first-
hand inks&on of the diverse needs of these group of individual and must be able to
gather the relevant work information to engage. However, the administrative staff do not
automatically engage in creative behaviours and developing ideas until their creative
potentials are awakened either through information seeking processes which then

facilitate their creativity by encouraging them to come up with creative solutions. Thus,

10



creativity and information seeking behaviour of administrative staff is vital especially in

collaborative workplace environments such as higher institutions of learning?*.

Administrative staff also carry out essential tasks in tertiary institutions as lecturers,
advisers, intellectuals and partake in the academic management of the institution. This
category of staff needs a variety of information mainly for the process of decisig&
making, problem solving, planning, resource allocation, overall process of®%m
management and self-development. Accordingly, they also need inforrnao'gt evelop
their professional career, keep up with the current growth in their fields) to increase
proficiency in their system management skills, among others. Tre usually interested
in subject fields in which they are working or studying. also stated that their urgent
information needs centre around information thab% support management and

professional development within the organizatiq\\Q text?>,

The dream of every employee regardlesé)%&h ir level is to be successful in a career in
the organisation. Presently, the, (Q%zation is more concerned with performance and
productivity due to the gr%@vareness of the obsolescence of their knowledge and
skills. Therefore, hum&evelopmem is important in organization performance and
production sin hQ resource is an intellectual property of the organization and a
source of c@htive advantage to the organization which can be enhance more through
building}(competencies of the manpower by enabling employee to obtain necessary
skills to improve in committing to their task. Studies have shown that the educational
system does not equip people in the development of job skills on one‘s professional area

Organizations are increasingly recognizing constant training of their employees (both

formally and informally) as a competitive advantage. The considerations of how
11



individuals engaging in production tasks may encounter learning opportunities in the
workplace, and how these opportunities may best be recognized, understood, and
reproduced for training purposes, are also increasingly connected to educational
purposes. Consequently, in addition to individual‘s willingness to engage in learning
through work, the learning potential of jobs and their influence on professional

development has also been an area of importance?S. :Q

Professional development is a continuous learning process that enables,%lgﬁﬁals to
acquire the knowledge, skills and abilities needed to cope with cha demands for
professional proficiency throughout their career. Various devental strategies and
functions is needed to support professional development, g& such actions important
but not prerequisites for professional development t %essing the role of continuous
learning and professional development in t@ledge society and challenge the
existing workforce to make concrete ac{\’ to update their knowledge and skills in
flexible and rapid manner to remaiaN\employed in the future. Therefore, Employee

iVA

professional development @s a concerted effort that led to the evaluation of

employees® abilities, iden: work opportunities and implementing different types of
o 5\‘

training and experienc&o prepare for a higher career which presents opportunities for job

satisfaction??, bmployee that is satisfied with their work is motivated to invest more

time andﬁg( to develop new skills to enhance professional development?’.

While professional development as a concept has been used in research for many decades,
it has been defined in various ways and applied in multiple contexts due to its spread into
many different disciplines. However, the definition has always focused on

professionalism. Therefore, professional development can be defined as the development
12



of individuals by training, formally and/or informally that will fit their job requirements.
It is also described as a structured learning experience within a given period to maximize
opportunities for work performance, based on education, training and environmental
change (mutation) in the organization's activities with the sole aim of promoting the
technical skills, conceptual, theoretical, and moral achievement of its work so th&t
employees get the best results. It is also the process of making progress or growt n
existing skill in employees through training, mentoring, participation and delegation.
Professional development can be seen as a growth factor occurring t n what is
required in each job. It has a significant impact on the org@a' n by promoting

competitiveness in a competitive environment?$, Q

The advantage and characteristic of professional de%%ent is a combination of the
acquired (and still relevant) theoretical kn@ and preparation for work with
increasing professional experience. I &\ndividual employee perspective, there
increases the importance of beingég%%oted, recognition from superiors, financial

N

benefits, and power. Howe @e exist two most important and frequent strategies of
professional development —Qcialization or universalism' The strategy of specialization
.
consists of deepe@e ific knowledge of a narrow-selected domain to which an
employee ca are and highly valued competences while the career strategy based on
universah@' based on widening the range of experience and competence, often beyond
occupation or position which results in a higher elasticity and relatively better position in
the labour market. Therefore, employees and organizations alike face an important
challenge of combining individual visions of career opportunities and objectives of the

organization. It seems that only this kind of systemic approach to professional

13



development will enable the mutual satisfaction of needs, implementation of goals and

higher quality of life and work?’.

In this study, professional development refers to measures such as job observation
(attention), job retention and reproduction (job modeling). These measures are adapted
from Bandura‘s Social Learning theory of career development that deals with peopl«
interaction or learning by imitation or observing others through modelling inﬂue a
social context. Job observation refers to employee‘s observation and fo& e task
allowing them opportunity to focus on peer leaning. Job retention gves storage,
retrieval, and application of new or previous knowledge acq from reading, and
lectures. Job modeling refers to an employee‘s perfor@@guided by memory of
observed behaviour by people like themselves operati rbzed through inter-disciplinary
collaboration®. ®%

It is very important for employees to%\@d t towards enhancing their professional
development and working towards @Q(?Jous learning to experience breakthroughs in

N

creative, conceptual, social echnical skills which in turn also has a positive

relationship with organi@ performance. Furthermore, an organization that invests in

[ ]
its human resourcch;\\\tﬁ

terms of emp eeds to enhance their creativity is a superior medium for encouraging

e“sole purpose of identifying and developing human capital in

employeﬁ\g(ncrease productivity. It has also been found to be an important predictor of
various enviable organizational outcomes, such as job performance, job satisfaction,
organizational citizenship behaviour, and organizational commitment’!. Likewise,
administrative staff serve as the boundary between their organizations and students as
well as the academic staff and therefore have first-hand information about the diverse

14



needs of these group of employees and able to gather the relevant job intelligence to
engage. However, the administrative staff do not automatically engage in creative
behaviours and developing ideas until their creative potentials are awakened either
through information seeking habit and professional development which then facilitate
their creativity by encouraging them to come up with creative solutions. Thus,
information seeking behaviour and professional development of administrative is

vital especially in collaborative workplace environments such as higher ins!@.tij)ns of

learning*. @

Generally, the performance of tertiary institutions, especie@government owned
polytechnics is premised on the quality and capacity of_ta ork output. However,
within institutional rankings of tertiary institutions, g@%ﬁent polytechnics still battles
with issues of unleashing the creative abilities Q@dees on how employees complete
tasks focusing on efficiency, skills, initiati\ »and competencies. This only reinforces the
notion of poor institutional human r@g ¢ strategies such as performance appraisal and
Employee Development as w@c he inability of administrative staff to make use of
various information resougce$=to enhance their problem-solving skills which significantly
.
impact employee @u s in developing creative ideas for work processes in public
polytechnics n State®>. In view of the above discussions, this study seeks to

examine\&lationship between information seeking habits, professional development,

and employee creativity of administrative staff in Public Polytechnics in Osun State.

15



1.2 Statement of the Problem

The creativity of administrative staff in higher institution is of utmost significance for the
development of human capital, successful operation, competitiveness and success.
However, preliminary investigation has revealed that administrative staff in publicly
owned polytechnics in Osun State are encountering negative downturn in administrati{
creativity and are therefore finding it difficult to adapt themselves to many chan d
developments that have been occurring rapidly and not performing at an ti&l} level
required in terms of their creativity with ICT resource, task quality, uctivity in
terms of skills output which is corroborated by their slow work e@ﬁ ineffective and
inefficient system of doing their job. Q

Administrative staff seem to lack individual capabili% {é%)asic skills for utilizing the

information systems to engage in active informq@eeking to plan their programs and

N\

activities efficiently where there is great.cg&‘ of how the information seeking habit of
administrative is being affected by th&@ancing information revolution, especially on
how it relates to access and retﬁ@capabilities. These challenges will negatively affect
the institution in administr@ processes. These perceived challenges identified may be
traced to the adopt@@olete management methods, lack of conducive environment,
to the inability (0f, management to dedicate to providing to administrative staff equal
opportun@(gr professional training and career development while taking into
consideration the education and skills of employees®. Though several studies exist on
information seeking habits, professional development, and its relationship with

administrative creativity among employees, empirical studies that associates the three
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variables within the context of administrative staff in public polytechnics in Osun State,

is non existent, hence the need for this study

1.3

Aim and Objectives of the Study

The aim of this study is to investigate the Influence of Information Seeking Habit and

Professional Development, on Employee Creativity of Administrative Staff in PQ&

Polytechnics in Osun State. The objectives are to: 0

1.

ii.

1il.

1v.

Vi.

identify the level of employee creativity of administrative @ in public

polytechnics in Osun state, Nigeria; %
identify the level of information seeking habit of a rative staff in public
polytechnics in Osun state, Nigeria; Q

ascertain the most prevalent professior&velopment (job observation,
retention and modeling) strategies\\ggin place for administrative staff in
public polytechnics in Osun s't\ igeria;

determine the inf}ue&@\of information seeking habit (information
identification, o\ion, collection and presentation) on employee
creativity. so\%lmmistrative staff in public polytechnics in Osun State,

Nig riaQ

d ne the influence of professional development (observation, retention

\de modeling) on employee creativity of administrative staff in public

polytechnics in Osun State, Nigeria;
determine the joint influence of information seeking habit and professional
development on employee creativity of administrative staff in public

polytechnics in Osun State, Nigeria.
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14 Research Questions
The following are the research questions for the study.

1 What is the level of Employee Creativity of Administrative Staff in Public
Polytechnics in Osun State?

2 What is the level of information seeking habit (information identiﬁcatio&
exploration, collection, and presentation) of Administrative Staff in@ic
Polytechnics in Osun State? (./

3 What is the most prominent professional development egy among
Administrative Staff in Public Polytechnics in Osun Staté

1.5 Hypotheses

The following hypotheses will be tested at 0.05 level @:ance:

Hol: There will be no significant influence o@\ation seeking habits (information
identification, exploration, collecgi@ presentation) on employee creativity of
Administrative Staff in Public l&@chnics in Osun State.

Ho2: There will be no signiﬁcan’t@ence of professional development (job observation,
retention, and mode\ié on employee creativity of Administrative Staff in Public
Polytechnic(it@ State.

Ho3: There wi@e no significant combined influence of information seeking habit
( f(%zation identification, exploration, collection, and presentation) and

professional development (observation, retention, and modeling) on employee

creativity of Administrative Staff in Public Polytechnics in Osun State.
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1.6  Significance of the Study

This study effort would be of use to numerous stakeholders which include the
management of Polytechnics, administrative staff, Employees, Researchers and

Government.

The outcome of this study would strive to respond to the issues regarding inform

seeking habit, professional development, and creative skills necessary by admi 1ve
staff of public polytechnics in Osun state, Nigeria. It is anticipated tﬂ&hls would
enhance productivity/performance since it will enable management s the issue of
creativity from the employees® perspective by contributing gre@o the framework on
the management of human resources to improve organizat'@gerformance. Also, if the
needed mechanism is put in place by the govemm%% appoint administrators with
emotional intelligence competencies and mak\\\@nsion towards training managers to
improve their EI competencies potentials‘@ disclosed and there will be improvement

in work performance. Q;&

Ultimately, it will propose@%\anem answer to equip organizations with the link of
creating environments%@enable employees to freely share their opinion on issues and
challenge the st@ 0, when necessary, which will result in a satisfying condition for
the personrQ:bthe institutions and ultimate increase of administrative creativity. The
conclusions of this research will help workers gain more information to boost and speed
up their task and be pleased with their employment. It will also act as a connection and
guidance for future researchers in relevant projects. Also, governments and corporate
institutions would have the notion of things to be in place to increase the task of

administrative staff and for developing creative potential that will prompt more
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prominent achievement and satisfaction in the personal and professional lives of creative

persons.

It is pertinent to note that this study is based on psychological matter, that is the
psychology to explore other processes or organizational factors that promote and ensure
high level of emotional intelligence and creativity of individuals engaged in progran&
and content design within the creative arts industry. It is expected that the st ill

provide relevant and current information to scholars and students therebyfadding to the

body of knowledge in emotional intelligence and employee creativit%Q

1.7 Scope of the Study QQ

The study focuses on the influence of information ys%g habits and professional
development on Employee Creativity of Administ Staff in Public Polytechnics in
Osun State. The level of employee creativity: &\ ministrative staff would be measured
by expertise, creative thinking skills a{@’%otivaﬁon, while the information seeking
habit will be measured with .iu@étion identification, exploration, collection and
presentation and the profe%ﬁvelopment scope for this study includes observation,
retention and modelin@

The geographic%s e of the study is Osun State. The study will cover all public
polytechni %sun State. The respondents would be all administrative staff, which
include those on administrative officer I and administrative officer I cadres. These
selection criteria are fit since they are seen at the center of the administrative activities

and are saddled with various administrative tasks in the selected state polytechnics.
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1.8  Limitation to the Study

The major limitation encountered in the course if this study was the reluctance of
administrative staff in public polytechnic used for this study to fill in the questionnaire.

1.9 Operational Definition of Terms

The following terms are operationally defined as they were used in the study: \
Employee Creativity: The process, outcomes, and products of att Ly

administrative staff in public polytechnics in Osun state to introduce new #nproved ways
of doing work tasks. %0

Knowledge Expertise: The knowledge of facts, circumst , and issues that
administrative staffs of public polytechnics in Osun state {(@disposed to regarding a
phenomenon which includes technical know-how, Sk@rgtelligence, and talent that will
help the organization achieve its goal. @

Creative Thinking Skills: The administ e staff*s cognitive and personality traits that
are applicable to independent thinki%ﬁ?individual‘s approach to new problems as well
as methodical work styles ins@ing ideas in public polytechnics in Osun state.

Task Motivation: The ability of the administrative staff to engage in work activities that
is viewed challeng@fulﬁlling in public polytechnics in Osun state.

Information ing Habit: The way and manner administrative staff in public
polytechhky in Osun state behaves when searching for information to transform their

state of knowledge to enhance their problem-solving skills, keep abreast with current

career development and develop competence.
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Information Identification: The administrative staff's awareness about the lack of
knowledge or understanding, which then propels or initiate the action to seek information

in public polytechnics in Osun state.

Information Exploration: The administrative staff's querying or inquiry of the

information for consistency, compatibility, frustration, confusion in the process{

searching for information in public polytechnics in Osun state. 0{
Information Collection: The administrative staff*s ability to minimize t iguity and
collect the more relevant information in the same direction of profes needs in public

polytechnics in Osun state. QO

Information Presentation: The state administrative Séa@npletes the search and gets

know knowledge which he/she puts the knowl %use in public polytechnics in Osun

tate \
S . é&

Professional Development: The st%ﬂwed learning experience of administrative staff

within a given period to ize opportunities for work performance based on

education, training, and eqvi
[ ]

nmental changes in organization‘s activities with the sole
aim of promoting techmical skills, conceptual, theoretical and moral achievement in job

tasks to get t result in public polytechnics in Osun state.

Q

Job Observation (Attention): The ability of administrative staff to focus on task allowing
them opportunity to observe others through peer learning for long term career

development in public polytechnic of Osun state.
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Job Retention: The storage, retrieval, and application of new or previous knowledge
acquired from reading and lecturers by administrative staff in public polytechnics in Osun

state.

Job Modelling (Reproduction): The administrative staff's performance guided by
memory of observed behaviour from people like themselves operationalized throu.&

inter-disciplinary collaboration in public polytechnics in Osun State. OQ
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Chapter Two

Review of Related Literature

This chapter encapsulates reviews (theoretical and empirical) literature of the concept in

the study. This is to make the concepts clearer within the context of the study. Relevant

related theories to the main construct of the study are also reviewed as stated under the

following sub-headings: Q\
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2.1 Conceptual Review
2.1.1 Overview of Employee Creativity

Creativity is an utmost significant human trait that has allowed humans to evolve from an
archaic presence to a cultured free market lifestyle. The inherent quality of all creative
efforts is the hope that humans can create a better life for all people on universe. As Q\A
it seems judicious to imagine that constructive feelings would frequently acco@/ his
intelligence of hope that creative people would tend to be happier a eal greater
everyday positive distress. There is a possibility that creative indivi Qe much relief
from negative effects if they are actively engaged in creative me sort of negative

reinforcement contingency. Qualitative research provides{ewidence that those scientists

and artists frequently account for excitement in succp&ég in a creative intuition'.

\O

Accordingly, creativity at work is deﬁne&the process, outcomes, and products of
attempts to develop and introduce ne g@\improved ways of doing things. The creativity
stage of this process refers to @neraﬁon, and innovation to the subsequent stage of
implementing ideas towar tter procedures, practices, or products. It also can be
.
described as a skilQl%{\br gs something new and valuable and breaks away from old
styles? Creativiégn occur at the level of the individual, work team, organization, or at
more th o%of these levels combined, but will invariably result in identifiable benefits
at one or more of these levels-of-analysis. They do more than finding alternatives to
converge from the familiar patterns, and then they diverge on new solutions. They break

the laws to modernize them and try to make hard decisions about what to include and

what to eliminate. In other words, creativity makes people innovate. They aim to the
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newness so that it can consider several senses. Creativity exists with openness to new
experiences which are related to originality, courage, curiosity, imagination, and

challenge?’.

The key foundational building blocks for creativity are shared perspectives, knowledge,
and experiences. The employees must understand that this is true to build up t%
creativity to influence their work commitment and performance. Furthermore, c ity
is one of the most momentous to understand the aspects of human lif@ eative
process materializes as ideas, thoughts, images, colors, shapes, words, s, fantasies,
emotions or impressions of a person‘s consciousness. Howecreativity is also a
fundamental strength in developing a consciousness bec&@is strength that present

from birth, a motivating energy that relates to the n at maintain and recover the

impulsiveness and freedom that necessary for d\\@nen‘[ as well as curative®.

Creative energy is articulated by smbo&%&nages from the unconscious. The critical
process involved in the genel;a@ new ideas, and the possibility to make the
connections are not comn@me it requires cognitive and creative thinking skills,
different thinking, imagindtion and evaluation. However, creativity also demands a set of
personality trait thg;l be improved or adapted by the environment. Consequently, the
environme q@§s to cultivate creativity and boost up the intrinsic motivation. In

addition,\céltivity is not limited to the arts because it can be apparent in all ambitious of

human knowledge®.

Since creativity is explained as introducing new techniques by individuals or group of

people in organisation in other to achieve maximum potential of human labor which
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results in achieving goals effectively, therefore if a firm wants to compete with its
competitor, due to changing innovation and globalization, they must hire creative
employee who are extroverts, feeling easy to work in groups. Employees with proactive
personalities are the ones which are most admired for making constructive changes.
Research on creativity has concentrated on examining the antecedents of employee
creativity in an organizational context. Specifically, researchers have fou Qat
employee creativity is influenced by personal characteristics such as creative @ality,
organizational context and job characteristics such as work environm@ creativity
requirement, and leadership. Creativity is a term that's used in a@a ization to develop

their goals, but it is rarely defined®. Q

Employee‘s creativity can most commonly be refer@% an individual who has new
ideas for his work and working style, he/she @ flexible in order to work in team
rather than individually completing a pro%; creative employee is one who has better
skills of understanding and is adapta%f?if new technology is introduced in the firm so
he should be able to use it i n@ all these values indicate employees are empowered

Qas they are feeling comfortable all these characteristics

so they can complete ;[h%
would help in gett‘ng\o ow new opportunities, use of advance technology all these

changes are p veryday life’.

Q
Furthermxf, a creative employee is one who can be aware of the organization and must
be sensitive so that he/she can tackle the problem, have a sharp mind to be able to
remember work task for long time, and must be adaptive, due to due to the rapid change
in technology as well organizational culture. Therefore, a creative employee should be

one who is able to adapt to all the changes before time. This is because the process of
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being creative is usually adapted by the individual in the production of new ideas which
may depend on the employee or situation; an employee may want to be in contact at the
highest or lowest level although he or she has great potential. Employees may use all
his/her capabilities, skill knowledge in effort to produce creative outcomes®. Their
individual efforts and achievements are the basis for creativity and innovation. Emplox
creativity is a component of organizational creativity, often referred to as an inve 'Qlt
has long been observed that employees® creativity is mostly seen in large o@saﬁon
and team. Creativity is mostly involved in the generation of change i @c ts, due to
working in a team the employee is constantly engaged in learni owledge, skills

which are the necessary requirements needed by the orgama rom the employee so

they can achieve timely goals®.
6’6

Studies have shown that creativity is comprise\%l%e determinants which is a function
within every employee, it includes an eh&ee s expertise, motivation, and creative
thinking skills. The first determn@f? expertise which is essentially a person‘s
knowledge, whether it is te h@k procedural, or intellectual. When expert actions are
also creative, they stand uch of what we find so inspirational and powerful in
action performed @Ve limits of skill are those performances that also transcend
boundaries, 1 future forward, and are, in a word, saturated with creativity. As often
happens\Kiglcreative breakthroughs, an expert‘s creativity has a downstream effect of

influencing all future performances within that expert‘s domain!°.

Basically, expertise is the culmination of everything that a person knows in their given
field. This includes intellectual knowledge, procedural knowledge, technical knowledge

all combined. Usually, it talks about all the knowledge a person has in a specific field,
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i.e., in his domain. Therefore, expertise and creativity are closely related. While it is not
important to have a creative side to attain expertise in one‘s field, the opposite tends to be
true. Creativity generally does demand some level of expertise. Expertise can manifest
via practical education, formal education, or interaction and discussion with other
professionals. New work in the philosophy and cognitive science of skilled action h&
trended towards a model of skill suggesting that skilled performances are those i h
automatic and intelligent action controls are able to work together in ah experts
successful performance!'. The upshot of such a model is that automath:%bn controls
can count as intelligent as long as they are appropriately sepsitive, to higher order
intentions and executive commands. Likewise, intelli@ controls can operate
automatically if they are sufficiently flexible wi i@ shifting sea of complex
affordances that make up an expert‘s domain o, ance. The product of this model
is an interpretation which makes skillful acti But to be intelligently automatic actions

that are often fluid and fast, though n@a\&llly without the executive influence of their

expert-employee!!. . \AQ

\
Accordingly, two general Qusions can be drawn skilled action. First, skilled action is
.
intelligently auton@;\\ﬁ s integrally related to the performing expert's executive,
intelligent co%bﬁxperts know how and when to act automatically. Moreover, even in
states oﬁ&nantly automatic action, experts‘ actions are still intelligent to the extent
that what experts do is guided by how they wish to perform. And second, skill is a
process. Clutch and the like do not occur in isolation of a whole performance, but rather
exist in the flexible, dynamic procession of actions colored by automaticity under the
influence of intelligent control. Thus, intelligently automatic actions can remain dynamic
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and flexible but also fast and reactive within the complex rush of affordances experts

must respond to in order that they may be successful in their developmental trajectories!?.

Expertise could also be a mediating factor affecting increases and decreases in such
developmental trajectories. Researchers from the field of expertise have undertaken
extensive research examining the acquisition of expert decision- making@
performance. Accordingly, expertise in a given domain is the end result o e@ded
engagement in high-quality training (deliberate learning) and is based c@%@ssumption
that the most beneficial form of training for acquiring skills invoh%tivities that are
highly relevant to performance improvement, which require ort (either cognitive
or physical) and which are performed for the purpose oiﬁmving current performance
rather than inherent enjoyment'’. Indeed, related demonstrates that perceptual,
attentional, and cognitive skills play an imp }m\(Qole in expert performance. However,
there is a major difference between exp;@’ﬁ\

as visual anticipation, pattern .re@on, and knowledge of situational probabilities

ovices in different perceptual skills such

which are required to cla%%ether the path of creative thinking is linked to early

expertise; consequent@

The second dinant is creative thinking skills. It is associated with how one
approacth/%roblem or difficult situation. It involves finding a unique and creative
solution to any unanswered question or problem. It is basically —thinking outside the box
which involves having a new perspective about something and routine. New ideas,
intelligent solutions, unique collaborations, and combinations are all a part of creative

thinking which is exhibited in the flexibility and imagination power of a person. Creative
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thinking skills are built on experience and knowledge: it is a way of observing problems
or situations from a fresh perspective that means unorthodox solutions (which may look
unsettling at first). Creative thinking is often stimulated both by an unstructured process
like brainstorming, and by a structured process like heuristic program. Moreover, it can
mean observing something in a new way. It‘s the very definition of —thinking outside the

box.l Often, creativity during this sense involves what's called heuristic progran@w

power to perceive patterns that aren't obvious'. ’\< )
Creative thinking will make an individual move —sidewaysl to ke different
perceptions, different concepts, and different points of entry y will use various

methods including provocations to resolve the issues. Cre@@inking has considerably
to do with perception to place forward different View%rbvarious views are not derived
each from the opposite but are independently p@ During this sense, ability must do
with exploration even as perception must d\& h exploration®. Idea fluency is the ability
to come up with many ideas from w@(t?settle on. Research has indicated that the more
ideas one has the greater is t@ likelihood of finding a usable solution. Delaying
evaluation of the ideas d&&e method of generating ideas can facilitate idea fluency.
Individuals can maﬁe.g\tes, record their observations and opinions of problems thanks to
assist within cess of idea fluency. A distinct way of developing idea fluency is to

use specu%es or locations during which students tend to create a discussion during a

creative way'4.

Some of the major characteristics of a creative thinking employee include the following;
first, they are communicators; creativity and confidence are expressed in some ways

through both listening and communicating. This is often why creative thinkers are good
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communicators. Collaboration is additionally important for this type of thinking, and
good communication is crucial for work performed as an element of a team. Secondly,

they are open-minded'¢.

An open mind could be a mind that appreciates criticism, is prepared for brand new
solutions and concepts, and is not frightened of evaluating ideas. An individual wh

open-minded is willing to be told about both successes and mistakes, having the @0
grow and develop. Third, they are risk-takers exploring new ideas an%&dues is
impossible without risk-taking, as a willingness to face challenges an th change!®.
Fourth, Creative thinkers are resilient, and that they do not seee terrified of taking
an opportunity, knowing that one must be brave when explorihg innovative and original

ways of brooding about and solving problems. They@ that leaving a temperature is

typically necessary to succeed, whether it mea@ the unknown!”.

Fifth, they are knowledgeable to develoé)@derstanding of things and situations, you
would like a background story. Kn ge allows creative thinkers to determine the total
picture, which is why they %@}ts about the world they add and that they are experts in
what they are doing, @lso and what they base their expertise on. Sixth, they are
flexible Abiliti to(ed}pt to changes and think outside the standard patterns are parts
of creative Q%ng, which is why being flexible could be a characteristic trait of creative
thinkers}(ey welcome changes; they are not petrified of changing their method of labor,

and they are good at working with others!®,

Creative thinking is stimulated by both structured processes such as lateral thinking and

unstructured processes such as brainstorming. Creative thinking skills can also be
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described as how imaginative and flexible people approach problems and the ability to
use existing ideas to create new approaches'®. Two factors play a vital role in enhancing
creative thinking skills; they are the individual‘s personality and work style of an
individual. Personality is a major factor that enhances or determines a person‘s ability to
be a creative thinker'?. It can be more enhanced with the use of knowledge (expertise)&

d
factor that plays a role in creative thinking skills is the work style of the in A

expertise from other fields leading to more insights in finding a solution. The

person who perseveres through difficult problems may eventually come akthrough.
However, one‘s ability to set a difficult task aside, do something, el en return to it
with fresh eyes also leads to creative breakthroughs. Thi cess is known as the

principle of incubation. However, the way an in \@ cultivates the process of

incubation can determine how creative the breakt may be?’.

N\

This creative process allows an employer%’ iscover connections, meet new challenges

and seek resolutions that are uncole{—eriginal, and new. Creative thinking techniques

are built on experience and ge, a way of observing problems or situations from a

fresh perspective that means ‘wfiorthodox solutions (which may look unsettling at first)?!.
. 5\‘

Creative thinking i< oﬁm stimulated both by an unstructured process like brainstorming,

and by a strt;?@l process like heuristic program. Moreover, it can mean observing

somethirﬁsi% new way. It‘s the very definition of —thinking outside the box!'®.

Often, creativity during this sense involves what's called heuristic program, or the power
to perceive patterns that aren't obvious. Creative thinking will make an individual move
—sidewaysl to undertake different perceptions, different concepts, and different points of

entry. They will use various methods including provocations to resolve the issues.
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Creative thinking has considerably to do with perception to place forward different views:
The various views are not derived each from the opposite but are independently produced.
During this sense, ability must do with exploration even as perception must do with

exploration??.

The third determinant is task motivation. It is said that an individual's motivation cam&

intrinsic or extrinsic in nature. Intrinsic motivation is defined as —any motiv. t
arises from the individual's positive reaction to the qualities of the task itself; thgéaction
can be experienced as interest, involvement, curiosity, satisfaction, q @e challengel,
this kind of motivation is also related to high degrees of achint. Where extrinsic
motivation can be defined as —any motivation that arises from $éurces outside of the task
itselfl, and its goal is the desire to attain some goal @ apart from the work itself —
such as achieving a promised reward or meetdline or winning a competition®.
Motivation is the driving force behind an )\& idual. It is the desire that pushes a person
to initiate any action or behaviour oésct?m such behaviours as well. Although intrinsic
.

and extrinsic motivation fo A

Intrinsic motivation wil Qmore conducive to creativity than primarily extrinsic

motivation??. (j\\'

a task may coexist, one is likely to be primary.

Motivation@%very big part of any person‘s work environment. It really defines the
success o\f{ny endeavor. Even in creativity, motivation plays a huge role. Creativity is
not an easy process; it requires effort and hard work. If the person lacks motivation, he
may give up easily without sufficient efforts. And the lack of results can be blamed on
lack of creativity. But if a person is truly motivated and works towards his problems a

creative solution can always be attained. Intrinsic motivation can most easily be classified
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as the inner passion to solve an issue at hand. This would encompass a person‘s internal
desire to do something. For example, the organizational psychologist might be
intrinsically motived to find out why one group is more productive than the other because
of their intense interest in knowing why and how people work. Intrinsic motivation is

more about the enjoyment and challenge of their work and are determined by tx

motivation and domain relevant skills?3. Q
O
Task Motivation, that represents individuals' attitudes toward a task and twghséptions
of his or her motivation for working on the task. It refers to attitudes to @peciﬁc tasks,
perceptions of one's motives. And finally, domain relevant sl@are related with the
factual knowledge and expertise in each domain that can besaffected by formal and
informal education, and individuals' perceptual, cogn&b&nd motor abilities. This skill

depends heavily on the innate abilities and ﬁ@y possess whilst domain-relevant

processes depend more on training and ex@cez“.

One of the important trait-relatpc@tlonal factors that may enhance creativity is job
creativity factors/requirerr%%h\s is an aspect of job design that encourages task
complexity, autonom.yg&creativity, which is specifically described to be part of the job
description. Si%ﬁiﬂ}ivity is an important component of the job, employees may
generally tr@’é approaches or create novel ideas towards accomplishing their job tasks.
Howeveh‘l{ese job creativity factors/requirement is positively associated with intrinsic
motivation and creative performance. However, when faced with minimal cues
concerning job tasks, employees may rely on their own judgment to decide on the

adequacy of their work effort, making these employees unsure as to whether creativity is
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important or not. Thus, these job creativity factors/requirement serves as a set of the

organizational objective by which employee judge their progress in a task?.

Furthermore, these factors may also affect creativity jointly with an individual‘s
characteristics because creativity involves taking risks. Some employees may handle risks
and difficulties more effortlessly than others. Proactive employees who were Willin%
take initiatives and change organizational environment easily adapted to a hi b
creativity requirement and thus produce highly creative performance®*. O thgeahtrary,
passive individuals who hesitate to engage in risks may have a diffic working in
an environment where they were required to suggest new as *to change work
procedures, policies, and the like. Although proactive pe@ appeared to have the
potential to be creative when their job required high@?ﬁy, other contextual factors
came into play in expressing individual rbity%. As discussed previously,

N\

organizational situations, job characteristics,\and personal characteristics may jointly
affect organizational and individual (&%}es. Nevertheless, studies have shown that that
employees exhibited the high%@els of creativity when they were greatly open to
working on and experierxgristic complex tasks, as well as receive positive feedback

from their supervi@n

a creative persi@y can enhance employees® creative performance?’.

larly, an organizational development strategy combined with

Consequ , Supervisor support through encouragement can further enhance the
interactive effect of proactive personality and job creativity requirement on creativity.
Supervisor support for creativity refers to the extent to which a supervisor provides
recognition, respect, and supportive behavior to his or her subordinates regarding

creativity, such as providing creativity-relevant feedback and information?®. When

40



supervisors provide employees with creativity-relevant feedback and information, the
employees may attempt to be creative because they perceive creativity to be valued and

supported by their supervisor.

As a result, high supervisor support for creativity combined with job creativity
requirement can increase employees‘ attention to creativity because, in these situation{
the potential risk associated with creativity was minimized, and creative ide@re
perceived to be effective. The latter pattern becomes more pronounced agqg(pﬁactive
people because creative job requirement and supervisory support eativity are
appropriate for proactive persons®®. Organizations that emphas@c ativity as a core
value by requiring high job creativity and providing support@reativity through career
development were highly compatible with proactiv@s who tended to achieve
creative activities studies have also shown th@rbive people became more satisfied
with their jobs and career when their prc@e tendencies were congruent to their job

characteristics and work environment“& P

On the contrary, if supervi rQq\ﬂAed to provide support for creativity, this may signal
that the potential risk assg% with creative performance was not important and that the
.
effectiveness of n@s was perceived to be low. With these conflicting emphasis
between high 4 quirement and low supervisory practices, employees will desist taking
risks in c\ﬁg&/nging current management practices due to the subsequent risk associated
with creativity3?. Proactive people may be apprehensive that their proactive roles towards
improvements on the job will not be valued (e.g., the changes they initiate may not be

acceptable or their efforts were less likely to be appreciated by their supervisors), which

may even be a deterrent to their career advancement. Hence, the role of proactive

41



personality on creativity was minimized. On the other hand, when the job required low
creativity, regardless of the levels of supervisory support for creativity, proactive (as
opposed to passive) employees will be highly creative because they tended to exceed

normal job expectations to achieve their goals™.

Therefore, the various factors/requirements that influence employee creativity {
organizational setting are discussed in the following paragraphs: Autonomy, @n,
independence, discretion, and self-managing are used to describe a situation re the
employee is given latitude to design his or her task execution wi intervention,
specifically from management. It is described as independenc@be avior exerted by
employees in the organisation. Autonomy was found to be@ of the most influential
antecedents of individual creativity in work setting?°. B@Qer, the physical work design
(architecture) that is conducive to creativity is ré’stills feeling of freedom in a work
N
environment. Another important factor a@f&g employee creativity is the support the
employee is receiving encouraging héaer to be creative. The employee needs to feel
that being creative is a desired .é@ior. Such a support process includes but not limited

to non-specific organiz tﬁb support (support from management in general and

° x
executive manager@?}.

Employees a ivated to create creative through recognition they get. Recognition is
importan only as a temporary feeling, but also as a link to reputation that helps in the
job market in the future. Recognition has many forms, but in general it is a positive
statement made by one person on another person‘s work product, also associated with
appreciation. It is important and impactful when it comes from a peer, a supervisor, a

senior executive, a respected industry authority, and the more public it is. It acts as a
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moderator of the link between (negative) mood and creativity. Studies have shown that
individual recognition is more important than salaries, bonuses, or promotions to
maintain creativity. Although recognition was not part of the leading organizational

creativity climate instruments, it is a positive antecedent of creativity, is therefore one of

3

Different approaches are taken as far as how resources affected creativity: fina d

the factors for creativity?!.

budgetary, materials, time, personnel, tools, facilities, and geography whic s@t that
key people need to be allocated to innovation, and not just anyone. Thi ell with the
notion that some people are more creative or than others. How artother study noted
that a central element of creativity is the organization‘s abilit@nobilize resources. The
conclusion is that the availability of resources (speci%gb%nding, facilities, materials,

people, information, and time) has a positive ir@ creativity?2.

Several factors associated with the dynam& teamwork were identified as antecedents

of individual creativity: team co]@en, internal competition, trust and openness,

N

supportive presence of §Q§ s, team support, conflicts and debate, internal

communications, and lgh or, and fun. Researchers have proven that teams are one
.

of the basic buildirQa?}c&s of every organization considered the most important resource

in any organi which are characterized by respect, communications, clear roles and

responsi%ﬂipes, freedom to develop ideas, work harder, reaching the goal, enthusiasm,

commitment; comfortable discussing everything, brainstorming to improve others‘ ideas

without feelings of hurt; leading by example, encouraging new ideas, sharing best

practices, leader provided guidance, support, encouragement, and secured support and
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resources from outside the team; common, clear, compelling, open, and challenging

goals'3.

In contrast, the least creative teams are characterized with lack of communication,
animosity, jealousy, political posturing; lack of motivation, initiative, ideas, inability to
recognize the value of the end result; individuals placing their own interests above %
team _s, not listening to other opinions than own, wanting to finish as quickly as (@Qe;
leaders causing confusion, fear, distrust, kept control; conflicting ageg@,(dfferent

missions, and no agreement on the end results. Nevertheless, the qu the team are
4

considered a major deciding factor promoting individual creativi@1 .

Leadership is an important aspect of the work ﬁﬁment for employees.
Transformational leadership describes a class of beha&%nacted by a leader composed
of intellectual stimulation (challenging the sts\@[uo and taking novel approaches to
problems), charisma or idealized inﬂuenc@ irational motivation (energizing followers

by articulating a compelling ViSi(@}and individualized consideration (supporting,

N

mentoring, and developingﬁ@rs). From the perspective of social cognitive theory,

transformational leadershi

S

[ ]
Therefore, enga i@n‘[e lectual stimulation by transformational leaders, they set the

resents a critical external factor in employee learning.

expectation fi tivity and serve as creative role models for employees who are likely

to attencﬁvmd learn from such leaders®.

Proactive personality is one personal characteristic that affects creativity. Proactive
personality refers to individuals® disposition toward engaging in active role orientation,
such as initiating change and influencing the environment. Proactive people initiate

changes, act, and persevere until meaningful change occurs in the achievement of their
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goals, in contrast to passive people who just adapted to their undesirable circumstances. It
is therefore noteworthy to state that proactive employees actively work to manipulate
their environment and seek out new information and practices to improve their
performance. In a similar vein, proactive employee also attempts to promote their career
prospect rather than passively reacted to the job situation®*. They are also more likel}&
suggest new ways of doing tasks to achieve goals and generate new ideas to i e
performance in comparison to passive employees. In addition, these proactive employees
are more likely to identify opportunities and act on them by exce@ ormal job
expectations. As a result, they tend to actively engage in updating their knowledge and

skills and identifying new work processes. The display o@tlaﬁves and surpassing

normal job expectations, usually done by proactive e\g@, appeared to have positive

2.1.2 Overview of Information Seekié;@t

effects on creativity?>.

Information is an important toql &&n the realization of any objective or goal of an
individual, organization O%Qc\onstruct. The term is generally assumed to cover all
instances where peop@social organizations interact with their environment in any
such way that 1% \me impression on them or adds or changes their knowledge store.
These impr@’bas can include the emotional changes that result from learning and can
also re@ complex interactions where information combines with preexisting
knowledge to make new understandings or enables the individual or social organization

to deduce or induce new thoughts and ideas’®.
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These information interactions can also leave a negative impact when information is
ignored, denied, or ‘rejected. Nevertheless, information is an important factor basically
needed by users. The information need is a factual situation in which, there exists an
inseparable interconnection with —informationl and —needl, information needs can
therefore be said to be the amount of positive information an individual or group of use{s
need to have for their work, recreation and many other like satisfactions S,
information needs arise wherever individuals find themselves in a situatiorQ?ﬂulring
knowledge to deal with the situation as they see fit. In other words, la@ thformation

needed to accomplish a task result in information need?’. Q

Every individual or social construct needs information of inc@ng variety and diversity
of levels, frequencies, volumes and with ease. It is@aspect of most interesting to
individual and social construct who striv r&velop collections, services, and
organizational structures that facilitate,sg@sg of information. There is a universal
assumption that man was born innoc%g%should actively seek knowledge. Information
seeking is thus a natural and @sary mechanism of human existence. Information
needs stem from a vague }bness of something missing and as culminating in locating
.

information that c@%& to understanding and meaning individuals seek information

because they neéd‘information resources to survive in all sectors of life.

Informam needs are diverse and constantly changing and not amenable to
generalisation. Information needs can be social, economic, political, cultural, or
educational. However, information needs are characterized mostly by the information
seeking process. Information seeking is a basic activity indulged in by all people and

manifested through a particular way of behavior. However, this information behavior cast
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a very wide net, covering both individual interactions and large-scale complex group and

societal interactions with information?®.

Early studies on information behavior were called —use studies. Studies of —information
seeking and gathering,| or studies of —information needs and uses. Gradually, the term
—information-seeking researchl was used to include all kinds of research on people{
interaction with information. More recently, however, some researchers came to @Qﬂt
—information seekingl suggested only explicit efforts to locate informati& id not
include the many other ways people and information interacted®’. T re, the term
—information behaviorl came into wide use to replace —infm@on seeking and thus
remains the most used term today. The concepts of informati@havior and information
practice both seem to refer to the ways in which peop with information. The major
difference is that within the discourse on @ion behavior, the _dealing with
information® is primarily seen to be triggq&y needs and motives, while the discourse
on information practice accentuate@&ﬁa\continuity and habitualization of activities
affected and shaped by social.@&ultural factors giving rise to information seeking

habit*,

.
Thus, Information @abit can be described as an individual's way and manner of
gathering an cing for information for personal use, knowledge updating and
developJ}sg}Q.ft encompasses the ways individuals articulate their information need, seek,
evaluate, select, and use information. Human information behavior is all about how we
need, find, process, and use information. Information seeking habit can also be seen as a
human process that requires adaptive and reflective control over the afferent and efferent

actions of the information seeker in which information seeking habit results from the
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recognition of some needs, perceived by the user, who therefore makes demand upon a
formal system such as libraries and information centers or some other person in order to
satisfy the perceived information need. Thus, it essentially refers to locate discrete
knowledge elements concerned with the three basic resources namely, people,

N

Whatever reason we need information for, that information must be; accurate, @

information, and system*!.

authoritative, up-to-date, and easily available. Information seeking habit iszﬁgcpﬁs that

@I bn structures'

relation to the

requires an information seeker, or what might be called "personal info
such as a person's cognitive abilities, his or her knowledge, @s
problem or task domain, knowledge and skills specific to a@em and knowledge and
skills regarding information seeking. Information is u& en to identify a message that
satisfied a perceived need. This activity may raly or passively done when taking
steps to satisfy a felt need. It is also brqad&\, which involves a set of actions that an
individual takes to express infomz@%eds, seek information, evaluate, and select

information and finally uses Ainformation to satisfy his/her information needs.

Accordingly, information @ng behaviour is the way people go about searching for

information that in<ol®'poseﬁil information seeking because of the need to complete

a task*®. 6
O

It is a 'mi1 evel' form of information-use habit that consists of 'the physical and mental
acts involved in incorporating the information found into the person‘s existing knowledge
base'. It involves personal reasons for seeking information, the kinds of information
which are being sought, and the ways and sources with which needed information is

being sought. Information seeking behavior is expressed in various forms, from reading
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printed material, research, experimentation to various media available in libraries, such as
encyclopedias, journals and more currently, electronic media. Information-seeking habit
is also directed towards purposive information seeking, using manual information
systems or computer-based systems. Interacting with human systems such as friends,

colleagues, and relatives is also included in this definition*’. \

Information seeking habit is an area of dynamic interest among divers field of pr ,
librarians, information scientist, communication scientists, sociologist, and g&g&)gists.
Information seeking behaviour is expressed in various forms, fr ing printed
material to research and experimentation. Information users m %and intentional
attempts to seek up to date information from the library re@es, including electronic
sources. It is worthy to also note that the adve%%%formation technology has
revolutionized the field of information sew@% has brought about considerable

changes in the information seeking behayiq& users*!,

N

An information need arises whené\ individual senses a problematic situation or

information gap, in which his \er internal knowledge and beliefs, and model of the

environment fail to suggest a“path towards the satisfaction of his or her goals'. Such an
.

identified informat@ed may lead to information seeking and the formulation of habits

for informatiqb ch implies that people needl information as such but that the use of

inforrnat%v%n lead to the satisfaction of a more basic need. When considered from an

administrative staff point of view, information needs are the requirements for information

as they are necessary to fulfil a task*?.

Gathering information sources from different sources will allow administrative staff to

have access to varieties of information sources to perform their work perfectly. The
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principal officers of the organization are normally expected to indulge in information
seeking in order to serve the organization, whereby they reveal behaviours related to
information seeking and use, which will help them carry out their work effectively,
especially as they look for accurate, reliable and timely information to meet the needs of
the organization. An information need may lead to a decision to seek information to
satisfy the information need, or to solve a problem. To acquire information admin@ve

staff, have to select information from a particular source, system, channel O’rs\e\Qgﬁ .

Most of the information seeking habits are of variety: they are statem at attempt to
describe an information-seeking activity, the causes and conseq s of that activity, or
the relationships among stages in information-seeking ha However, Kuhlthau‘s

information search process (ISP) model looks at@rch process from a user
perspective and suggests that the uncertainty i % information seeking often creates
user anxiety that shapes the ongoing pnos@y which individuals develop a personal
perspective of information that is oft&%ﬂance with formal information systems. The
model examined the feelings, t. ts and actions of the information seeker throughout

the process. The stages: iﬁéion, selection, exploration, formulation, collection, and

[ ]
presentation are ¢ r&naﬂ(ed by feelings of uncertainty, anxiety or disappointment

moving into c%r@ence and relief*.

Firstly, Mglinitiation stage, the individual recognizes the need for information as they
become aware of a lack of understanding or knowledge. During this stage, feelings of
apprehension and uncertainty are common. The thoughts which are common in this phase
are general or vague, as the individual contemplates the problem at hand, tries to

comprehend the task and relates the problem to their prior knowledge and experience.
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The actions in the initiation stage encompass the discussion of potential topics and
approaches. The appropriate task is the recognition of the problem and one‘s task. At this
point the task is merely to recognize a need for information. Thoughts center on
contemplating the problem, comprehending the task, and relating the problem to prior

experience and knowledge. Actions frequently involve discussing possible topics K

approaches*!. :Q

Subsequently, the selection phase takes place. During this phase, the unc&tal of the
individual is replaced with optimism after the individual has identifi topic which
has to be researched, and the right approach to do this, leading adiness to tackle the
task. Therefore, the appropriate task in this phase is identiﬁ@n. During the selection
process, the task is to identify and select the gene%’@plc to be investigated or the
approach to be pursued. Feelings of uncertai give way to optimism after the
selection bas been made and there is a rqag&as to begin the search®**°, Thoughts center
on weighing perspective topics ag@%e criteria of personal interest, assignment
requirements, information ava% » and time allotted. The outcome of each possible
choice is predicted, and theMopic or approach judged to have the greatest potential for
success is selecte(}%ﬁ | actions are to confer with others. Some may make a
preliminary seatchs of information available, and skim and scan for an overview of

altemati\&(cs. When, for whatever reason, selection is delayed or postponed, feelings

of anxiety are likely to intensify until the choice is made*!.

The phase of selection is followed by the exploration phase. Exploration is characterized
by feelings of confusion, uncertainty, and doubt which frequently increase during this

time. The task is to investigate information on the general topic to extend personal
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understanding. Thoughts center on becoming oriented and sufficiently informed about the
topic to form a focus or a personal point of view. At this stage an inability to express
precisely what information is needed makes communication between the user and the

system awkward.

Actions involve locating information about the general topic, reading to become informéd,
and relating new information to what is already known. Strategic whi@n
opportunities for forming new constructs such as listing facts which see pg.'vtularly

pertinent and reflecting on engaging ideas, may be most helpful%@g this time.
00

Strategies which foster an indicative rather than an invitation@ , such as taking
detailed notes may thwart the process by seeking prem closure. Information
encountered rarely fits smoothly with previously he% tructs and information from
different sources commonly seems inconsiste@compatible“. Users may find the
situation quite discouraging and threateniq&using a sense of personal inadequacy as
well as frustration with the system. S@K@tually may be inclined to abandon the search

altogether at this stage. $

Formulation is the turnin oQt in the information seeking process, where the individual
.

experiences less feglings of uncertainty and an increase in confidence. In this stage, the

focus from t Qountered information needs to be formed. The thoughts involved in

this stage\wompass the identification and selection of ideas from the information, meant

to form a focused perspective of the topic at hand. This focus in information seeking is

comparable to the construction of a hypothesis'?. A focus may be formed in a sudden

moment of personal insight; however, it is more likely to emerge gradually as the
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constructs become increasingly clear. In this phase, the individual‘s feelings commonly

change, as they indicate an increased sense of confidence and clarity.

Collection is the stage in the process when interaction between the user and the
information system functions most effectively and efficiently. At this point, the task is to
gather information related to the focused topic. Thoughts center on defining. Extend%
and supporting the focus. Actions involve selecting information relevant to the @d
perspective of the topic and making detailed notes on that which pertains ’Q&mlly to
the focus as general information on the topic is no longer relevant rmulation*®.
The user, with a clearer sense of direction, can specify the n@or elevant, focused
information to intermediaries and to systems, thereby facilita@a comprehensive search
of all available resources. Feelings of confidence a@%&to increase as uncertainty
subsides with interest in the project deepe%% this phase, one selects detailed
information which is relevant to the ﬂ)sﬁ perspective upon the topic, as general
information on the topic at hand is %@r relevant after the formulation stage. When
the individual has a clearer se;@ direction, (s)he can specify the need for focused,

relevant information to }kb\s and to intermediaries, to facilitate a comprehensive
search of all resou@%ﬂi h are available. In this stage, one‘s confidence continues to

increase, as unc@nty decreases as the interest in the project increases®’.

In "prese\@mn” feelings of relief are common with a sense of satisfaction if the search
has gone well or disappointment if it has not. The task is to complete the search and to
prepare to present or otherwise use the findings. Thoughts concentrate on culminating the
search with a personalized synthesis of the topic or problem. Actions involve a summary

search in which decreasing relevance and increasing redundancy are noted in the
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information encountered. Organizing strategies, such as outlining, for preparing to

present or otherwise using the information are applied*®.

Within information seeking behavior, various purposes can be identified. These purposes
can mainly be divided in job-related information seeking and non-work information
seeking, also referred to as citizen information seeking®. This phenomenon can{
defined as —the acquisition of various informational (both cognitive and ex e)
elements which people employ to orient themselves in daily life or to solvsqg\b{ns not

directly associated with the performance of occupational tasks. 0

Obtaining job-related information refers to an individual's abilit e process of finding
career-related information including education/training an&b elated tasks. Job-related
information seeking behavior refers to a person‘s @%or of obtaining information
sources from a variety of sources. This behav?@volves activities such as information
needs, information seeking, evaluating, a@fcting information and using information
for decision-making processes™. Q&related information is important and helps
individuals in making caree @ons in addition to education-related information and
social information. The ability“of an individual is not only limited to obtaining job-related
.

information, but thg next process involves the ability to make career decisions. The career

decision-maki ocess involves a cycle that occurs, namely communication, analysis,

synthesi&glfing and execution.

This process occurs in a cycle that requires a person to have sufficient information related
to education/training, job duties and social information’!. The ability to make career
decisions is related to career thinking that involves feelings, thoughts, attitudes, and

expected beliefs>®. The job-related information seeking behavior is important to assist a
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person in the career decision-making process. Those with career behavior have a high
awareness of the importance of making career planning. Usually, they are always
involved in activities related to career development such as attending career carnivals,
resume writing workshops, interview training workshops, career classes and so on. In
addition to constantly adding new skills needed in the 21st century such as

communication skills, critical thinking, problem solving, and emotion managemean

Information seeking is a dynamic and changeable process despite its fo& blem-
solving characteristics. An information need is the spur for —search a sII, which are
then adapted to the surrounding context and situation. Within @fra ework the ways
each information seeker chooses to handle the task at han@ varied and somewhat
unpredictable. Several factors influence one‘s inforrna& eds, barriers and information

seeking behavior®. A short overview of the r@ortant influential factors upon the

information seeking process is provided. ,&

Firstly, one‘s social capital inﬂu@c one‘s information seeking behavior. Social
networks shape human inf@behavior as well as construct one‘s reality along with

individuals themselves. Ku
[ ]

rmore, —socialization, reference groups, norms, roles,
formats, standards} communicative events, patterns of communication, and the like

influence peroﬁ s and interpretations. Therefore, the social system plays an important
role in tlkque making process.

Additionally, social networks serve an important goal in providing particular
information*®, as well as help determine the available information resources in order to
satisfy one‘s information need. This is echoed in another study>’, in which the importance

of intimate and informal social networks is stressed. For example, as individuals engage
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in networks meant to address a shared focus or interest, potential access to other actors in
the social networks is provided?®. Social networks may also impede information seeking,
as its nodes seek to follow a normative way of life, which may not allow certain

information behavior.

Secondly, one‘s cognitive capital also influences information seeking. The influence {
knowledge structures, intelligence, and education upon information seeking is e:@y
various researchers®. Finally, one‘s current situation of life influences one; &qﬁnatlon
behavior. People in both mental and physical ill-health have been to rely on
specific sources for information collection®?. It has also bee that parents of
children with disabilities need information regarding three ®oses, —to improve the
management of the child, to help themselves cope e%fb?lly and to be able to access
benefits and services*. This specific need for indhformation may also influence the
information seeking process. One of the@nality traits that influence information-
seeking habits is discipline. Informa‘@—(s—aeking habit within a particular discipline tends
to be quite standardized, becau R{As evolved over time and according to experiences of

best practice.

The newcomer to ﬁls trained in suitable information-acquisition strategies and
consequently%@s on the tradition. Information-seeking patterns within disciplines
highlight ifferences in knowledge creation between academic fields. The knowledge
base in sciences is cumulative; new discoveries are grounded on former ones, and this
tends to induce a sequential pattern of knowledge development in which certain basic
facts are needed as fundamentals in the creation of new insights. Information seeking

generally tends to be structured, and focused on one specific aspect at time**. In the arts
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and social sciences new understanding is built in a more holistic way because individual
interpretations are less bound by the laws of science. Accordingly, gathering of
information within the social sciences tend to be more intuitive. One way of describing
the patterns of information need and information seeking within academic fields is in

terms of specificity and exploration. \

Secondly, the complexity of the work task for which information is soug n
influences the choice of information-seeking strategy. In routine tasks resegQ&Jsually
turn to the information source they consider most appropriate, based @ experience.
Tasks that are perceived as more complex tend to induce a ne@ consult information
from multiple sources. When information acquisition is l@ulaﬂy problematic the
importance of people as information sources increa@aﬁiculaﬂy indecision-making
situations, information is preferably sought th réeetings or by consulting experts>*.
Information search behaviour is inﬂuﬂ by the task itself or by individual
characteristics, or by both factors. I%K%J\ituation is sufficiently motivating, contextual
variables influence search be .@r more, but in less motivating situations such as

neutral tasks and person lgerences are more likely to be influential. One personal

[ ]
characteristic that@is\%e shown to influence the way people find and organize

information is{lééng style.

The whwanalytic dimension refers to two basic ways of processing information.
People who are —wholistsl start with a good overview before they go into detail, relying
on analogy and associations; in database searches they tend to depend on the structure of
the search programs, and they build up abroad overview by widening the search concepts

and amassing as much information as possible by searching for information frequently
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and in a broad manner. On the other hand, —serialistsl or —analytics —build their
knowledge brick by brick, by establishing supporting detail and argument in small logical
steps; the overall picture emerges relatively late in their learning process and serialists

usually have a narrow approach to their information seeking and try to avoid irrelevant

information by using a very precise strategy>. \

Personality traits may be another influence behind information-seeking @s.
Responsible and persistent individuals with low self-confidence have l@ghdwn to

exaggerate information acquisition to compensate for what they pe as a lack in
topical understanding. Risk-taking, self-confident, dominant, an@%ndividuals tend
to use significantly less new information in their problen@ving and have a great
distaste for routines®®. Adaptors are prone to acc%(@&erally recognized theories,
policies, and paradigms whereas innovators WQ% construct their own models and
question the present paradigms. Ris %g, charismatic, achievement-oriented,
enduring, dedicated and confident in&&{%a\als have dispositions that make them likely to
be innovators. Innovators tend.é@ek information widely and enthusiastically and use
many different sources of i@naﬁon conferences, workshops and web sites are essential
in their quest for @breakthroughs”. Adaptors are generally more vulnerable to

social pressur% @ authority, prone to conformity and to doubting their abilities. Their

informa&ql/%ﬂsking habit tends to be controlled, methodical and systematic>®.

Certain combinations of personality traits seem to induce characteristic information-
seeking styles that may be depicted along a dimension of exploration versus specificity.
An explorative search pattern — in which information is sought from a variety of sources

and in which inspirational information content is preferred; it is typical for open, curious,
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and competitive individuals. Striving for a precise search outcome may be induced by a
need for quick answers, often related to low motivation and time pressure. Preference for
precision may, however, also be related to a focus on high-quality information that is

typical for highly motivated conscientious individuals®.

While conscientious and methodical researchers may have an aptitude for planned a

structured searching, creative and spontaneous individuals often gather informa@ a
less controlled way. Methodical information seeking is an efficient way }Qg.i#ve the
aimed-for information, while exploration may give birth to new i . Structured
information seekers may prefer publications that are strictly on @t, hile exploratory
seekers may be inspired by more obscure or creative approac&ne way to enhance the

likelihood of unexpected discovery would be to link@% texts that incorporate new

viewpoints or aspects of an area that fall@ the most central focus of the

publication3!-*2, . &
N\

Information is essential in any éganization especially in a government-based
environment where informatioffgevneeded for policy making because it constitutes not
only a very vital resour@u also, apparently the most strategic operational weapon. A
.
well-planned and Ql;\-%r‘ganized system of information is a prerequisite for effective
decision maki any organization. Consequently, the possession (awareness) and use
of apprwgé information ensures organizational functioning®. Information use is
enhanced if adequate means of exchange of thoughts and efforts among organization
members are established. To survive, an entity (or system) needs to be aware of its

environment, process information to make decisions and co-ordinate and control subunits

and members. Organizations may thus be seen as composed of individuals with
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differential responsibilities, each set having a high degree of internal communication and

some degree of external communication®.

Making information sources readily available and accessible to administrative staff in
institutions could significantly increase the effectiveness of organizational policies, being
vital elements in development efforts that are pivotal to achieving key goals such {
creating good jobs, ensuring security, strengthening education as well as irr@ng
educational standard and protecting the environment®. Nevertheless, the )ngn and
impact of information in policy making are universally often di to measure
objectively. A good quality policy making depends on high qu@%rmation, derived
from a number of sources — expert knowledge; existing estic and international

research; existing statistics; stakeholder consultation; @%ﬂ of previous policies; new

research, if appropriate; or secondary resources\ ng the internet.

Evidence can also include analysis of t@come of consultation, costing of policy
options and the results of economic @etlstical modeling. To be as effective as possible,
evidence needs to be provid d@d/or be interpreted by, experts in the field working
closely with policy mak&go assess their impact, effective policy making must be a
learning process \@VOIVGS finding out from experience what works and what does
not and maki%§e that others can learn from it too. This means that new policies must

have eva}b@mn of their effectiveness built into them from the start®’.

The administrative staff as an important workforce has a significant role to play in the
areas of planning and policy making. For policy making to be effective, there must be
accurate planning. Planning starts with gathering relevant data and information. The

information/data available determines whether the job task taken will be feasible or not.
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Information is therefore very important for proper planning. Information is presently used
to measure the wealth of any nation®. It is now collected, stored, maintained and
transmitted, bought and sold. It has become a factor of production equal to land, labour
and capital. It is the heartbeat of the organization and society at large. It is undoubtedly
the basis of decision making and decisions can be as good as information on which th

are based. This is also true of administrative staff in various public tertiary ins@\s
involved in the co-ordination of various development programmes in the institL\Q).I} .

/\

Various studies have defined the scope of the information needs of ad ative staff in
a manner that reinforced the concept of development needs, and@ac ivities carried out
by administrative staff, to promote the achievement of s@needs. These activities
include finding facts, assessing trends, and diagnosi%@?lems, identifying the needs,
prescribing solution programmes and projm@eraﬁng programs, and projects,
assessing impact of action and evaluating §&sses and failures. This information needs
can also be identified by the work a&&% carried out by administrative staff**. These
work activities included ev .§$g project proposals, communicating with other
departments, publishing i %ation on projects, implementing and inspecting projects
writing reports o(ﬁu:\%h' policy issues, summarizing reports, gathering statistical
information/d;tbbevaluating reports complied by others, carrying out general
adminis&&tg'duties and providing direct public services among others®®. Furthermore,
administrative staff usually need statistical information, directory information, procedural

information, and general administrative information.

Among the sources of the information required by administrative staff include

Newspaper, which is a collection of articles about current events usually published daily.
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It can be used to find current information about international, national, and local events to
find editorials, commentaries, expert or popular opinions. Magazines, which is a
collection of articles and images about diverse topics of popular interest and current
events. Usually, these articles are written by journalists or scholars and are geared toward

the average adult. It is used to find information or opinions about popular culture to tx

up-to-date information about current events as well as general articles for people &Qre
not necessarily specialists about a topic®. < N

/\

Learned journals which is a collection of articles usually written olars in an
academic or professional field. It can be used when doing scho@ research to find out
what has been studied on a particular field of study and to f@ibliographies that point
to another relevant research. An editorial board revi% icles to decide whether they
should be accepted. Articles in journals can covk& specific topics or narrow fields of
research. Books, which cover virtually an&%c, fact, or fiction. For research purposes,
books that synthesize all the informa%{al\one field of study or profession are available

to support a particular argu *r thesis. Libraries organize and store their book

collections on shelves cal e}backs“."

Encyclopedias, th@ collections of short, factual entries often written by different
contributors are knowledgeable about the topic. There are two types of
encyclopédias: general and subject. General encyclopedias provide concise overviews on
a wide variety of topics. Subject encyclopedias contain in-depth entries focusing on one
field of study. The Web, which allows one to access most types of information on the
Internet through a browser. One of the main features of the Web is the ability to quickly

link to other related information. The Web contains information beyond plain text,
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including sounds, images, and video. Others includes monographs, in-house memoranda,
(files), indexes, abstracts, conference proceedings, these and dissertation, bulletin form

the private sector, government publications, consultancy reports and feasibility reports®:.

Studies have indicated some factors that negatively affect the level of access by
administrative staff in public organization to information sources that can be obtai@
from institutional and other libraries. There include poor manpower, inadequate v@ls
and equipment, poor quality of services rendered in the libraries, lack o wgedess of
importance of libraries and poor funding which have been identified a @constraint to
%inabﬂity to gain

meeting information needs. However, the main difficulty arises @

a better understanding of the policy process itself, and how ence-based information

can play a role in it. Brb

The research-to-policy linkages in Nigeria ha@n generally described as weak®?. A
few factors have been cited for the low‘%% of research by administrative staff. The
first has to do with the lack of hlgh @&ty research capability. Despite having one of the
largest numbers in resear 10ns and think tanks in Africa, they are described as
generally unreliable®?. T &s been attributed to many years of military rule, bad
governance, and h@ el of corruption, when most tertiary institutions suffered from
low funding,% of infrastructure, and a flight of highly qualified administrators to
western tions. The latter-often referred to as —brain drainl- remains a critical
challenge facing local tertiary institutes in Nigeria. Many others find more prestigious
work outside of tertiary institution, working in the private sector or as practitioners for

international development organizations, which offer better salaries and working
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conditions. All these aspects have contributed to low production and poor-quality

research output and services.

The second factor is the apparent disconnect between researchers and policymakers.
According to a scholar, there is little interaction between administrative staff and
researchers®!. Thus, meaningful discussion of available research findings, their suitabili{
to policy-related problems and identification of other policy areas requiring @;h
attention is severely lacking. In some cases, administrative staff do not h&(gnﬂdence
in research findings, probably due to doubtful methodology or t ly technical
language used by researchers®. Closely related is the probl §utual suspicion
between the researchers and the administrative staff Whomge often been alleged to
hoard information needed for policy research, Whileé@lers are being accused of
abusing classified information divulged to t %e only aspect of linkage between
research and policy is the dissemination &search findings, but most administrative

staff hardly attend dissemination &%)nars and workshops, or they send their

representatives with little or no & to contribute to policy debate*.

The third factor can be \gwgas the result of the first two, which is suggestive that the
.

insufficient utili@ of available research-based information in public

policymakin to disenchantment by policy researchers. In this context, policy

researché}g)iay redirect their efforts towards research that may not necessarily address

professional and development problems, but rather adds to their publications or

contributes to an ongoing intellectual debate which has been identified to the lack of use

of research findings by administrative practitioners as most critical®®. On the other hand,

factors like cultural values, attitudes, traditionally oriented behavior, fear of ostracization,
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power relationships and vested interests may impinge on administrative staff, causing
them to stick to existing routines of actions rather than make informed decisions though

information seeking processes®.

2.1.3 Concept of Professional Development

Many scholars have attempted conceptualizing professional development and has beg\
used in research for many decades resulting in the concept been defined in Var'@%s
and applied in multiple contexts. Furthermore, literature on professional d logfent has
spread into many different disciplines such as education, psy philosophy,
sociology, medicine, business economics and engineering but @VGI’, its definition is

still focused on and traced to the interpretations of professi@“.

However, this approaches to professionalism have %écbd and developed over the time
culturally and historically between profession@vocation formations concerned with
the theory-practice relation. Conseq@b@ the reformulation of the concept of
professional development emp.hg%‘\the process that facilitates the formation of
professional or vocational %@}e rather than the distinction between professions and
vocations: —Both prg@ml and vocational formation entails learning to commingle the
forms of knowl g&@}ght in professional or vocational curricula along with the forms of
knowledge Q le or developed in workplaces into an embodied professional or
Vocation}\&rm of knowing. Furthermore, professional development is also seen as a
continuous learning process that enables individuals to acquire the knowledge, skills and
abilities needed to cope with changing demands for professional or vocational proficiency

throughout their career®.
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In organizational purulence, it is regarded as a structured learning experience within a
given period aimed at promoting the technical skills, conceptual, theoretical and moral
achievement of its work so that employees get the best results. It can also be seen as a
growth factor occurring more than what is required in each job which have a significant
impact on the organization by promoting competitiveness in a competitive environment??.
Similarly, while most formal education systems are still designed to produce spe '%d

professionals to supply the workforce needed to support a national econo’ni?(.)}e than
Chdl

just choosing a job, or occupation, individuals around the world is n expected
expect to unfold a career over a lifetime, shaped by environrgta opportunities and
constraints, personal aspirations, abilities, and experien us, it is useful to

distinguish the act of making a professional choice fr %ng and developing a career

over a lifetime, which should be a constant Wor@gressﬁ.

Nevertheless, recent sociological approaej&o the study of professionalism consider
professional development, not in ter@&a stable construct that can be isolated, taught
and assessed, but as somethi@ is socially constructed in interaction, educational

sciences approach to pro@onalism are socially constructed on the processes of

knowledge creation(an‘@inuous learning.

Above all, p onal development is a an approach used to describe the increasing
efforts tc}w% strong professional cultures of collaboration to develop common purpose,
to cope with uncertainty and complexity, to respond effectively to rapid change and
reform, to create a climate which values risk-taking and continuous improvement, to
develop stronger senses of efficacy, and to create ongoing professional learning cultures

that replace patterns of staff development, which are individualized, episodic and weakly
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connected to the priorities of the organization, in a postmodern professionalism era where
organizations and employees deal with a diverse and complex clientele, in conditions of
increasing moral uncertainty, where many methods of approach are possible, and where

more and more social groups have an influence and a say>®.

All the conflicting pressures and tendencies are leading organizations and those w K
work with those organizations to re-evaluate their professionalism and to make ju %
about the kinds of professional learning they need to get better in their j bzgoverall,
professional development as a role draws attention away from the trehaviours of

individuals and towards the roles played by professionals in gen .

Various research literature that explored the concept of %Qonal development have
shown concrete evidence that it has been applied an&@retlcally identified in various
ways and different degree of accuracies. studies approached professional
development from a holistic perspectiV. %ﬂ ing emphasis on individual aspects of
learning and development while ac]%&v(‘?edglng the significance of social environment
and collaborative processe ,@vever this research is still focused on traditional
professions developmen Qhese studies have empirically grounded professional
development as a@ita le and continuing process of learning, and to facilitate the
professional d& pment an employee, the process by which the employee grow
professio and the conditions that support and promote that growth must be
understood. This condition presents the narrative that professional development occurs
through the mediating processes of —reflectionl and —enactmentl, in four distinct domains
which encompass the employee‘s world: the personal domain (employee‘s knowledge,
beliefs and attitudes), the domain of practice (professional experimentation), the domain
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of consequence (salient outcomes), and the external domain (sources of information,

stimulus or support®.

However, another school of thought recognizes professional development based on
emotions relating to criticality (expanding self-critique/self-expression and critical
thinking), ethicality (an increased understanding of one‘s own personal or cultural{
based values) and empowerment (an experienced increase in personal capacity@%e
main properties of the emotional core, which define the intensity of tl}Q sional

;@e bates within

1 "development and

development process®®. Furthermore, the engagement in challengin

professional learning communities supports employee profes

supports transformative educational practices, and ultimately,@loyee‘s teaching®.

The creation and support of employees® professioa@ming communities has been

increasingly viewed as a promising enviﬂ@rg and structure for professional

development and transformative change‘.)\Q% been argued that while it is recognized

that each employee participates in aé{essional learning community from an individual

and unique starting point s @y previous experiences and beliefs and significantly

influenced by their sc;l&c ture and context, the optimistic premise or postulation
.

emphasizes that er@ees working collaboratively to understand some selected aspect

of their profe@'bb‘contributes to significant professional development across the group

and, pos}h&{)eyond the group™®.

Conceptual definitions of professional development have also been approached from a
work environmental perspective or model which recognized thirteen factors in four main
areas related to professional development®, which includes; Management and leadership,

Supportive value of the job, Team and working environment, and Personal attitude
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towards work. This perspective or model focused on employee perceptions of how
managers create conditions that support professional development and learning, and how
the employees perceive their growth motivation and commitment to the organization.
One of the central arguments based on this model was that managers and leaders should
be aware of the current professional development status of diverse employee groups (j

categories, various types of work contracts), and understand the potential differ Qin

employee growth motivation (build-up of work stress, versatility of work tasks,Ql.t}rest in
training opportunities)*>. 0

Overall, the concept of professional development often seems to@r oth the variety of
individual and (formal and informal) environmental aspec@ated to deepening and
widening expertise included with the temporal aspe&@ming that emphasizes the
continuity of the process throughout the caree r&espan. Consequently, professional
development can be considered either a,s&%mbrella term, or an overlapping term, to
other related concepts. In par%éa\, the distinction between _professional
development® and =profession.\g$wth‘ appears to be overlapping or even vague®’.
However, one feature tha Qs to distinguish the two concepts from each other is that
professional deve@ deepening and widening expertise) is in several cases
considered as ’sbfter professional growth, or as a goal of the developmental processes.
For inst&g\cglesearch on employee professional development suggest that professional
development can be challenging due to the different learning needs, expectations and
preferences of the participants, it can potentially lead to significant professional growth,
Consequently, professional growth in these cases is considered as a desirable outcome of

professional development.
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On the other hand, the explication of professional development has also raised some
(critical) discussion among researchers and brought the definitions of professional growth
and professional development even closer to each other. A critical review of a study’!,
use the term professional development to refer to formal courses and programs in
professional education and to the formal and informal development of professional skill
that occurs in the workplacel. Yet, the study critically reviews contempora %e
models of professional development that are typically applied across professio@hat
has been modified to incorporate skillful know-how that is progressi@quired by
passing through developmental stages, such as novice, compet and expert. Instead,
they rather see patterns of professional development as arisi@m the relation between

practitioner with a particular history located in loca a@ader practice contexts and

professional practice, which is dynamic, intersu@, and pluralistic’’.

Another study on professional developme@ierlines that professional development as
changed from _staff developmenté&g—)\in-service training® (usually consisting of
workshops or short-term cou@at would offer employees new information on a
particular aspect of their towards being considered as a long-term process that
includes regular O@Sﬂt' s and experiences planned systematically to promote growth
and developm the profession. Thus, the author characterized the new perspective of
professio%@velopment being based on constructivism rather than on a _transmission-
oriented model‘ and perceived as a collaborative and long-term process that takes place
within a particular context and may look and be very different in diverse settings, and

even within a single setting, it can have a variety of dimensions. Finally, it should be

noted and conceived of as a reflective practitioner, someone who enters the profession
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with a certain knowledge base, and who will acquire new knowledge and experiences

based on that prior knowledge’.

So far, based on empirical literature, professional development is often seen as a holistic
developmental process that takes place during one‘s professional (or vocational) career
and lifespan. Professional development is particularly focused on deepening %
expanding expertise (knowledge and skills) of professionals. It takes ;@Q&n
organizational contexts within both formal and informal practices of lea d it is
situated in the certain context. The definitions of professional develop ave much in
common to the current approach to constructivism-based conce %fessmnal growth
such as a strong emphasis on reflective and collaborative leatning. Overall, both within
the area of professional and vocational learning, rese have paid more attention to
individuals® participation and their ways of navi %g as members of communities of
practice: the social and the individual q&sically intertwined and the ways these
dimensions influence each other are %ﬁted by artefacts and objects embedded in the
given practice’®. Given that the & ements for professional practice are also constantly
changing, there is the @ng need to go beyond participation in professional
development cour{/%d find ways of supporting ongoing development throughout
individuals® w hfe that can be realized within and as part of work practice’!.

Studies %gﬂdicated that there are series of professional development practices that are
to achieve competencies required by employees to manage their career objective which
should be linked with organization objective®?. These series of activities also aim at
providing learning and development opportunities which in turn enhance employee

engagement, motivation, and job satisfaction as well as build the skills of employees to
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match contemporary issues at the workplace™. Professional development in the context
of work environment focuses on three areas: how individuals observe and perform their
task allowing them opportunity to focus on peer learning, how the individuals follow the
observation assimilated and imitate the observed behaviour and how individuals

demonstrate the behaviour that have been observed in alignment with organizational

goals. OQ

Attentional processes were described as cognitive abilities that —reg%[geénsory
registration of modeled actionsl and retention processes were those th —transitory
influences and converted to enduring internal guides for mem ﬁentaﬁon. Motor
reproduction processes are those that move component act@ stored in memory into
overt action resembling that of the modeled behavi%.’bnally, motivational processes
determine whether those behaviors emerge as O\Qerion. Being focused on the task at
hand becomes the first step for retaining\' information and getting to acquire the
knowledge. In this way, the behavé{c‘ai\at we are trying to imitate must grab our
attention, so that no external f%@aecome distractions. The degree to which we notice
the behavior. A behavior ggrab our attention before it can be imitated. Considering
the number of behe(i.czg,\% observe and do not imitate daily indicates attention is crucial
in whether a b;b@r influences imitation’*. For a lesson or experience to have an impact
on an olﬁir/gl, the observer must be actively observing their surroundings. It helps if the
observer identifies well with the model or feels positive feelings about them. In addition,
it helps if the observer is invested in the process of observing or feels strong feelings

about the experience that they are observing. Factors that might affect attention include

complexity, distinctiveness, and functional value.
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The Retention process describes how well we remember the behavior. We cannot
perform the behavior if we do not remember the behavior. So, while a behavior may be
noticed, unless a memory is formed, the observer will not perform the behavior. And,
because social learning is not immediate, retention is vital to behavior modeling. For any
learned experience to make a lasting impact, the observer needs to be able to remember&
later. Once the observer can recall the experience, it also helps if they go o Qw
experience, either revisiting it cognitively in their mind or even acting it out physically.
For example, a toddler may learn from an adult not to throw things and t ey may be

observed teaching one of their stuffed animals that it's not okay t@o

The Reproduction process describes the ability to perform the@avior. This is the ability
to reproduce a behavior we observe. It influences beecision about whether to try
performing the behavior. Even when we wis ‘@ate an observed behavior, we are
limited by our physical abilities. All of] eps above bring us to this final one, the
reproduction of the behaviour/task ‘w&&%\hawe observed. After having observed, paid
attention to and remembered X ehaviour/task, we should be able to perform it
ourselves. However, follov&all these steps will not guarantee the correct reproduction
of the behaviour si@&her factors may influence the performance, such as the limitation
of our physic%@ity. In order to carry out the lesson learned; the observer needs to be
able to a‘e%%y reenact it. Learning the necessary skills is an important part of the process
before a behavior can be modeled. When a person has effectively paid attention to

modeled behavior and repeats or demonstrates it, they have achieved the necessary skills.

The motivational process imitates the will to emulate the behavior. This mediational

process is referred to as vicarious reinforcement. It involves learning through observing
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the consequences of actions for other people, rather than through direct experience.
Motivation could be considered one of the most important principles of the social
learning theory; all of the rest rely on it. Here, both reinforcement and punishment play
an essential role. If the observer does not see a favourable outcome of the behaviour he or
she is paying attention to, he or she will not be motivated towards imitating it. Even if&
observer has focused on a lesson, remembered all the details, and learned the ne@er

skills to do it, they still need to have the motivation to make it happen’®. < )

% and bribes,

observations that similar behavior is rewarded, desire to ike* the model who

The source of motivation could include anything from external re

demonstrated the behavior or internal motivation to improvegeam. Other factors that
impact motivation include personal characteristics, pa%%%ences, promised incentives,
positive reinforcement, and punishments. Ther &Q%ariety of developmental strategies
available to organization to promote professiehal development though the learner-centric
phases of attention, retention, reprod%‘{%l?\and motivation and this includes training and
development, Professional grc@nd workplace learning, Formal-informal learning,

Situated-unsituated learni g,gi Individual-social learning.

.
Training is an org@ activity aimed at imparting information and/or instructions to
improve the ent's performance or to help employee attain a required level of
knowled}\)r skill. It is a function within Human Resources management used to fulfill
the gaps between current and expected performance’’. From an organization perspective,
it can be described as a planned and systematic activities which are focused on enhancing
the level of employee skills, knowledge, and competency’. It is the process used to

conveying essentials skills, programmed behavior, so individual employee become aware
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of rules and procedures to guide their own behavior to accomplish their job effectively
necessary skills for accomplishing organizational goals, since it expands the efficiency of
individuals, groups, and organizations. Although the concept of development can be seen
as training, gaining new abilities and skills for personal growth, it may also be seen as a

broader concept. It may be seen as the holistic, long-term growth of individuals in order
to perform future roles and responsibilities. :Q

Organizations aspire to be successful through differentiated progr: S,Qafvices,
capabilities, and products. However, such elements need to be envi ' , developed,
implemented, and sustained by well-trained individuals. Althou@%ee training and
development could be a challenging task, organizations are @ting more on employee
training and development so employees are able t@ely impact organizational
outcomes. This investment on employee tra%%d development comprises diverse
content areas, such as mandatory, cqrq&ce, managerial, supervisory, executive
development, customer services, sa&cﬂ\terpersonal skills, among others. Efforts on

employee training and develop demonstrate that organizations are capitalizing not

only on high potential e es, but also on individuals who can commit to achieving

higher levels of res@‘bﬂi ies’®,

Employee trai and development occurs at different levels of the organization and
helps individuals in attaining diverse goals. This effort assists individual employees in
decreasing their anxiety or frustration encountered in the workplace. When a task is not
properly performed and the end results are not perceived as expected, the individual may
not feel motivated to keep performing’®. Individuals who are not able to perform at the

expected level of performance may even decide to leave the organization, because they
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feel they are not productive and become dissatisfied with their job. For this reason,
employee training and development serves as the tool that not only enhances the
competencies required to perform a job, but it also provides the means to assist

individuals in feeling more satisfied with the results of their performance.

Employee training and development is a vital component of Human Resources planni{
activities, because it can be used to comprehensively develop the thinking abili@%d
creativity of individuals for better decision making, and overall self—efﬁca&&dﬁition,
it provides the capabilities for employees to move from one assignme % another of a
different nature. It is necessary in providing high quality of at all levels in the
organization and should be utilized to orient individuals and@ahance their managerial
and operational skills. By providing core proﬁcie%‘%&i structure throughout the
employee training and development process, it h@s the probability for individuals to
effectively deliver the mission, while sup g others in creating a learning culture as
part of the organization‘s strategic é&D\ When organizations provide the resources
necessary to perform a job, @:luals become satisfied with their jobs and more

productive, while the org Qon becomes more successful”’.

.
Leaders at all lev® management in the organization are responsible not only for
identifying t% ds for training and development, but also for selecting the best
methods,\@proaches, strategies, programs, implementation, and assessment venues to
achieve expected individual performance and organizational results. There are several
approaches being used in the employee training and development arena, this includes’;

Formal training and development programme, which is a pre-planned approach, and
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includes performance evaluations and learning solutions that may be completed during

work or off-work for a specific duration of time.

Secondly, on-the-job training which is provided to individuals while performing their
work with the same working venues, for examples, job rotations, job transfers, coaching,
and mentoring. Thirdly, Off-the-job training involves taking individuals away from t{
workplace so they can concentrate on the training; for examples, conferences Q
playing. Fourth, coaching and mentoring which is focused on developm gsjor the
task and performance expectations in the workplace; in addition to ng mutually
beneficial relationships, while peers cooperate and part1 % each other‘s
development. Fifth, Job rotation and transfers which is usuallgd to focused on moving

individuals from one responsibility to another one or % them to from one country to

another in order to acquire knowledge about di erations”’.

Employee training and development is oﬁ@e most significant motivators used to help
both individuals and organizations i@hleving their short-term and long-term goals and
objectives. Training and de I@&nt not only enhance knowledge, skills, and attitudes
but can be used to incr gmployees‘ morale, confidence, and motivations, lowers
.
production costs, @()tes sense of security which in turn reduces turnover and
absenteeism, @ ses employees‘ involvement in the change process by providing the
compete}q'gs necessary to adjust to new and challenging situations, gives opportunity for
recognition, higher pay, and promotion as well as helps the organization in improving the
availability and quality of its staff. Notwithstanding, employees become more productive

because training and development programs improve individuals® skills and abilities as

well as enhances creative ability’'.
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To build up the desired knowledge, skills, and abilities of the employees, to perform well
on the job, requires effective training plans that may also affect employee motivation and
commitment. In lodge to prepare their workers to perform their tasks as desired,
organizations provide training to optimize their employees® potential. Most firms, by
applying long term planning, invest in building new skills by their hands, enabling the&
to cope with the changeable conditions that they may confront in the future, th e,
improving the employees® performance through superior level of moti@ and
dedication. When employees know that their organization takes in @’Se&t in them
through providing training programs, they in turn apply t r% endeavors to

accomplish organizational goals, and express high performan@t eir tasks™,

Employees are the most asset of any society or institu%%s they can establish or break a
company‘s or institution‘s reputation and aﬁ%&:rsely affect profitability or the
accomplishment of set goals. Employees,o{@re responsible for the large volume of the
necessary work to be performed a%%D\as customer satisfaction and the quality of
products or services and event%%wut proper training, employees, both novel and old
do not receive the informgt&nd grow the skill sets necessary for achieving their jobs at

[ ]
their maximum Voeg}\]i

jobs longer th;&éose who do not. Without training, employees do not hold a solid grip

ployees who undergo proper training tend to preserve their

on theil@gations. Employee training refers to plans that provide workers with

information, new skills, or professional development opportunities®’.

Training is not merely a way of arming employees with the skills they require to execute
their jobs it is often deemed to be representative of an employer‘s commitment to their

work force. Nevertheless, it is significant to point out that human resources practices
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work to develop individual knowledge and sciences, as well as employee attitude and
behaviors. If these effects are prevalent enough in the employees® population, then the
collective changes in human capital, attitudes, behaviors and associated organizational
climate would be substantial enough to influence organizational performance®®. Training
not only builds up the capacities of the employee but sharpen their thinking ability a
creativity in order to create more beneficial decisions in time and in a more pro Qre
manner. Moreover, it also enables employees to deal with the customer in ah effective
manner and respond to their complaints in time. The training develo scacy and
results in superior performance on jobs by substituting the %

nal employment

practices by efficient and effective work-related practices’. Q

Training sessions accelerate the initiative, ability an%@ity of the work force and
facilitate to avoid human resource obsolescenc®rbay happen because of demographic
factors such as age, attitude, or the inabs@o cope with alterations’’. Training is a
systematic process of enhancing %ca\lowledge, skills, and attitude, so leads to

satisfactory performance by the yees at work. He further observed that the need and

objectives of the traini &)gram should be identified before offering it to the

[ ]
employees’. Trair(mg:\}'t e crux of better organizational management, as it makes

employees mcient and effectual.

They fuﬁs&elaborated that training practices have a strong bond with all other human
resources practices as postulated by another scholar, it enables employees to grow
themselves within the firm and raise their market value in the marketplace'>. Moreover,
training supports to shape the employees‘ job-related behavior and help them to take part

in the achiever of the organization and at long last the firm gets higher return due to the
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superior functioning of its employees. Well-educated actor can get the best usage of
organizational resources along with a minimal level of wastages. When employees are
well trained organization can designate responsibility and authority to them with full

confidence of ensuring organizational success.

Mentoring programme is described as an intense work relationship between seni

employee (mentor) and junior employee (protégé) in the organization. It is a pro@at
involves experienced employees‘ mentor and teach those that are less expe 'en&dﬁ. The
mentor has experience and power in the organization and personally s, counsels,
coaches, and promotes the professional development of the p ¢. ‘Promotion of the
protégé‘s career may occur directly through actual promotion/decisions made by the
mentor, or indirectly through the mentor‘s influence z@r over other organizational
members’’. This professional development str@rbusually implemented by assigning
newly recruited graduates to mentors wb&erate in similar departments and could
ultimately be their immediate superv%&ca\manager. Nevertheless, this doesn‘t mean that
older employees are barred fro%‘& method of teaching though emphasis is mainly put

on newly recruited pers @ Mentoring support is broken down into two general

categories: profess@%!v lopment support and psychosocial support.

The distinct'wb%etween these two types of support mechanisms is important.
Professio\»q%evelopment support focuses on the direct support or advice given related to
the protégé‘s career where a mentor ma advocate for the protégé to be considered for a
high visibility assignment in the organization. Mentors may also advise the protégés
directly on career advancement issues such as potential positions to consider when they

are looking for promotion. Alternatively, psychosocial support is the provision of
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psychological and social resources believed necessary to help protégés cope with
problems they may be facing. These resources are not directly applicable to the job but
are more indirect as they increase the likelihood protégés will succeed when they engage
in the professional developmental activities. Nevertheless, dynamic mentoring organized

and offered to the employees via competent intervals tends to improve employee

performance”. :Q

Mentors provide knowledge and information based on their track experien;q&.[irepare
less skillful and proficient employees for challenging tasks and % professional
development. The duties of a mentor do not only affect tk@%pment of only
individuals undergoing training but also influence the profess@ or career advancement
levels of a group or team in general’”. There are m@%%eﬁts for organizations and
individual to utilize mentoring program as p %ir professional development plan.
Mentoring increases retention and moral &k@h mutual loyalty between the employees
and the employer. It also helps new eéﬁa\ﬂees and expatriates acclimate to their new job
and learn the organization cu. %much quicker. It is a professional developmental
programme that helps e \Qes feel more engaged with the organization resulting in
greater productivit@?&lt ately improved organizational performance. Consequently,
it promotes d@ , which leads to an innovative and creative work environment where
employ%gd exposed to new ideas and opportunities. A corporate level mentoring

strategy which aligns with the organization‘s strategic position can be used as an integral

part of a well-constructed professional development programme.

Professional development opportunities are embedded in an informal, structured

professional development program and can as well occur within the boundaries of normal
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work activities and assignment, as it can within a formally planned and designed
professional development intervention. Even If the organization does not have the
resources to engage in intensive development programs, managers and the human
resource professionals who support them can direct employees to programs, assignments,

and opportunities as they become available in the organization as the employees grow. \

While job delegation is a term typically associates with job design activities a
process where management gives increasing responsibilities that are reg%&ﬂbcated
to seniors to the employees. This aims at building self-managementsan dependence
among employees!?’. Delegation activities in this context incl@o portunities in the
course of job-related activities that benefit employees and be added to their job
assignment on a permanent basis. It is a vital par%%?piring employee efforts by
intensifying their job responsibilities and prov@—sufﬁciency over duty procedures
and accomplishment®’. Job delegation im practices that allocate more responsibility
for planning, establishing, and d@&gﬁa\g work to employee who are essentially
responsible for job processes®! : her develops jobs precipitously and increases task
variety within a job. This g that delegation offers employees more control over what
they are doing v(;%\\m&

independence a@ntability, and self-management in various tasks.

O

As emp}\v;es develop greater mastery in certain areas of their job, additional

kes employees perform certain activities with increased

opportunities can be provided for them to broaden their range of skills they possess. This
type of growth is usually on a predictable trajectory, building on existing knowledge as
foundation for their next level of development. An employee might move from a team

member to a team leader, entering the rotation of leaders who take turns leading projects.
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Or the employee may move from behind-the-scenes preparation of projects to becoming a

key member of the presenting team®’.

As employee grow in experience, they are given increasingly more difficult, and broader
opportunities to develop. Where there is delegation, employee performance and
satisfaction is expected to increase with a sufficient decrease in level of absenteeism %
labor turn over. However, this form of professional development is an effective@of
stimulating employee performance by providing them the opportunity to )Qggiarious
tools and techniques in task performance. Additionally, it offers j isfaction by
increasing accountability, offering sense of freedom, autonor@an opportunity for

workers to make decisions on job performance and completio

N\

Job rotation is the strategic placement of employees rbvarious jobs within a certain
time frame with the aim of gaining skills, jobs{@aendence, enhancing job motivation,
performance and productivity®!. Job 1‘0@ involves mobilizing employees across

departments his practice improves%&; organization‘s ability to assess and evaluate

N

employee abilities and indﬁ@erfomancem. The process of job rotation applies and
1

can be used for upper-l§ ployees such as managers, and is not only applicable to

.
production worker@%‘uonally, job rotation is usually addressed at an organizational
level. From ployers‘ point of view, organizational theorists have advocated
frequent\Q%on as a means of reducing fatigue and boredom on jobs to maintain
productivity and fairly frequent rotation after the initial hiring as a means of orientation
and placement. When rotation occurs at longer intervals, it has been thought as a practice
of progressive human resource development or a means of enhancing the value of work

experience for career development®?,
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Accordingly, there are different reasons an organization may choose to utilize job rotation
such as using job rotation as a learning Mechanism. This is because there are significant
benefits that may outweigh the costs involved with training employees for diversified
positions. As a learning mechanism, employees are given the opportunity to learn
necessary skills which can help them to advance within a company. This employme t

opportunity also has the effect of boosting morale and self-efficacy.

The company may benefit from using job rotation by having the abilit (thff key

positions within a company. This practice may allow a company to e efﬁc1ent1y,
and as a result, become more productive and profitable. Orgam s tise job rotation to
alleviate the physical and mental stresses endured by employ hen working the same

position, year after year. By allowing employees toE@e to other positions, the risk
factors for some types of musculoskeletal diso, &@y be reduced. Job Rotation is also
believed to have the ability to decrea@ﬁe amount of boredom and monotony

experienced by employees who worké'éame position for extended periods of time®?.

There are many reasons for '@enting a job rotation system, including the potential
for increased product quality; giving employees the opportunity to explore alternative
.
career paths, and @ps most importantly, preventing stagnation and job boredom.
Sustaining e e interest in a single job is not easy, which is perhaps why retention
poses su}vagig challenge for businesses, even in a slow economy. Employees outgrow
their jobs quickly and it may not be possible for employers to provide enough diversity
within a career path to maintain employee interest in the job®. This is where job
rotation steps in to provide job enrichment from an employee‘s perspective.

Employees who participate in job rotation programs develop a wide range of skills, are
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more adaptable to changes in jobs and career, and are generally more engaged and
satisfied with their jobs when compared to workers who specialize in a single skill set or
domain. There are many reasons for implementing a job rotation system, including the
potential for increased product quality, giving employees the opportunity to explore
alternative career paths, and perhaps most importantly, preventing stagnation professional

S

Employees outgrow their jobs quickly and it may not be possible for Q&q&rs to

career path®3.

provide enough diversity within a career path to maintain employee 4 t in the job.
This is where job rotation steps in to provide job enrichme@o an employee‘s
perspective. Employees who participate in job rotation progr@ievelop a wide range of
skills, are more adaptable to changes in jobs and care& are generally more engaged

and satisfied with their jobs when compared t@s who specialize in a single skill

set or domain. .
D

Job rotation is also practiced allow&@qa ified employees to gain more insights into the

processes of a company and§®ence professional development through job variation.
a

Basically, job rotation

normally one of two purposes: promotion or skill
enhancement. Thi@roach allows the manager to operate in diverse roles and
understand th rent issues that crop up®’. Job rotation produces two beneficial effects.
First, an\g%loyee who rotates accumulates experience more quickly than an employee
who does not rotate. Hence job rotation is noted as an effective tool for career
development. Second, an employee who rotates accumulates experience in more area
than an employee who does not rotate. Hence, if an employee rotates more frequently, it

is easier to train him to become a generalist. Furthermore, job rotation produces creativity
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and innovation by improving a firm‘s ability to generate and respond to change. —Process
stylel innovation is produced because of workers knowledge of the overall
relationship among tasks, —allowing workers to apply their knowledge of one task to the

improvement of others®*,

Various studies have attempted to present a model that summarizes or reflect the m {
dimensional nature of professional development which contains three dimensi Q
attempts to capture some of the most relevant continuums of profess10na&&gpment.
This includes formal-informal, situated—unsituated and individual-s urthermore,
the model has been formed to structure the interface between s31 nal development
and workplace learning®®. All the dimensions are interrelategrith each other and the
temporal reasoning; based on the current needs of pr%@l knowledge and skills and
career developmental needs and extending s continuous (lifelong) learning
approach. Professional development can &nsidered as a comprehensive process in

which a professional‘s expertise grov&%‘—& the time within and beyond the workplace®3.

Research on workplace lea s been used to identify opportunities of individuals
and communities to e nd deepen their professional and vocational knowledge
through formal or fo al learning activities. Firstly, learning at work usually linked to
formal educatt boundaries between school and work are being crossed because of
increasirNork-based learning and continuous learning approach. Accordingly, the
transitional nature of education—work pathways today cover the full sequence of
educational, labor market, and related transitions starting from the point where

educational pathways begin to diverge and ending when an individual have achieved

86



relatively stable labor market positions, including reverse transitions from labor market to

education®.

However, the learning transition occurs as part of a process in which employees gradually
move from peripheral participation to full participation in the community of practice:
Engagement in a range of activities provides an employee with a wealth of experie%
and knowledge over the years. However, the contribution of individual assista@%d

support by more experienced coworkers is also considered to provide a sw&d basis

for employee earning at work®>. Without a solid theoretical basis and /ing guidance
from experts, employee learning at work may remain unsyster@ ahd incidental. For
instance, learning cannot be regarded solely as a process of@lizaﬁon and underlines

the importance of workplace affordances, which en@ss to activities as well as

indirect and direct guidance provided by the pk® d social environment®’,

In addition, workplace learning among p@onals may also include both formal and
informal learning practices and prc@&es. This is because most learning takes place
informally in the workplace:§&i y by colleagues with whom they work®. This form
of learning is referred to‘as 'facit knowledge, specific to the organisation. Furthermore,
access to new kno@e can be achieved through asymmetric exchanges between less
experienced péb%xperienced colleagues or between employees and supervisors.
However, Qllation occurs also in how eagerly knowledge is being transferred between

employees. The extent to which access to knowledge is deliberately favoured or

prevented depends strongly on organizational corporate culture®’.

Against this background, the introduction of networks or formal mentoring programmes

are ways to break down such barriers. For instance, a strategy for professional
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development must have the following 'learning-committed leadership and management'
with the following differentiations of (1) managers and leaders who create informal
learning opportunities; (2) managers and leaders who serve as developers (coaches or
mentors); (3) managers and leaders who visibly support and make space for learning; (4)
managers and leaders who encourage risk taking; (5) managers and leaders who instill &
importance of sharing knowledge and developing others; (6) managers and lead Q\o
give positive feedback and recognition; and (7) managers and leaders who seers role
models. Overall, the associated professional development is triggered entionally
and unintentionally by the individual's interaction with their epvironment®®. Instead of
considering workplace learning as informal or incidental, it s@ e seen as non-formal,
encompassing different levels of intention to lea Ob%e other hand, all learning
experiences can therefore be regarded as intenti ecause they aim to ensure the
continuity of social and work practices. %r way, professional development in
workplaces can be considered to inclu@hltiple levels of intentions within both formal

and informal practices. . \AQ

Various situational facto&l; been factored to encourage learning at the workplace and

professional devﬁix%ﬂ8

infrastructure %@ocial structure of the workplace. Professional development is defined

. These includes; the organizational structure, work

not onl Qb increase in slowly cumulative knowledge, but also by the experiences an
individual gains through the application of professional knowledge in various situations®®,
Furthermore, expertise needs are also to be considered situationally: being related to the

circumstances of the enactment of the vocational expertise, albeit influenced by historical
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and sociocultural lines of development, it is at the situational level that the goal-directed

activities are shaped®.

Research has shown that the possibility for employees to apply new knowledge in the
workplace is often influenced by the work structure. Tightly cut tailored work processes
hardly allow for new practices or innovations. Rather, new knowledge and experie%
can be realized through semi-autonomous forms of work, such as project-based @g
groups, in which group members have room to try different working eg)gds and
decisions and the job profile is characterized by diversity’s. ingly, work
motivation is grounded on the three fundamental psychologit@ee s: the needs for
relatedness, competence, and autonomy. When people exp@ce satisfaction of these
psychological needs, they also tend to internalize its v d regulation, and experience

activities as interesting and spontaneously satis@

Various authors have also stressed the T@nce of personnel support by colleagues,
supervisors, or mentors in order to ir@ment new knowledge adequately and consolidate
N
the new ability®. To facilit t&@ﬂung at the workplace, personnel, material, time and
monetary resources are negessary. These resources must be used consciously for learning.
.
Supervisors often Q\%s\;ﬁtte pedagogical knowledge about how they can support the
learning of e es and are in part unaware of the importance of learning support. For
instance,\qy open approach to mistakes and uncertainties also promotes reflective
learning and working, since work experiences can be made aware of and secured. The
promotion of reflection on one's own actions is a key element for learning and is regarded
as an important aspect of learning at the workplace. Material and temporal resources have

been identified as part of workplace learning.
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The importance of material resources, no matter whether they are tools, machines,
information technologies or books. Such resources are particularly necessary for informal
learning at the workplace because they are related to job functions and responsibilities.
Also, it cannot be expected that learning can take place in the workplace if no time is
scheduled for it: Lack of time inhibits informal learning as reflection of knowledge, a

consequently neither knowledge transfer, cannot be guaranteed. Some authors Qn
the right incentive mechanism as an important way to promote continuous lea@ in the
workplace and professional development'*®. This also includes the care@ective for

employees as an appreciation and reward of professional develop@t

As earlier mentioned, the situational factors shows that a VG@G working environment
influence the potential for learning at workplace a%’b%ssional development. This
point to the facts that new employees can only. b& an expert if given the opportunity
to expand his/her knowledge, make own degistons, apply knowledge in diverse situations,
evaluate own performance, and reﬂ%&%a\work. The prerequisite is an organizational
structure that permits such dy@ In this case, smaller organizations are more likely
to promote informal legl\b than large organizations with fixed departments and

organic departmenQ%&t

between differiéork steps and fragments the complexity of certain work situations. On

tares: working in departments can hinder networked thinking

the othe\{& such external factors as the competitive situation and company's market

share play a role in an employee‘s professional development and growth®?.

Consequently, if the focus of learning is only on organization-specific and task-specific
knowledge and skills, it may fail to affect the learners‘ horizontal development to help

them mediate between the different forms of expertise and contexts®. In this instance,
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integrative pedagogics approach emphasizes that incorporating work-based learning in
education requires the development of pedagogical models that consider the situated
nature of learning but also generic knowledge on the development of expertise®>.
Furthermore, employees need to develop the capacity to participate in workplace
activities and cultures, they also need to learn how to draw upon their formal learning K

use it to interrogate workplace practices: to mediate between different forms of e&&se
and the demands of different contexts. < )

/\
In socio-cultural theories of workplace training, learning is becomin @cess situated
within the framework of participation rather than within the emp en if it does not
replace notions of individual learning®®. Furthermore, @ﬂng and professional
development take place when an employee deals Witb@ material and social working
environment. Employee perception of the o;@rbé and the subjective experiences
associated with it, are socially inﬂueg&and important for one‘s professional
development. In turn, employees th%(ﬁ)\es contribute with their action and reaction to
the social construction of k . ge in the workplace®. Therefore, organizational
characteristics cannot gderstood without considering individual employee
perspectives eithe(%k& onnection between the subjective experiences, including
previous expe;ib@s of the employee, and his/her perception of the environment leads to
a very }Q/gﬂal and individual development and professional development®®. The
professional development of an individual is enhanced by a trusting relationship with
experts who function as role models. Furthermore, the significance of leaders and

managers in promoting learning must be emphasized.
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The social relationship in the workplace can be considered as a driver especially for
informal workplace learning”’. Even though the master-novice relationship and the
professional monopoly on expertise based on age or status may be visible elements in
learning at work, they may also problematic. As multiple contexts demand and afford
different cognitive tools, rules, and patterns of social interaction, the criteria of exﬂ
knowledge and skill is also defined differently in various contexts. Various i@d

have emerged that knowledge is seen as power in the organization. < )

/\

Consequently, knowledge is withheld from certain groups of peoplr to estimate

their own position of power. Against this background, it is imp to realize a socially
optimal learning culture in the organization through various %ures such as mentoring
programmes, networks, participation and targeted c% evelopment for professional
development at the workplace. This form of reéi % relationships in terms of building
professional development between all meq@i of work communities have been shown

help to build mutual trust and respectgéxc)\

Employee development in @anisation is carried out for a purpose or to achieve

certain objectives. The osts of employee development is for increased productivity,
.

effectiveness of workgrs, preparation for higher responsibilities, curtailing incessant

labour turnov boosting of workers® morale. The need for professional development

is therefo\vq{)sely linked to the achievements of organizational goals. The objectives of

professional development can be summarized as follows; to provide planned staff

development opportunities that provide the learning necessary to enable the employee to

perform at the level of competence required in current and future jobs, to foster a climate

that facilitates personal self-fulfillment, institutional effectiveness, human creativity and
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system renewal, to serve the school system‘s primary goals, It saves money as it is costly
to hire and then dismiss employees who do not work according to expectations while it is
also costly to lose good employees because they are frustrated by lack of opportunity for
professional growth and also wasteful to accept barely satisfactory work as the norm or
not to provide opportunities that lead towards the objective of optimal development

N3
¢O

It helps to establish viable and meaningful programmes, that enables per% work

the part of each individual®.

cooperatively towards achieving the system‘s goals and their own pe goals in the

areas of achievement, satisfaction and self — fulfillment, technol@al developments and
organizational change have gradually caused some employers@realize that success lies
in the skills and abilities of their employees and this i@s considerable and continuous

investment in training and development, achie r&able human resources to introduce

and implement new programmes, ensuri,ng\' id and suitable replacement for any staff

that leaves the organisation®’. Q{')
These objectives have thereﬁt@ﬁe it imperative for any organisation such as tertiary

institutions to have a systemdtic and planned programme of employee development to
.
promote the attai@ﬁ their goals. Various scholars indicate that professional
development i rganisation involves a systematic approach which generally follows a
sequence events which includes needs assessment, design, implementation and
evaluation®’. Needs Assessment where the purpose of professional development is to
address some needs or gaps within an organisation, such needs can be either a current
deficiency, such as poor employee performance, or a new challenge that demands a

change in the way the organisation operates (new legislation or increased competition).
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In order for professional development to aligned with its purpose, the learning needs of
an organisation and the groups and individuals must be identified and analyzed and to do
so successfully, the following must be put into consideration; these needs analysis aims
where there is a consideration of what is to be filled by training, that is the difference
between what people know and can do and what they should know and be able to do?’.
Training should not only be about putting things right, but it should be concern %
identifying and satisfying learning and development needs — that is multiskilling, fitting
people to take on extra responsibilities, increasing all-round compete preparing
people to take on higher levels of responsibility in the future %needs analysis
areas: training needs analysis should reflect organisation nee@roup or units needs and

individual employee needs. The three areas are h W@nterconnected, sources of
K

information where the identification of training{% sources of information must be

considered'%. \
X\

Many of these processes even thoug&i‘{%@ wide application in business organisation can
also be applied in educationa.’i&tutions. However, in school administration, three
methods of determining @g needs were suggested. The first method is to evaluate
school districts* o@%ﬁr bles such as performance levels and growth of employees,
employee tu%@ employee absenteeism, school community relations, employee

managem{n/zélations, employee job satisfaction and the like.

The second is to get direct feedback from school district employees regarding what
should form an organization‘s development needs while the third method is projection
which can be done when new programmes, procedures or equipment are expected to

select corresponding training. These methods can be applied in the tertiary institutions by
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management to determine training needs before a programme of training is provided. For
example as tertiary institutions want to enhance the computer literacy of administrative
staff, it is imperative that they take into account the administrative staff* own perceptions
of the areas in which they are deficient and those areas in which the managements feel
they have deficiencies in relation to the needs of the schools. Such procedures wl&
utilized may help to make training programmes achieve the desired objectives™ S

analysis or assessment should precede any development programme in line with the goals

and objectives of the system®. 0

The second phase of the professional development process inv@@%signing the staff
development programme or intervention. The following act@s should be carried out
during this phase: selecting the specific objectivesgbe programme, developing an
appropriate lesson plan for the programme, de (Q, or acquiring the materials for the
trainees to use, determining who will er the programme, selecting the most
appropriate method or methods &&aduct the programme and scheduling the
programme. The design phase @VOlVGS selecting and developing the contents of the
programme. Professional , déwelopment and training programmes must be implemented
using the most app@a/&eans or methods. There are a variety of training approaches
that an organi’@n can adopt depending on the kinds of people to be trained and the
main ob}\ct/%s of training®. Nevertheless, some scholars explain that the most popular
training and development methods used by organisations can be classified as either on the
job or off the job and Computer aided instruction!”. However, in the organizational
system, the commonly used methods are; workshops, seminars and conferences, interest

study groups, exchange visits, mentoring, higher education, collaborative networks, and
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research. In tertiary institutions, these methods are used to deliver training programmes

depending on the objectives of the programme.

Evaluation of professional development program is the final phase of the process.
Programme evaluation measures the effectiveness of the staff development intervention.
It is an important but often under-emphasized activity. However, evaluation h{

important usefulness for an organisation and they includes determining wr@a

programme is accomplishing its objectives, showing the weaknesses and stren of the

development programmes, determining the cost-benefit ratio of the preg e, deciding

on who should participate in future programmes, identifying Whi@rt ipants benefitted
the most or least from the programme and establishing a dat@e to assist management
in making decisions’®. Many different framewor& development programmes
evaluation have been proposed but the most wi d approach is that of Kirkpatrick®.
The Kirkpatrick steps or levels of assess@e effectiveness of training are: Reaction
Level: This refers to the trainers® re%‘{g%o the programme in terms of how they feel
about the structure, content an;&%nods used. If trainees did not like the program they
may discourage others f&‘}éending and be reluctant to use the skills and knowledge

acquired, learning e\%ﬂ'

the trainees in r@ion to the human resource development objectives, job behaviour and

is consists of the principles, facts and techniques learned by

performa@evelz This determines whether the trainee utilized what was learned in
training back on the job, organizational level: This assesses whether the development

programmes has improved organizational effectiveness.

However, it has been difficult for many organisations to measure staff professional

development programmes on all four outcomes particularly on the behaviour and results
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levels'?!. The evaluation of the development programmes needs the collection of data to
provide decision makers with facts and there are several methods of collecting data for
evaluating training. It was cited that some of these methods as follows: tests or
examinations which are common in formal courses of study, especially those that result
in certification, for instance a diploma in word processing skills. End-of-course tests Q
also be employed after non-certificate short courses to check the progress of t s,
projects, structured exercises and case studies, interview of trainees a&&)se of

archival performance data'®'. However, it was stated that the best m t evaluating
D

the effectiveness of professional development is using a contro experiment. In

Polytechnics, evaluation of training can be undertaken to re the effectiveness of
training'%. 2 be

A workforce‘s lack of training is related to 1 @etitiveness while also pointed out
that a greater human capital stock is asg&ed with greater productivity and higher
salaries'®?. In addition, some schola@é‘&\ed that staff development motivates workers
and boosts their commitment : roductivity!'®. Admittedly, employee professional
development in organisa 'o\bnd to create a significant contribution to organizational
competence and t@ is a great boost for enhancing innovativeness. Current
literature, to arb@ extent, supports the fact that organizational performance is positively
impacte&{&le presence of staff development practices'®*. From the foregoing, it can be
stated that employee professional development can contribute to the attainment of the
goals of the organization as it increases the productivity of employees and organizational

performance as well as impact positively on the quality of work output. The significance

of administrative staff advancing their professional development in the tertiary
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institutions is that the additional skills and knowledge acquired by a staff while still in the

service makes them efficient, more dedicated and hardworking'%

Employee professional development can play a vital role in the attainment of the goals of
higher education in Nigeria. Higher education is established to produce trained manpower
in engineering, applied science, technology, and commerce, and therefore require a well{
trained manpower to achieve this objective. The training has become incr@y
significant in view of the profound breakthrough in Information and C cation
Technologies (ICT) and advancements in science and technolo Soc1etles or
organisations are now more than ever before knowledge drive %h value is now

attached to human resource in the production of goods and @;es. Their value is what

contributes to a better society or organizational perfor@b

Staff development in the tertiary 1nst1tut10n\ rqlerefore enable the employees to
acquire and improve upon their skills. Gl \Aation has further necessitated the optimal
utilization of new knowledge, techn@ies and innovations to make tertiary institutions
improve organizational perfor. e and competiveness in the global village so as to
achieve their obJectlves ﬁgh staff development, the teacher whose position is crucial
in the educa‘uona@m could become knowledgeable about new ideas and new
teaching met ereby avoiding the use of obsolete methods to teach students of the
21st Ceer@Q(nformation Age!ol,

2.2 Theoretical Framework

This section explains the various theories and models that can be used to describe the

influence of information seeking habit and professional development on employee

creativity of administrative staff in public polytechnics in Osun State. Basing on this, the
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following theories are reviewed to indicate the relationship between information seeking
habit, professional development and employee creativity which includes Componential
Theory of Creativity, Information Search Process Theory and Schon‘s Theory of
Professional Development

2.2.1 Componential Theory of Creativity

The componential theory of creativity was propounded by Amabile and GryskiewiCZ in
1989. This model is used to describe an individual‘s social and psychological &gponent
important for producing a creative work. It is a model that describ tivity as the
production of concepts that are both new and useful, suitable t@hl ving a goal'”’. In
this theory, four components are considered to generate cre@a output: the first three
components are referred to the psychological compo @1 works together. They are
the; domain- relevant skills or knowledge %%se), creativity-relevant processes
(creative thinking skills), and intrinsic ta.swvation. The fourth component is beyond
the psychological component. This is&ﬁ&hdividual‘s work environment. The domain-
relevant skills or knowledge (e.)@ise) is the knowledge of facts, circumstances, and

issues that an individual gedisposed to regarding a work situation and includes

technical know—ho(@ntelligence, and talent'"’.

The creativitybéevant processes (creative thinking skills) are the cognitive and
personam&its that are applicable to independent thinking, risk-taking, and an
individual‘s approach to new problems, as well as a methodical work style and skills in
producing ideas. These cognitive processes incorporate the capacity to utilize wide

adaptable categories to blend facts and the capacity to break out of perceptual and
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performance —scriptsl. These creative thinking processes include self-discipline and

open-mindedness for ambiguous tasks'?’.

Intrinsic task motivation is a person‘s desire to engage in activities that is viewed
thought-provoking, challenging, or fulfilling than those that are extrinsically motivated
which range from contracted-for rewards, need to compete, and appraisal to the need{
behave in a particular manner. A focal precept of this theory is the principle of @ic
motivation which postulates that individuals tend to be creative when e&a;é self-
motivated, enjoy what they do, find their work challenging as well a % 11ng and not

necessarily motivated by extrinsic factors while the relevant motivators can

weaken intrinsic motivation. However their presence or abs@ is st111 as important as

those that sustain intrinsic motivation'%, Erb

This model is relevant because it outlines the @nen‘ts of creativity and how leader‘s
abilities can propel social and environm i@friendly creative abilities of employees to
endure creative development. It ca@so be used for conveying consequences for the
work environments that lea r@d managers create which highlights the importance of
the various aspects of cr §

failure of any orga@on can be attributed to the leadership style employed. Creativity

ity and how they affect what is produced. The success or

levels can be j ced by leaders when they alter their leadership styles should the need
be. \/QJ

2.2.2 Information Search Process Theory

The Information Search Process (ISP) theory explains how people search for information.
It was developed Carol Kuhlthau in 199!, The theory proposes that information seeking

is not a linear process, but rather a complex and dynamic process that involves human
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feelings, thoughts, actions, and strategies. The ISP theory outlines six stages that people
go through when searching for information!®. The six stages are task initiation, topic
selection, exploration, focus formulation, information collection, and search closure. In
the first stage, initiation, a person becomes aware of a gap in knowledge or a lack of
understanding, where feelings of uncertainty and apprehension are common. At this point,

the task is merely to recognize a need for information. :Q

Thoughts center on contemplating the problem, comprehending the task, e&gkzﬁ?ﬂg the
problem to prior experience and personal knowledge. Actions tly involve
discussing possible avenues of approach or topics to pursue. In tl@co d stage, selection,
the task is to identify and select the general topic to be inve@ted and the approach to
be pursued. Feelings of uncertainty often give way&rb%nism after the selection as
been made and there is a readiness to begin &&ch. Thoughts center on weighing
prospective topics against the criteria of ta uirements, time allotted, personal interest,
and information available!'!®. The o%‘n—z}of the possible choices is predicted, and the
topic or approach judged to h@k} greatest potential for success is selected. Typical
actions are to confer with ot or to make a preliminary search of information available
and then to skim @for an overview of alternative topics. When, for whatever
reason, selecti’% delayed or postponed, feelings of anxiety are likely to intensify until

the choib&i/gdade“o.

The third stage is Exploration characterized by feelings of confusion, uncertainty, and
doubt which frequently increase during this time. The task is to investigate information
on the general topic to extend personal understanding. Thoughts center on becoming

oriented and sufficiently informed about the topic to form a focus or a personal point of

101



view. At this stage in the ISP, an inability to express precisely what information is
needed can make communication between the user and the system awkward!®”. Actions
involve locating information about the general topic, reading to become informed, and
relating new information to what is already known. In this stage the information
encountered rarely fits smoothly with previously held constructs, and information fro&
different sources frequently seems inconsistent and incompatible. People may Qw
situation quite discouraging and even threatening, causing a sense of personal ihadequacy

as well as frustration with the system!'®. 0

Some may be inclined to abandon the search altogether at t@ta e. Exploration is
considered the most difficult stage in the ISP when the ir@mﬁon encountered can
increase uncertainty prompting a dip in conﬁden%’@he fourth stage in the ISP,
Formulation, is the turning point of the ISP, ings of uncertainty diminish, and
confidence increases. The task is to fqr@ocus from the information encountered.
Thoughts involve identifying and selécié?\ideas in the information from which to form a
focused perspective of the to .'b$; focus in the search process is comparable to a
hypothesis in the process o\fbnstruction. The topic becomes more personalized at this
stage if constructiéi@ng place!® !0 While a focus may be formed in a sudden
moment of inﬁibé it is more likely to emerge gradually as constructs become clearer.
During ﬂ%%e, a change in feelings is commonly noted, with indications of increased

confidence and a sense of clarity.

Collection is the fifth stage in the ISP when interaction between the user and the
information system functions most effectively and efficiently. At this point, the task is to

gather information related to the focused topic. Thoughts center on defining, extending,
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and supporting the focus. Actions involve selecting information relevant to the focused
perspective of the topic and making detailed notes on that which pertains specifically to
the focus. General information on the topic is no longer relevant after formulation. The
person, with a clearer sense of direction, can specify the need for pertinent, focused
information to intermediaries and to systems, thereby facilitating a comprehensive sea&
of available resources. Feelings of confidence continue to increase as un@y

subsides, with interest in the project deepening!®. < N

In presentation, the sixth stage, feelings of relief are common with a se &n satisfaction
if the search has gone well or disappointment if it has not. Th@k to complete the
search and to prepare to present or otherwise use the ﬁndin&houghts concentrate on
culminating the search with a personalized synthesi%%gtopic or problem. Actions

involve a summary search in which decreasin\‘@tce and increasing redundancy are

noted in the information encountered'?. , ,&

The ISP model has is relevant to thi y because it portrays searching as an uncertain

and confusing process that u@commonly experience rather than a systematic and

rational procedure. The ISP*model also suggests that affective symptoms such as
[ ]

uncertainty, confu@an frustration are associated with vague or unclear thoughts

about a topic estion in early stages of the process but shift to clearer more focused

construch\@;%{loughts become clearer.

2.2.3 Bandura’s Social Learning Theory

The social learning theory is a model that is most studied and have greater applicability in

social learning and development. It defines the measurement of behaviorist learning and
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cognitive learning on three different perspective that encompasses attention, memory, and
motivation that allows comprehensive view of individual behavioral context. The theory
was propounded by Albert Bandura in 1977'!'!, This theory is based on the idea that we
learn from our interactions with others in a social context. Separately, by observing the
behaviors of others, people develop similar behaviors. After observing the behavior&f
others, people assimilate and imitate that behavior, especially if their obse al
experiences are positive ones or include rewards related to the observedibehavior.

According to this theory, imitation involves the actual reproduction oed motor

activities!!!. Q

The theory posits that learning can occur without a char@h behavior as a social
element, arguing that people can learn new inforrnati%%%ehaviors by watching other
people. According to the elements of this th G@e are three general principles for
learning from each other. SLT posits thatg& learn from one another, via Observation,
Imitation; and Modeling. In other é‘{% behaviorists say that learning has to be
represented by a permanent c. in behavior; which may or may not result in a
behavior change''?. In t isge, the people who are being observed are called models
and the process 0@ is called modeling and mentions four necessary conditions
which are ne@n modelling process which includes attention phase; which occur
where th\;/géon must first pay attention to the model. The more striking or different
something is the more likely it is to gain our attention. Likewise, if we regard something
as prestigious, attractive or like us, we will take more notice. Secondly, the retention
phase where the observer must be able to remember the behavior that has been observed

using rehearsal Followed by the third stage of reproduction which is the ability of the
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observer to replicate the behavior that the model has just demonstrated!'®. This means
that the observer must be able to replicate the action, which could be a problem with a
learner who is not ready developmentally to replicate the action. Lastly, the motivation
stage which is the final necessary ingredient for modeling to occur were learners must
demonstrate what they have learned. However, these four conditions vary amo

individuals since different people will reproduce the same behavior differently!!!. 0

The social learning theory is relevant to this study because it is a strategi;%&gement
tool that has been used to translate an employee‘s behavioral learning ﬁ gh modeling
in their ability to perform specific tasks, as well as it has bee@w to be a reliable
predictor for either motivation or task performance, and @ence on personal goal
setting. Based on the description, learning and devels a kind of beliefs that the
most central and pervasive effect on empl rbmake decisions, their goals, the
amount of effort they would like to pay pg&rticular task, the time they persevere at a
task when facing on failure or diff&‘}amw to deal with the amount of stress they
experience and the degree to ‘w&%&:n‘[ they might be susceptible to depression''?. This
theory further identified that‘self-efficacy is a central principle in social cognitive theory.
Self-efficacy refe{i\&t belief, confidence, which can support employees to
successfully e %@: a behaviour required to produce an outcome in this case professional
develop?binjzﬂﬁe higher level of self-efficacy, the more confident an individual possesses
and believe themselves can execute the behaviour necessary to obtain a particular

outcome (professional development).
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2.3 Review of Empirical Studies
2.3.1 Information Seeking Habit and Employee Creativity

Various management literature has discussed about the issue of employee information
seeking habits and employee performance in the form of creativity. The empirical
literature was reviewed after a search on scholarly databases and search engines on %
information seeking behaviour of employees. Since the study investigates the infc@ n
seeking behaviour of the employees, attention was given to studies Q d the
information seeking behaviour of various employees in general. A xamined the
information seeking behavior of academic librarians for e@iv performance in
Nigeria''. Descriptive survey research method was adopted.\[he population of interest
were Forty-eight (48) academic librarians in the sele%@%&u’y institutions. Frequency

counts and simple percentage was used to anal)z\@ tained data.

The study revealed that the predominant ’i@tion required by academic librarians was
information on the actualization of t@brary’s objectives. Findings also showed that the

internet was the major sc§ taining information in this 21st century and this
ic

consulted source is Verg
° &

librarians rated the'gengral availability and accessible to information as highly accessible.

as they get what they wanted from it. To this end, the

It was there commended that; academic libraries should provide 24/7 internet
facilitiew&e library accessible to all librarians to enhance effective performance and
information service delivery to users. Management should encourage staff training and
capacity building to enhance their skills and adequate fund should be provided by

government for effective management of the libraries!!'.
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In a similar study conducted to investigate the Information seeking Behavior of lecturers
in Nigerian universities''>.. A descriptive research design was adopted, lecturers selected
from the two universities: University of Ibadan and Obafemi Awolowo University, Ile-Ife
being the focus. The population of interest was 109 lecturers sampled. Data was analyzed
using statistical methods that is, descriptive statistics describing the correlation usix
Pearson correlation. Findings indicates that the increase in information available e
Internet has greatly affected the information seeking pattern of lecturers. Theif\pattcrn of
searching for and gathering information is expressed in various , through
electronic sources, consulting knowledgeable person in the field 6p erence to the use

of periodicals in their university libraries Further. This stud cluded that majority of

the respondents from both universities seek informati(§ @ate knowledge.

Another study investigated the information I@d seeking behaviour of academic
staff in three universities in Bayelsa Sh@\!igeria. The study adopted descriptive
research design and the population (@é—gtudy is comprised of 200 academic staff from
University of Africa, Nige @%miversity and Federal University, Otuoke, all in
Bayelsa State out of whi g were randomly selected. Cronbach Alpha technique was
used to determine @)ﬁility coefficient of the instrument and an index of 0.87 was
obtained. Th ings revealed that majority of the respondent need information for
teaching,\g%rch and supervision and information on self and professional development.
The study further showed that most of the academics largely depend on e-resources and
the internet. The internet and the electronic sources are the most important and preferred
sources of information used by academic staff. The findings discovered that work
experience and age significantly influence the information seeking of academic staff.
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Some of the problems encountered when searching information include poor internet
connectivity and lack of regular power supply. Based on the findings, it is recommended
that the school management should provide adequate internet facilities and improve on
electricity supply so that academic staff can enjoy more access to the internet while they

are in school and especially within the confines of their offices!!®. \

In a related study conducted to assess the information seeking behaviour of a ic
staff in the college of education, Agbor, Delta State, Nigeria. The desc 'ptgeasurvey
research design was adopted for the study. The population of this st 49 full-time
academic staff working in the college of education, Agbor, Delt@te, Nigeria. The data
were analysed using descriptive statistics. The findings @led that the preferred
sources of information by the academics are books, j%%%intemet sources, electronic
resources, colleagues and friends, reference %%, among others. The finding also
revealed that academics need informat';o& research, career advancement, teaching,
personal self-development, condition &(sa\vice/ promotion criteria, among others. It was
revealed from the findings that .\ demics demand for the information they require by
consulting books, journa s,gmet/ online webpages, electronic resources, interacting
with colleagues a@%ﬂ , and demand for information using less of associational

meetings, indeféstracts, bibliographies, and government documents/ websites'!”.

The reSI%&ltS indicated that they use information for getting materials for research
purposes, materials for teaching purposes, to advance their academic career, to
understand the condition of service/ promotion criteria, among others. It was revealed
from the findings that the challenges that militate against the access and use of

information by the academic staff are too many outdated library materials, issues with
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ascertaining trustworthiness of information sources, information explosion, erratic power
supply, poor information evaluation/ searching skill, no adequate assistance from
information professionals, among others. It was recommended that library management
should acquire more recent books, journals, and electronic information resources since
they remain the preferred information source of the academics, and training should&

undertaken for the academics in the college of education to enable them to ascert@[h
ease if an information source is trustworthy or not''8, < N

/\

A study researched on Information Needs, Sources, and Information g Behaviour
of Administrators/Policy-Makers in Federal Polytechnics: A Ca@F deral Polytechnic
Ede, Osun State, Nigeria. The study adopted a descriptive @ey design using simple
stratified random sampling technique. The stu%’b%lation consisted of 100
Administrators/Policy-Makers in Federal Po s. Data collected were analyzed
using tables, percentage, and frequenc&tribution. The result showed that the
policymaker did not have direct acc%%\adequate information through the libraries as
well as other government age@%hese sources of information have been inefficient.
Recommendations such a t\éequent use of library for secondary source of information,
setting up of regi{ri(sﬁ%m

workshops, se s etc, to educate the policymakers were made to ameliorate the

situatioﬁ@

Similarly, another study investigated the information seeking behaviour and work

ation unit, organizing in-service education programmes,

performance of local government administrators in Niger State, Nigeria'?°. Descriptive
survey research design was used and the target population was the 275 local government

administrators in the 25 local government areas in Niger State, Nigeria. Frequency and
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percentage distribution, mean and standard deviation and linear regression were used to
analyse the data. Results showed that the challenges militating against work performance
included lack of staff training on skills to provide quality service. Results further showed
that work performance of local government administrators in Niger State, Nigeria was not
significantly influenced by information seeking behaviour. The study concluded that &

high level of work performance of local government administrators in Niger Sta@d

be attributed to the high level of their information seeking behaviour. < )
Based on the findings, the study concluded that the level of work p nce of local
government administrators in Niger State, Nigeria is high; evel of information

seeking behaviour of local government administrators in I@ State is high and the
challenges facing work performance. It is believed th%@lanced information seeking
of the local government administrators would racy makers to better understand the
factors affecting work performance of Los&)vemment administrators in Niger State,
Nigeria, and formulate appropriate @h\nﬁon program. Considering the latest global
developments in information. %ision and the recent increased focus on this
development of local gov &nt administration, the administrator in the government has
momentous respo@&,v and a latent opportunity to improve its administrator‘s
information s behaviours. To meet these challenges, major steps are needed to

upgrade\@kill of local administrator‘s information seeking behaviour and improve

information services provided to them so that the problems that they face are resolved.

In a related study conducted to assess the online information-seeking behavior of among
the general public in China. The survey explored eight attitudes of policymakers toward

gathering information: kinds of information needed, preferred sources, barriers to
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accessing information, use and usefulness of professional reading materials, receptiveness
of public affairs organizations, satisfaction with amount of information, time spent in
information-gathering, and the role of office computers. Findings are that high-ranking
local officials spend significant work time engaged in information-related tasks, are
generally satisfied with their results, are pessimistic about the professional literature &
optimistic about public interest organizations as information providers and un e
external library-based resources and computer-assisted information services.@ggested
improvements in the delivery of information to local decision—mak@o s on the

development of electronic "expert systems" and the need for an 6 tion-literate local

bureaucracy'?'. Q

Another paper was conducted to explore the informa&%eeds and information-seeking
behavior of faculty members in Pakistan univa@A survey research method for the
study using a targeted population of 9 %%ching and research staff of humanities
departments. The collected data w%(a\alyzed both quantitatively and qualitatively.
SPSS was used for quantitativ%xk\}ysis. The study reveals that most of the humanities
faculty members rely heavhbpon books and experts in their subject fields for teaching
and research activi@® was the preferred format and meeting personally for face-to-
face discussio;béas the most frequently used channel of communication. The lack of
availabiﬁ%% required material was the number one problem in information-seeking
process. The study also reveals that consulting with experts in the subject field was the
preferred method of getting information followed by the conversation with colleagues.

Reference books were the most important resource for teaching. Consultation with
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knowledgeable persons or experts in the field was the most important source of

information for the research.

Most humanities teachers get information sources from their departmental library; they
also maintain personal collections and/or personal libraries for this purpose. Most of the
humanists prefer information in print, while they least prefer audiovisual materi«
Results of the study show that most of the humanists do their information@‘\g
activities at home. Meeting personally was the most-used channel of communitation,
followed by e-mail. Consulting with the subject experts was the most n method to

>

keep abreast with current developments in their subject % ost search for
information for their teaching preparation or lecturing, to gl@researchers or students,
and to support research. Unavailability of require(@%al was the most common

problem in information-seeking!?2. @

Another study investigated the informaﬁ%d ds and information-seeking behavior of
agricultural students at Kogi State %&versity. The study employed a survey research
design. The study was co l@ using a sample population of 356 respondents to
acquire relevant data for her $fudy. The study established that agricultural students need
information pu o@u}y for assignments and that the Internet is the major source of
seeking info n. The study, among others, recommended that the university
manager}sggsﬁmould provide funds to acquire more relevant books in the library that will
meet the information needs of agricultural students!23.

2.3.2 Professional Development and Employee Creativity

Research exists on the basis of location that discussed about the issues of employee

development as one of the important functions of the human resource department which
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relates to building the abilities of employees and the organization resulting in their
creativity and performance advances and as a result the organization‘s productivity.
According to these school of thoughts, professionally developed personnel feel more
satisfaction and commitment towards their job and consequently their performance
improves and so does the organization performance. Therefore, Professional developm&
procedures are crucial to employees as it implies that the firm has their well-bein ir
best interest since they are concerned about their advancement. In a study co@y ed to
investigate The Effect of Career Development on Employees Produ ’\y Evidence
from Cross River University of Technology. This study adop %survey research

design on Population of four hundred and ninety-nine (4 ademic staff and non-

academic staff of University of Cross River State!?, er

The multiple linear regression technique w, rQ‘ to determine the effect of the
independent variables on the dependent, v@es. Beta coefficient in respect to career
training (CT) is estimated at 0.946 %gg\eer advancement (CA) is estimated at -0.025.
Result shows that that career @g significantly increases on employee productivity
while career advancemxggniﬁcantly decreases the productivity of employees in

University of Cr<ss§'!v

organizations i@d consider organizing for trainings and seminars for employees this

r State. It is recommended that, the management of

will helps&trease employee skills and competence making them more willing to work

harder and deliver quality service delivery for the success of the organization'?.

A similar study examines the influence of professional career development and teamwork
on job satisfaction among lecturers in selected private universities in Nigeria. The study

adopted descriptive survey research design to establish the relationship between
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professional career development, teamwork, and job satisfaction. The reliability of the
measuring instrument was tested using Cronbach Alpha. The result of the analysis
showed that there is a statistical influence between the three constructs professional
career development, teamwork and job satisfaction of private university lecturers in
Nigeria. The research concludes that professional career development and teamWK
exert different levels of influence on private university lecturers® job satisfaction @at

teamwork exerts greater level of influence on lecturers* job satisfaction. < )

Hence it was suggested that management of private universities ~o® promote the
establishment of multidisciplinary and interdisciplinary resear@a s and centres to
blend the experience of academics. Also, private universities @ld make annual plans to
sponsor or subsidize conferences, seminars, and work@%&penses of lecturers in order

to encourage frequent participation in acade@lts so as to sustain the lecturer‘s

satisfaction and commitment on the joblzf.,&

Another research work investigates %&raining and professional development practices

N

for the employees in the G@cation Service. The study focused on identifying the
e

training and development\ n

N

training and devel t policy in operation of the selected schools, ascertaining the

s of employees of the selected schools, ascertaining the

type of traini:@lployees undergo and finally, examining the effects of training and
develop Q{m employee‘s performance. This study employed both quantitative and
qualitative approaches. The target population for this study were 318 teaching and non-

teaching staff in the selected schools randomly. Data were analyzed using Cronbach's

alpha method with the help of Statistical Package for Social Sciences (SPSS). The study
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revealed that identifying the training needs from the employees® perspective, the

organization can measure the performances of individual employees.

This finding also showed that employee training and development play a vital role in
improving performance as well as productivity. This in turns leads to placing the
organisation in the better positions to face competition and have competitive advanta

over its competitors. Thus, through effective training programmes em %‘s
competency increases, which does not only improve the overall perfo an(eﬁf the

employees to effectively perform their current jobs but also enha@ knowledge,

skills and attitude of workers necessary for the future job, th nttibuting to higher

organizational performance!'?6. Q

N\

A research work examined the effect of training &Qevelopmen‘[ on creativity of
academic staff in a selected Nigerian unive?ﬁ\@ descriptive quantitative research
design using Survey method was used to @ct the study. The population of the study
included all academic staff in the ﬂecc%ed university with a total of 535 faculties.
Reliability and validity pro c@vere confirmed. Data was analyzed with the use of
Statistical Package for S §Sciences (SPSS). Regression analysis was employed as
statistical tool on%%y‘sis. The findings revealed that undoubtedly, training and
development mmes for academic staff have long-term profits that outweigh the
immediwsts. It also revealed that it is important to improve the training and
development regime of academic staff in ways best suited for institutional culture and
contexts in universities. This may boost the creative performance of academic which also

has implications for institutional reputations. However, most importantly, training and

development enhance students to acquire the necessary information, guidance, and
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support needed to learn, persist, graduate, and achieve their aspirations. Therefore, the
data presented in this article is important in this regard for extended investigation or

inquiry'?’.

A study investigated the role of leadership in employee engagement and creativity. The
target population were 400 respondents from 110 organizations representing main{

textile, FMCG, cement, petroleum, fertilizers, pesticides, chemicals, ele@s,

pharmaceuticals, and other sectors. Descriptive survey research design wag@&ﬁﬁ. The
Cronbach‘s alpha, correlation and regression were used to analyze thezda
show that there is a positive and supportive link between H@n esource practices
(training and empowerment), employee engagement andgployee creativity. The
findings also reveal that when an organization con@%eir employees in terms of
training and employee engagement, the perfi k@fb of employees improves. This is
because such processes make the employe&*f%ﬂ that the organization is more concerned
about them, and the sense of con%{ra\ion leads the employees towards employee
engagement which ultimately @‘.S into the creativity of employees. Furthermore,
employee‘s role is vital i e growth and success of an organization. To remain
competitive in tod@etitive environment, employees of the organization must be
engaged. In tl}S@ard, human resources practices (training, empowerment) are of great
importaﬁc{/gdmproving employee creativity!?8.

Similarly, another research work explored the role of employee training in the retail
industry and the impact of such training outcomes on the creativity of employees'?’. The

cross-sectional survey method was employed using a sample of 242 employees working

in retail outlets operating in Kanpur city, Uttar Pradesh, India as the target population. A
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systems approach was adopted for understanding the relationship between perceived
training outcomes and employee creativity. The outcome of the research reveals a

positive link between employee training and employee creativity.

Findings indicates that employee creativity was found to be significantly related to
employee training. Need based, quality training programmes directed towards improviux
cognitive processes in employees, is one of the major antecedents to employee c y.
The increase in the knowledge level is more likely to produce innovative @((Dtﬁavior.
Training improves divergent thinking skills and builds a supporti ganizational
climate characterized by trust between employer and employee@ployees‘ innovative
behavior depends on not only the intellectual capaci Qrinsic motivation, and
psychological understanding of an individual, but als@% kind of stimulation from the

external environment, like effective leadership s@gamzaﬁon

A related study aimed at identifying éﬁgﬁpact of the delegation of authority on

employees' performance at great I&%ﬂummpahty was conducted'®°. It was constructed
on measuring the impact @atlon on efficiency, effectiveness, and empowerment.
The study population, K‘ﬂ%ﬁ@d of central and executive management employees working
in GIM in no egfkgion of Jordan selected through a random sampling. Means,
standard de%’@n, percentages, (T-test), and Cronbach Alpha test were used and applied.
The res@f the study have shown that there is a statically significant for delegation of
authority on efficiency, effectiveness, and empowerment of employees' performance at
great Irbid municipality. 49 corresponded with the value of tasks to promote functional
performance. Moreover, improving administrative delegation of authority in which effect

on employees' satisfaction, employees' empowerment to implement tasks individually
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without asking high management. This method will save time and effort. It will also offer

service for customers rapidly and directly.
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24 Conceptual Framework

Independent Variables Dependent Variable

Information seeking Habit Employee Creativity

e Information identification
e Information Exploration
e Information collection Hol

e Information presentation Knowledge Expting

Creative, Fhinking Skills

Professional Development Ho2

Task Motivation

e Job Observation
e Job Retention
e Job Modeling

Ho3

—

Figure 2.1 Conceptial™~Model for Information Seeking Habit, Professional
Development and Employee Creativity

Source: Researcher’s Fieldwork, 2023
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According to the conceptual model of the study, the dependent variable of this study
employee creativity. Employee creativity in the context of this study will be measured
using Componential Theory of Creativity. Employee creativity (dependent variable) has
three measures relevant for this study which includes: expertise, creative thinking skills
and task motivation. The independent variables are information seeking habit a

professional development; information seeking habit is measured with info %n
identification, exploration, collection, and presentation while professional deyelopment
has four measures relevant for this study which include: observatiogt tion, and
modeling. The selection of the model is based on the belief th % a relationships
and interactions between the components of the independ@arlables and employee

creativity of administrative staff in public polytechnéc@sun State. It suggests that

information seeking habit and professional develo are some of the key determinants

of employee creativity of administrative staf%\gvemment—owned Polytechnics in Osun
State. C)\

The conceptual framework illus‘t@g‘é combine influence of information seeking habit
and professional developrﬁ%& employee creativity of administrative staff in public
polytechnics in O h@) Nigeria. With these variables, this study will identify the
impact of infon@on seeking habit on employee creativity (expertise, creative thinking
skills and @motivation) of administrative staff in hypothesis one, impact of
professional development on employee creativity (expertise, creative thinking skills and
task motivation) of administrative staff in hypothesis two and the combine impact of
information seeking habit and professional development on the employee creativity of

administrative staff in public polytechnics in Osun State, Nigeria; where
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recommendations that will improve the creativity among administrative staff will be
drawn.

The conceptual framework is anchored on componential theory of creativity, information
search process theory and Bandura‘s Social Learning theory of professional development.
Componential theory of creativity was used to explain the employee creativity. Some&
the measures that were adapted for the theory are expertise, creative thinking ski d

task motivation. Information search process theory was used to explain th i@ation
&

search habit. Some of the measures that were adapted for information habit are
information identification, information exploration, and info Mﬁ collection and
information presentation. For professional development, @lura‘s Social Learning

theory of professional development was used. The m a@sed for this study includes

observation (attention) retention and modeling. ’b

2.5  Summary of Gap in Literature | &

This chapter emphasizes scholags@ts regarding the issue of this study which is the
influence of information @ habit and professional development on employee
creativity of admlnlsxrq(%staff in public polytechnics in Osun state, Nigeria. The study
indicates the r of information seeking habit and professional development on
employee c B The evaluation on the conceptual framework has defined the notions
(mformat seeking habit, professional development, and employee creativity. It
displays the link between the dependent variable (employee creativity of administrative

staff) and the independent variables (information seeking habit and professional

development).
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A study examined the Information Seeking Behavior of Academic Librarians for
Effective Performance: A study of UNIBEN, AAU and AUCHI Polytechnics, EDO State,
Nigeria!7®. Descriptive survey research method was adopted. The population of interest
were Forty-eight (48) academic librarians in the selected tertiary institutions. Frequency
counts and simple percentage was used to analyze the obtained data. The study revea&
that the predominant information required by academic librarians was informatio@w
actualization of the library's objectives. Findings also showed that the int m@as the
major source of obtaining information in this 21st century and this C(@% source is
very rich as they get what they wanted from it. To this end, the Wbrarians rated the
general availability and accessible to information as highly@sable. It was therefore
recommended that, academic libraries should provide 4§temet facilities in the library
accessible to all librarians to enhance effectiye rmance and information service
delivery to users. Management should encou }staff training and capacity building to
enhance their skills and adequate ﬁmK@ﬁe provided by government for effective
management of the libraries. '&Q

In a similar study conduct&@%estigate the Information seeking Behavior of lecturers
in Faculties of Ed 'a%g% Obafemi Awolowo University, Ile Ife, and University of
Ibadan'’6. A degeriptive research design was adopted, lecturers selected from the two
universi%@versity of Ibadan and Obafemi Awolowo University, Ile-Ife being the
focus. The population of interest was 109 lecturers sampled. Data was analyzed using
statistical methods that is, descriptive statistics describing the correlation using Pearson
correlation. Findings indicates that the increase in information available on the Internet

has greatly affected the information seeking pattern of lecturers. Their pattern of
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searching for and gathering information is expressed in various methods, through
electronic sources, consulting knowledgeable person in the field and preference to the use
of periodicals in their university libraries Further. This study concluded that majority of

the respondents from both universities seek information to update knowledge.

In a study conducted to investigate The Effect of Career Development on Employgi
Productivity: Evidence from Cross River University of Technology. This stud %d
the survey research design on Population of four hundred and ninety-nine O%)éddemic
staff and non-academic staff of University of Cross River State. Itiple linear
regression technique was used to determine the effect of the indent variables on the
dependent variables. Beta coefficient in respect to caree%&g (CT) is estimated at
0.946 and career advancement (CA) is estimated at -@Result shows that that career
training significantly increases on employetivity while career advancement
insignificantly decreases the productivit@mployees in University of Cross River
State. It is recommended that; tEQ{i?nagement of organizations should consider
organizing for trainings and s . rs for employees this will help to increase employee
skills and competence & them more willing to work harder and deliver quality
S

service delivery fo< th&

A similar stu @nines the influence of professional career development and teamwork

ess of the organization'®.

on job s?ﬁggftion among lecturers in selected private universities in Nigeria. The study
adopted descriptive survey research design to establish the relationship between
professional career development, teamwork, and job satisfaction. The reliability of the
measuring instrument was tested using Cronbach Alpha. The result of the analysis
showed that there is a statistical influence between the three constructs professional

123



career development, teamwork, and job satisfaction of private university lecturers in
Nigeria. The research concludes that professional career development and teamwork
exert different levels of influence on private university lecturers® job satisfaction and that
teamwork exerts greater level of influence on lecturers® job satisfaction. Hence it was
suggested that management of private universities should promote the establishmen‘&
multidisciplinary and interdisciplinary research teams and centres to blend the ex e
of academics. Also, private universities should make annual plans to sponsor o@mdize
conferences, seminars, and workshop expenses of lecturers in order to ea e frequent
participation in academic events so as to sustain the lecturer's, satisfaction and
commitment on the job'®. The fact that there is scanty literan this area shows a big
gap in most of the studies reviewed. It is agains tk'ob%ckground that the current
researcher finds it suitable to investigate the 1 of information seeking habit and

professional development on employee (@ty of administrative staff in public

polytechnics in Osun state, Nigeria. .\
“ 0y
&
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Chapter Three
Methodology

This chapter presents the methodology used in this study. The different sub-sections
include research design, population of the study, sample and sampling technique,
description of research instrument, validity of research instrument, reliability of research
instrument, method of data collection and method of data analysis. Q\

3.1 Research Design < 0

This research utilized a quantitative research approach which ¢ x gathering
quantitative data to complement the conclusion produced m\ the analysis of
quantitative data. This qualitative method was utilized to%rmine the influence of
information seeking habit and professional devel on employee creativity of
administrative staff in public polytechnics i‘@ State Nigeria. This method is
appropriate because it is found useful in.tls&llection of data on phenomena that cannot
be directly observed. In the same Vein,&g&criptive survey research strategy was chosen
since it allows for analyzing a s'v@ of a population at a moment in time. . The design

entails the collecting of d?obom the research respondents only at a moment in time

concerning topics L(ai@ideration.

3.2 Pop%@ of the Study

The pophbﬁon of this study consists of one hundred and forty-two (142) administrative
staff in government owned polytechnics in Osun State, Nigeria. This figure comprises
individuals working as administrative staff in the Federal Polytechnic, Ede Osun State
Polytechnic, Iree and Osun State College of Technology, Ese Oke. Within these

polytechnics, the administrative staff comprises of senior staff from administrative officer
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IT (L8), administrative officer I (L9), assistant Registrar (L11), Senior Assistant Registrar
(L12), Principal Assistant Registrar (L13) and Deputy Registrar (L14). For the purpose
of this study, only administrative staff that fall within Level 8 and 9 will be recruited as

respondents for this study. The rationale for this is to be able to obtain the required input

to fulfill the objective of this research. \

O
r,\\(,

Table 3.1: Population of the Study

S/N  Name of Public Polytechnic uniber of
administrative staff
1.  Federal Polytechnic, Ede < ) 58

2 Osun State Polytechnic, Iree Q : 46

38

) ®% 142

3 Osun State College of Technology, Esa

Source: Information Record Departme'n@xy’“.

33 Sample and Sampling@iqne

The sample size of tllg&llation is one hundred and forty-two (142) which is made up

of administrativ st(ﬁ“} Levels 8 and 9 cadre in government owned polytechnics in Osun
State, Nige@pling is the practice of picking certain people or things from a
populatiok/for investigation or study. For statistical significance and proper

representation, the study made use of total enumeration.
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34 Description of Research Instrument

A structured questionnaire was utilized to acquire data from the respondents because it
used to assess the structured questions and replies quickly to meet the study‘s purpose.
The instrument to be used will be information seeking habits, professional development,
and employee creativity (ISHPDEC) scale. The study followed the Likert scale d@
which permitted the researcher to provide alternatives that respondents picke nd
let the researcher offer their opinion regarding the problem under in @aﬁon. The

quantitative instrument was used to gather opinion and perception istrative staff

in Public Polytechnics in Osun State: QO

Section A: This section was prepared by the @r to gather demographic

information of respondents. The biodata @(Q%ondents contained gender, age,

qualification and job experience. This is @st section of the structured questionnaire
[ ]

prepared to gather personal data from t@mited respondents in the study.

Section B: Employee Creativ'. %C) scale which includes three aspects; expertise,
creative thinking skills }dk motivation which is targeted at analyzing employee
creativity in the ch@sgtt&&ary institution. The 15 items were adopted from the literature
as a guide in %@ning the questions*. The scale utilized a four-point response Likert
scale st%g/\/ery High (VH) =4, High (H) = 3, Low (L) = 2, Very Low (VL) = 1.
Examples of questions include Carrying out routine tasks in resourceful ways,
Generating and evaluating multiple alternatives for solving problems/carrying out job

tasks, providing methods for solving problems when existing answers are not apparent

amongst others.
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Section C: Information Seeking Habit (ISH) scale comprises four sub-variables of
information identification, exploration, collection, and presentation. The 16-items were
derived from available literature>. Each of the adapted questionnaires is considered
reliable given the reliability tested result reported by scholars. The scale employed a four-
point answer style of 4=Strongly Agree, 3=Agree, 2= Disagree and 1=Strongly Disagre&
Examples are I seek information whenever I want to make decision, Information/to
update my knowledge constitutes my information needs, I usually feel frustrated, when
consulting a source and not finding what I need etc. 0

Section D: Professional Development (PD) scale comprises of t eﬁvariables of job
observation, job retention, and job modeling. The componen mprise of 16-items and
were adapted from available literature®. Each o ﬂb dapted questionnaires are
considered reliable given the reliability teste % reported by scholars. The scale
employed a four-point answer style of.4= ongly Agree, 3=Agree, 2= Disagree and
1=Strongly Disagree. Examples of K@em are [ collaborate with my peers to
accomplish tasks assigned with® @%ositions, Inter-disciplinary seminar can aid work

processes, | make decision?@reating new procedures on tasks assigned to me etc.

.
3.5  Validity 0I®esearch Instrument

To ValidatQ% study, instruments acquired from relevant literature analysis and
adaptati(}éom questionnaires that have been utilized by other studies. Content and
construct validity was done. Content validity to determine the internal validity of the
research instruments was verified by the supervisor and other specialists in information
management specialists. Corrections submitted were used in generating the final

questionnaire which was sent out to the respondents for the research.
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3.6  Reliability of the Research Instrument

In guaranteeing validity of the data, the questionnaire was checked by putting it to the
examination of Human resource department of the selected polytechnic under
investigation in order to provide their judgments as to whether the hypotheses used to
measure the concepts were valid to ensure it covers all variables under study. 'E&
researcher submitted the questionnaire to a reliability test to assess the @al
consistency of all items measuring each variable in the study. The reh@1 of the
instrument was done through pilot research. Thirty (20) copies of the nnaire were
distributed to administrative staff in The Polytechnic, Ibadan, h 1s not part of the

study. Data received was submitted to Cronbach‘s alpha re@ test to confirm internal

consistency of the items. brb
°

3.7  Method of Data Collection &
Primary data was gathered to ansQwi{cﬁle aims of the research using a structured
questionnaire in accordance wf\%ﬂable literature. This instrument works well with a

cross-section survey desi }égely because it facilitates the gathering of data about

[ ]
opinion and percepri{Sﬁ'r pondents at a moment in time on current topics.

A letter of int ion and attestation was requested from the Department of Information
Manage}h&Lead City University, which was presented by the researcher to get
authorisation to conduct the survey from the relevant authority in the selected tertiary
institution. Due to the number of respondents, a three (3) day training course was
organised for two (2) research assistants to facilitate the administration, retrieval, and
initial sorting of copies of the questionnaires. In total, 142 copies of questionnaires were
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administered to administrative staff in the government owned tertiary institution in Osun

state, Nigeria.
3.8 Method of Data Analysis

The researcher evaluated the data obtained using descriptive and inferential statistics for
the items in all the sections of the questionnaires. The use of descriptive statisticQ*
used to explain and summarize data in terms of frequency distribution, mea(}@ard
deviation, and percentage of response concerning variables under i ’&antion, SO
addressing the research questions. To test the hypotheses establi% e inferential
statistics using regression analyses one and two were empl test the hypotheses.
The data obtained for the research was analyzed usin tistical Package for Social

Sciences (SPSS), version 24. All hypotheses in the ch were evaluated at 0.05 level

of significance. Q‘Q
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Chapter Four
Results and Discussion of Findings

This chapter deals with data presentation, analysis and the interpretation of the results.
The results and discussion of findings are presented based on demographic characteristics

of the respondents, research questions and hypotheses as follows:

4.1 Demographic Data Analysis é

The following are the socio-demographic characteristics of the respondents.’\(_/

Table 4.1: Demographic Characteristics of the Respondents Q
Variables Category .(\ Frequency Percent (%)
Gender Male Qv 61 43.0
Female er 81 57.0
Age 20-25 years b 6 4.2
26-30 years ’b 24 16.9

31-35 years sg 63 44.4
36-40 years &;\\' 12 8.5
41-45 years Q§ 25 17.6

46 years X ove 12 8.5

Educational Natidnal\Diploma (ND) 4 2.8
. K r National Diploma /Bachelor‘s degree 111 78.2
Q)}aster‘ s degree 19 13.4

b PhD 8 5.6
Years OQ/@nce 5-10 years 29 204
11-15 years 51 359
16-20 years 41 28.9
21-25 years 16 11.3

26-30 years 2 14

31 years and above 3 2.1

Source: Field Survey, 2024
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Table 4.1 reveals that 61 (43.0%) respondents were male, while 81 (57.0%) were female;
indicating that most of the respondents were female. Regarding the age, the table reveals
6 (4.2%) were in the age range of 20-25 years, 24 (16.9%) were between 26-30 years, 63
(44.4%) were between 31-35 years. Besides, 12 (8.5%) respondents were in the age range
of 36-40 years, 25 (17.6%) were between 41-45 years, while 12 (8.5%) were 46 years %
above. This indicated that most of the respondents were in the age range of 31-3®Q¢s.

Table 4.1 further reveals that 4 (2.8%) respondents had National Diplom. 1&08.2%)

obtained Higher National Diploma / Bachelor‘s Degree, 19 (13.4%) p gsed Master*s
degree, while 8 (5.6%) had PhD; indicating that most of the @ments had Higher
National Diploma / Bachelor Degree. Concerning the yea@ experience, Table 4.1
reveals that 29 (20.4%) respondents had 5-10 years‘@éence, 51 (35.9%) had 11-15,
while 41 (28.9%) had 16-20 years of experi ditionally, 16 (11.3%) had 21-25
years® experience, 2 (1.4%) had 26-30 yg@while 3 (2.1%) respondents had over 31

years of experience. It indicated that @é&f the respondents had 11-15 years of working

expeience N
S
i
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4.2 Presentation of Data

4.2.1 Research Questions

The following research questions were answered:

Research Question 1: What is the level of level employee creativity of administrative

staff in public Polytechnics in Osun State?

Table 4.2: Descriptive Analysis of Responses on Level of Employee Creativity é

Question items Very High Low Very %v Std.
high lo ’\ Dev.
Expertise %V
Carrying out routine tasks in 57 73 9 03 3.30 0.68
resourceful ways 401 (514 ( 2.1%)
%) %) ’D‘Q
Generating and evaluating multiple 43 57 34 8 2.95 0.88
alternatives for solving (30.3@% (23.9% (5.6%)
problems/carrying out job tasks. % %) )
Having new perspectives on old .§Q§ 52 38 2 3.06 0.82
difficulties. . AQJ& 352  (36.6 (26.8% (1.4%)
YW %)
Providing  methods Qb?olving 69 45 18 10 3.22 0.92
problems when exist?\g'*nswers are (48.6 (31.7 (12.7% (7.0%)
not apparent O %) %) )
Develops ade éplans and schedules 53 66 18 5 3.18 0.78
for the i p&tation of new ideas (373 (465 (12.7% (3.5%)
%) o) )
Weighted mean 3.14
Creative Thinking Skills Very High Low Very Mea  Std.
high low n Dev.
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Coming up with novel ideas to satisfy

organizational needs.

Promoting and championing new ideas

to others

Regularly proposes ideas for new or

more effective work methods

Generating creative ideas for service
delivery

Combining ideas with those of other
subordinates to come up with decision
jointly.

Weighted mean

Task Motivation

Not afraid to take risk

[ ] X A

Frequently makes suggestions abo& 65
0o

how to improve work metho@ 38.0%

practices Q\
Exchanging accurate infoklbon with
subordinates to so a problem
together. &Q

Having a clear u tanding of job
duties/responsibl%s
Always on out for new ideas to
istrative work capacity

enhance‘\d‘
Weighted mean

Grand mean

53 5
(373%) 4

(38.0%)
51 7
(35.9%) 7

(54.2%)
46 6
(32.4%) 1

(43.0%)
43 52
(30.3%)  (36.6%)
44 62

(31.0%)

o
oM

) (44.4%)

57

) (45.8%)

52 64
(36.6%)  (45.1%)
62 61
(43.7%)  (43.0%)
48 63
(33.8%)  (44.4%)

26
(18.3%)

12
(8.5%)

30
(21.1%)

39
(2

(43.7%&.9%)

18
(12.7%)
15
(10.6%)

22
(15.5%)

10
(7.0%)
24
(16.9%)

&

9 3.06
(6.3%)

2 325
(1.4%)

5 %
5Pl

C

2.92
(5.6%)
2 3.04
(1.4%)
3.06
4 3.22
(2.8%)
8 3.16
(5.6%)
4 3.15
(2.8%)
9 3.24
(6.3%)
7 3.07
(4.7%)
3.17
3.12

0.90

0.66

0.82

0.90

0.78

0.77

0.83

0.78

0.84

0.84

Decision rule: 1.00-1.49=Very low, 1.50-2.49=Low, 2.50-3.49=High, 3.50-4.00=Very

high
Source: Field Survey, 2024
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In Table 1, 40.1% of the respondents indicated very high on how they carried out routine
tasks in resourceful ways, 51.4% stated high, 6.3% mentioned low, while 2.1% indicated
very low. In addition, 30.3% of the respondents indicated very high on generating and
evaluating multiple alternatives for solving problems/carrying out job tasks, 40.1% stated
high, 23.9% mentioned low, while 5.6% indicated very low. Furthermore, 35.2% of &
respondents indicated very high on having new perspectives on old difficulties %
stated high, 26.8% indicated low, while 1.4% stated very low. Besides, 48. %che
respondents indicated very high on providing methods for solving@b ms when
existing answers are not apparent, 31.7% indicated high, 12.7%.statéd low while 7.0%
indicated very low. Also, 37.3% of the respondents indicat ry high on developing
adequate plans and schedules for the implementatio w ideas, 46.5% stated high,
§urther revealed that on average,

12.7% stated low while 3.5% indicated very lov@

the respondents‘ responses on expertise h.ad edn of 3.14; indicating that it was high.

Moreover, 37.3% of the respondents i@ed very high on coming up with novel ideas
to satisfy organizational needs, 38:0% ©Of the respondents indicated high, 18.3% indicated
low, while 6.3% indicated \@%v On promoting and championing new ideas to others,
35.9% of the respo @dicated very high, 54.2% stated high, 8.5% stated low, while
1.4% indicatedgvwery low. Besides, 32.4% of the respondents stated very high on
regularl)\p/\&s of ideas for new or more effective work methods, 43.0% stated high,
21.1% stated low, while 3.5% indicated very low. Additionally, 30.3% of the
respondents indicated very high on generating creative ideas for service delivery, 36.6%

indicated high, stated 27.5% low, while 5.6% indicated very low. Also, 31.0% of the

respondents indicated very high on combining ideas with those of other subordinates to
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come up with decision jointly, 43.7% stated high, 23.9% indicated low, while 1.4%

indicated very low. It was further revealed that on the average, the respondents® responses

on creative thinking skills had a mean of 3.06; indicating that it was high.

Furthermore, 40.1% of the respondents stated it very high for not afraid to take risk,

44.4% of the respondents stated high, 12.7% indicated low, while 2.8% indicated VK
low. Furthermore, 38 % of the respondents stated very high on frequently g

suggestions about how to improve work methods or practices, 45.8% indicated Thigh,

10.6% stated low, while 5.6% indicated very low. Besides, 36.6% o spondents

indicated very high on exchanging accurate information with bﬁa‘[es to solve a

problem together, 45.1% of the respondents stated high, 15. Qed low, while 2.8% of
the respondents stated very low. In addition, 43.7% of: ondents stated very high on
having a clear understanding of job duties / %Gb ilities, 43.0% stated high, 7.0%
stated low, while 6.3% of the respoPde \sfated very low. Also, 33.8% of the
respondents indicated very high on th&ﬁ}that they are always on the lookout for new
ideas to enhance administrativgﬁ capacity, 44.4% stated high, 16.9% of the
respondents indicated low,While*4.7% indicated very low. It was further revealed that on
average, the respo a@sponses on task motivation had a mean of 3.17; indicating
that it was high.@e grand mean for employee creativity is 3.12, which indicated that the
respond%&d high on the statements regarding employee creativity including

expertise, creative thinking skills and task motivation. This implies that the level of

employee creativity of administrative staff in public Polytechnics in Osun State was high.
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Research Question 2: What is the level of information seeking habit of administrative
staff in public Polytechnics in Osun State?
Table 4.3: Descriptive Analysis of Responses on Level of Information Seeking Habit

Question Items Very High Low Very Mean Std.
high low Dev.

Information identification

I seek information for personal 63 57 12 3.22 0.88

career development (44.4%) (40.1%) (8.5%) (7 0%)

I seek information whenever [ want 42 65 28 @9 0.83

to make decision (29.6%)  (45.8%) (19 7%) g_/

Information to  update my 53 60 K 0.83

knowledge constitutes my (37.3%) (42.3%) (16 2% Q2%

information needs

I seek information in order to 49 Q 3.11 0.81

enhance my professional activities  (34.5%)  (46. g@b 14.8%) (4.2%)

Weighted mean 3.12

Information exploration

I firstly identify the information &\ 24 2 3.35 0.81

needed before consulting the @% (27.5%)  (16.9%) (1.4%)

information sources A

I compare different source 47 65 25 5 3.08 0.80

information materials Q I (33.1%) (45.8%) (17.6%) (3.5%)

finally use the res

I usually fee Qated when 51 47 33 11 2.97 0.95

consulting a %and not finding (35.9%) (33.1%) (23.2%) (7.7%)

what | rmKd/QJ

If T did not get the information 57 55 23 7 3.14 0.86
needed in a particular information (40.1%) (38.7%) (16.2%) (4.9%)

material, I will continue searching

for information until I am satisfied

Weighted mean 3.14
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Information collection

I can get ideas for
production/projects

I can learn about administrative
procedures

Learning about report-
writing/communication  skills is
relevant for my profession

I can learn about work and other
current job procedures

Weighted mean

Information presentation
Information obtained solves
workplace problems

Information enhances
understanding of work processes

I share any relevant information

with co-workers/superiors

.1%)
Information can improve per: @44

competencies t
awareness. . 5\%
Weighted mean < \,

Grand mean

Very
high
60

(42.3%)
45
(31.7%)
55
(38.7%)

51
(35.9%)

High

61
(43.0%)
70
(49.3%)
42
(29.6%)

53
(37.3%)

Low

17
(12.0%)
17
(12.0%)
41
(28.9%)

QO

(44 4%)  (35. @rb (16.9%)

57\

(31.0%)

(33.19 QQ@S 8%)

(45.8%)
67
(47.2%)

25
(17.6%)
16
(11.3%)
21
(14.8%)

Very
low
4

(2.8%)
10
(7.0%)

I
(2.8%)0

3 '\Q/ 3.05
(22.5%@2%}

5
(3.5%)
5
(3.5%)
4
(2.8%)
10
(7.0%)

Mean

3.25

3.06

3.10

3.20

3.08

3.23

3.02

3.13
3.12

Std.
Dev.
0.77

0.85

0.89

0.87

0.85

0.80

0.76

0.86

Decision rul

high
Source: M Survey, 2024

151

-1.49=Very low, 1.50-2.49=Low, 2.50-3.49=High, 3.50-4.00=Very



In Table 4.3, 44.4% of the respondents indicated very high on how they sought for

information for personal career development, 40.1% stated high, 8.5% mentioned low,

while 7.0% indicated very low. In addition, 29.6% of the respondents indicated very high

on how they sought information whenever they want to make decision, 45.8% stated high,
19.7% mentioned low, while 4.9% indicated very low. Moreover, Table 4.3, reveals th&t
37.3% of the respondents indicated very high on how information to upda %ir

knowledge constitute their information needs, 42.3% stated high, 16.2% m:. n@ow,
while 4.2% indicated very low. It further shows that 34.5% of the res ’i indicated
very high on how they sought information in order to en@éheir professional
activities, 46.5% stated high, 14.8% mentioned low, while@y indicated very low. It
was further revealed that on the average, the resp “ responses on information
identification had a mean of 3.12; indicating tha&ib@%gh

Moreover, 54.2% of the respondents ind.ica edl very high on how they first identified the
information needed before consulting @formation sources, 27.5% stated high, 16.9%
mentioned low, while 1.4% ind‘l@ery low. Furthermore, 33.1% of the respondents
indicated very high on ho\ée compared different sources of information materials
before they finally 's@y resource, 45.8% stated high, 17.6% mentioned low, while
3.5% indicated ow. Additionally, 35.9% of the respondents indicated very high on
how the u@ feel frustrated when consulting a source and not finding what they need,
33.1% stated high, 23.2% mentioned low, while 7.7% indicated very low. Table 4.3
further reveals that 40.1% of the respondents indicated very high on how they would
continue searching for information until they are satisfied, if they did not get the

information on a particular information material, 38.7 stated high, 16.2% mentioned low,

152



while 4.9% indicated very low. It was further revealed that on average, the
respondents‘ responses on information exploration had a mean of 3.14; indicating that it
was high.

Table 4.3 further shows that 42.3% of the respondents indicated very high on how they
could get ideas for productions/projects, 43.0% stated high, 12.0% mentioned low, while

2.8% indicated very low. Similarly, it was revealed that 31.7% of the resp Q%
@

indicated very high on how they could learn about administrative procedu 3%
stated high, 12.0% mentioned low, while 7.0% indicated very low. Ir@i on, it was
revealed that 38.7% of the respondents indicated very high on h &ng about report
writing/communication skills is relevant to their profession@ 7 stated high, 28.9%
mentioned low, while 2.8% indicated very low. M a% 35.9% of the respondents
indicated very high on how they could learn abqu and other current job procedures,
37.3% stated it high, 22.5% mentioned. lo ,%le 4.2% indicated it very low. It was
further revealed that on average, the @ndents‘ responses on information collection
had a mean of 3.10; indicating th\% s high.

Table 4.3 reveals that 44.4@%@ respondents indicated very high on how information
obtained solved w k@%problems, 35.2% stated high, 16.9% mentioned low, while
3.5% indicated ow. Furthermore, 33.1% of the respondents indicated very high on
how inf rrr@ enhanced understanding of work processes, 45.8% stated it high, 17.6%
mentioned low, while 3.5% indicated very low. Conversely, Table 4.3 reveals that 40.1%
of the respondents indicated very high on how they shared any relevant information with

coworkers/superiors, 45.8% stated high, 11.3% mentioned low, while 2.8% indicated

very low. Additionally, Table 4.3 shows that 31.0% of the respondents indicated very
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high on how information could improve personal competencies and current awareness,
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47.2% stated high, 14.8% mentioned low, while 7.0% indicated very low. It was further

revealed that on average, the respondents® responses on information presentation had a

mean of 3.10; indicating that it was high. The grand mean for information seeking habit is

3.12; which indicated that the respondents rated high on the statements regarding

information identification, exploration, collection and presentation. This implies that &

level of information seeking habit of administrative staff in public Polytechnics b&m
C

State was high.
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Research Question 3: What is the most prominent professional development strategy

among Administrative Staff in Public Polytechnics in Osun State?

Table 4.4: Descriptive Analysis of Responses on Level of Professional Development

Question Items Very High Low Very Mean Std.
high low Dev.

Observation:

I collaborate with my peers to 70 59 10 3 3.38 0.71

accomplish tasks assigned with new (493 (415 (7.0%) (2.1%)

positions %) %) Q

I strategize on how to achieve short- 44 59 34 5 . 0.83

term career objectives by liaising with (31.0  (41.5  (23.9% (3.5%)

my departmental head/supervisor %) %) ) ’\

I support my advancement in the 51 64 18 9 3.11 0.86

organization through mutual (359  (45.1  (12.7%

association with direct head %) %) )

Observing experienced supervisors can 59 46 26 11 3.08 0.95

prepare me for positions of greater (41.5 (324 ( o (7.7%)

responsibility %) %) Q

Weighted mean 3.14

Retention: 6’6

I put into practice knowledge derived 69 17 20 3.08 1.08

from training to influence effectiveness (48.6\ 54 (12.0% (14.1%

in relevant work areas. % %) ) )

Knowledge acquired from training with * 56 23 5 3.18 0.83

international educational institutes 1\ 8 (394 (162% (3.5%)

used in solving specific administra @J %0) %) )

problems ¢

Knowledge derived from use Sl 62 22 7 3.11 0.84

seminars can be used in addrgssing a (359 (43.7 (15.5% (4.9%)

specific administrative lem %) %) )

Inter-disciplinary s '@n aid work 56 53 25 8 3.11 0.89

processes (‘J (394 (373 (17.6% (5.6%)

O % %)

Weighted 1%% 3.12

Modelling: Very High Low Very Mean Std.
high low Dev.

I implement a variety of job task by 40 74 22 6 3.04 0.78

studying the moral judgment of my (282 (52.1 (155% (4.2%)

departmental head %) %) )

My behaviour towards achieving job 49 62 23 8 3.07 0.86
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task is tailored through continuous (34.5 (43.7 (16.2% (5.6%)

practices from my direct supervisor %) %) )
I make decisions on creating new 76 43 17 6 333 0.85
procedures on tasks assigned to me (535 (303 (12.0% (4.2%)
%) %) )
I showcase my work performance by 37 66 24 15 2.88 0.92
observing other peers through regularly (26.1  (46.5 (16.9% (10.6%
transition between jobs in various %) %) ) )
departments
Weighted mean 3.08
Grand mean 3.11°

Decision rule: 1.00-1.49=Very low, 1.50-2.49=Low, 2.50-3.49=High, 3.50-@
high
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In Table 4.4, 49.3% of the respondents indicated that they collaborated very high with
their peers to accomplish tasks assigned with new positions; 41.5% stated high, 7.0%
mentioned low, while 2.1% indicated very low. Furthermore, 31.0% stated that they
strategize very high on how to achieve short-term career objectives by liaising with my
departmental head/supervisor, 41.5% stated high, 23.9% declared low, while 3.&
indicated very low. In addition, 35.9% stated that they support their advanceme Qw
organization through mutual association with direct head very high, 45.1% stated high,
12.7% mentioned low, while 6.3% indicated very low. Also, 41.5% sta observing
experienced supervisors can prepare them for positions of greater responsibility very
high, 32.4% stated high, 18.3% mentioned low, while 7.7"/@cated very low. It was
further revealed that on average, the respondents® resp&% observation had a mean of
3.14; indicating that it was high. ’b

Moreover, in Table 4.4, 48.6% of the r.esi"%s indicated that they put into practice
knowledge derived from training to i@ce effectiveness in relevant work areas very
high; 25.4% stated high, 12.0°% ntioned low, while 14.1% indicated very low.
Likewise, 40.8% of the res@e?ts indicated that knowledge acquired from training with
international educ '@titutes is used very high in solving specific administrative
problems; 39.4%tated high, 16.2% mentioned low, while 3.5% indicated very low.
Similarl&& of the respondents indicated that knowledge derived from in-house
seminars can be used very high in address a specific administrative problem; 43.7%
stated high, 15.5% mentioned low, while 4.9% indicated very low. Also, 39.4% of the
respondents indicated that inter-disciplinary seminar could aid work processes very high;

37.3% stated high, 17.6% mentioned low, while 5.6% indicated very low. It was further
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revealed that on average, the respondents responses on retention had a mean of 3.12;
indicating that it was high.

Additionally, in Table 4.4, 28.2% of the respondents indicated that they implemented a
very high variety of job tasks by studying the moral judgment of their departmental head;
52.1% stated high, 15.5% mentioned low, while 4.2% indicated very low. Also, 34.&
of the respondents specified that their behaviour towards achieving job task is d
very high through continuous practices from their direct supervisor; 43.7% s@gh,
16.2% mentioned low, while 5.6% indicated very low. Fuﬁher@’gﬁj% of
respondents specified that they made decisions on creating new procedures very high on
tasks assigned to them; 30.3% stated high, 12.0% mentione@r, while 4.2% indicated
very low. Besides, 26.1% of the respondents stat @wy showcased their work
performance very high by observing other pee %g regular transition between jobs
in various departments; 46.5% stated hig.h %mentioned low, while 10.6% indicated
very low. It was further revealed Orkéa\verage that, the respondents® responses on
modelling had a mean of 3.08; h@%g that it was high. Based on the responses of the
respondents, observation h&@%an of 3.14 over retention (mean=3.12) and modelling
(mean=3.08) respe T‘@%hich indicated that observation had the highest mean. This

means that obsep¥ation was the most prominent professional development strategy among

adminis at&ff in public Polytechnics in Osun State
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4.2.2 Hypotheses

The following hypotheses were tested at 0.05 level of significance:
Hol: There will be no significant influence of information seeking habit (information

identification, exploration, collection, and presentation) on employee creativity of

Administrative Staff in Public Polytechnics in Osun State.
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Table 4.5: Summary of Regression Analysis of Influence of Information Seeking

Habit on Employee Creativity

Model F(df) Anova
Sig.

R 0.524

R Square 0.275 12.978 0.000

(4,137)
Adjusted R Square 0.254 é

Std. Error of the Estimate  4.84902

Coefficients Unstandardized Standardized t < Sig
Coefficients Coefficients

B Std. Error Beta Q
Constant 27.646 3242 $ 526 0.000

Information identification 0.351 0.211 0.136 1.660 0.099
Information exploration -0.044 0.264 -0.01 0 -0.167 0.867
Information collection 0.070 0.254 0.0 6Q 0.274 0.784
Information presentation ~ 1.158 0.243 4.766 0.000

Source: Field Survey, 2024 @\f
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As indicated from the results in Table 4.5, information seeking habits had moderate
positive and statistically significant relationship with employee creativity of
administrative staff in public Polytechnics in Osun State (R= 0.524, p<0.05). The
coefficient of determination (Adj. R?) of 0.254 shows that information seeking habit
predicts 25.4% of the changes in employee creativity of administrative staff, while &
remaining 74.6% changes in employee creativity of administrative staff is expla'@y
other external factors other than those examined in this study. Q./

Also, from Table 4.5 the results of ANOVA (overall model signiﬁca@regression
test revealed that information seeking habit had a significant influence on employee
creativity of administrative staff in public Polytechnics i@un State. This can be
explained by the F-value (12.978) and low p-v u@OO) which is statistically
significant at 95% confidence interval. Hence %result revealed that information
seeking habits exhibited in public Polyte.ch i }Osun State significantly influenced the
employee creativity of administrative ;@orking there.

Additionally, the results of regre’s@%efﬁcients revealed that a positive and statistically
significant relative inﬂue\é&s reported for information presentation (=0.445,
p=0.000, t=4.766); '@) information identification ($=0.136, p=0.099, t=1.660),
information ex@atlon (B=-0.015, p=0.867, t=-0.167) and information collection
(B0.02Q\/@84, t=0.274) exerts insignificant relative influence respectively.
Specifically, the results reveal that at 95% confidence level, information presentation
(B=0.445, p<0.05) of administrative staff in public Polytechnics in Osun State was

statistically significant as the p-value was less than 0.05.
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Based on the results of regression coefficients in table 4.5, which position that at 95%
confidence level, a unit change in information presentation will lead to a 0.445 increase
in the employee creativity of administrative staff in public Polytechnics in Osun State;
given that all other factors are held constant. In all the information seeking habit sub-
variables examined, information presentation (beta=0.445) had the only relati&
significant influence at probability value less than 0.05. Considering this result ( Q:
0.254, F(4,137)=12.978, p=0.000); it implies that there was a significant in@{e}ce of
information seeking habit on employee creativity of administrativ@ in public
Polytechnics in Osun State. The null hypothesis (Hol) was therefose rejected.

Ho2: There will be no significant influence of professional @ pment (job observation,
retention, and modeling) on employee creativity %%mistrative staff in public

Polytechnics in Osun State.
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Table 4.6: Summary of Regression Analysis of Influence of Professional

Development on Employee Creativity

Model F(df) Anova
Sig.
R 0.494
R Square 0.244 14.860 .000
(3,138) &
Adjusted R Square 0.228 Q
Std. Error of the Estimate  4.93239 0
Coefficients Unstandardized Standardized Q/ Sig
Coefficients Coefficients ’\
B Std. Error Beta Q
Constant 29.372 2.799 % 10.493 0.000
Job observation 0.360 0.225 0.140 O 1.598 0.112
Retention 0.647 0.265 0.276Q 2.443 0.016
Modeling 0.397 0.261 1.519 0.131

016D,
Source: Field Survey, 2024 @‘
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As shown in Table 4.6, professional development had a weak positive and statistically
significant relationship with employee creativity of administrative staff in public
Polytechnics in Osun State (R=0.494, p<0.05). The coefficient of determination (Adj. R?)
of 0.228 shows that professional development predicted 22.8% of the changes in
employee creativity of administrative staff, while the remaining 77.2% changes i
employee creativity of administrative staff is explained by other external factoner
than those examined in this study. (J
Additionally, from the same Table 4.5 the results of ANOVA (overall m@gniﬁcance)
of regression test revealed that professional development had a_significant influence on
employee creativity of administrative staff in public Polytec@m Osun State. This can
be explained by the F-value (14.860) and low p- 1%%000) which is statistically
significant at 95% confidence interval. Hence %result revealed that professional
development demonstrated in public Pol.yte k in Osun State significantly influenced
the employee creativity of administrati@ff working there.

Furthermore, the results of regr&@%efﬁcients revealed that a positive and statistically
significant relative inﬂueﬂsbr% reported for retention ($=0.276, p=0.016, t=2.443);
while job observa"@.mo, p=0.112, t=1.598) and modeling (f=0.160, p=0.131,
t=1.519) exerts&signiﬁcant relative influence respectively. Specifically, the results
reveal that @%y confidence level, retention (f=0.276, p<0.05) of administrative staff in
public Polytechnics in Osun State was statistically significant as the p-value was less than

0.05.
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Based on the results of regression coefficients in table 4.6, which position that at 95%
confidence level, a unit change in retention will lead to a 0.276 increase in the employee
creativity of administrative staff in public Polytechnics in Osun State; given that all other
factors are held constant. In all the professional development sub-variables examined,
retention (beta=0.276) had the only relative significant influence at probability value less
than 0.05. Considering this result (Adj. R°=0.228, F(3,138)=14.860, p=0.000); it i es
that there was a significant influence of professional development on employeé,creativity

of administrative staff in public Polytechnics in Osun State. The null @t esis (Ho2)

was therefore rejected. O
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Ho3: There will be no significant combined influence of information seeking habit and
professional development on employee creativity of administrative staff in public
Polytechnics in Osun State.

Table 4.7: Summary of Regression Analysis of Combined Influence of Information
Seeking Habit and Professional Development on Employee Creativity

Model F(df) Anova
‘ Sig.

R 0.527

R Square 0.278 §9QQO 000
Adjusted R Square 0.267 %

Std. Error of the Estimate  4.80491

Unstandardized St@agized t Sig
Coefficients &fficients

Coefficients B Std Beta

Constant 23.882 @ 7.283 0.000

Information seeking habit 0.219 (‘8 083 0.249 2.636 0.009

Professional development \3%\ 0.092 0.330 3.490 0.001
N\

Source: Field Survzﬁ&
O
\/Q/
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As indicated from the results in Table 4.7, information seeking habits and professional
development jointly had moderate positive and statistically significant relationship with
employee creativity of administrative staff in public Polytechnics in Osun State (R=0.527,
p<0.05). The coefficient of determination (Adj. R?) of 0.267 shows that information
seeking habit and professional development jointly predicted 26.7% of the changes'&
employee creativity of administrative staff, while the remaining 73.3% cha in
employee creativity of administrative staff is explained by other external faQ).r} other
than those examined in this study. 0

Also, from Table 4.7 the results of ANOVA (overall model sigaificance) of regression
test revealed that information seeking habit and professiona@pment jointly had a
significant influence on employee creativity of admini t%Qstaff in public Polytechnics
in Osun State. This can be explained by the E-v, 6.698) and low p-value (0.000)
which is statistically significant at 95%. co étce interval. Hence, the result revealed
that information seeking habits aq{(—;k)fessional development shown in public
Polytechnics in Osun State '@%antly influenced the employee creativity of
administrative staff working@r .

Additionally, the re 'l@;gression coefficients revealed that a positive and statistically
significant rela@ influence was reported for information seeking habit ($=0.249,
p=0.009. t@@ and professional development respectively ($=0.330, p=0.001,
t=3.490). Specifically, the results reveal that at 95% confidence level, information
seeking habit ($=0.249, p<0.05) and professional development ($=0.330, p<0.05) of
administrative staff in public Polytechnics in Osun State was statistically significant as

the p-value was less than 0.05.
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Based on the results of regression coefficients in table 4.7, which position that at 95%
confidence level, a unit change in information seeking habit and professional
development will lead to 0.249 and 0.330 respective increase in the employee creativity
of administrative staff in public Polytechnics in Osun State; given that all other factors
are held constant. Both information seeking habit ($=0.249) and professio&
development (B=0.330) had a relatively significant influence at probability value 1 Qn
0.05. Considering this result (Adj. R’=0.267, F(2,139)=26.698, p=0.000); it i‘cﬂhis that
there was a significant combined influence of information seeking habiofessional
development on employee creativity of administrative staff in-publc Polytechnics in

Osun State. The null hypothesis (Ho3) was therefore rejected Q

4.4  Discussion of Findings &b

The results of this study on socio—demograph@terlstlcs revealed that most of the
respondents were female; of which most m were in the age range of 31-35 years.

Similarly, it was established that mo@g{c&e respondents had Higher National Diploma /
bachelor‘s degree. The ou r@'t er revealed that most of the respondents had 11-15
years of working experl %

Regarding the res arc question, the findings of this study revealed that the level of
employee cre%@ of administrative staff in public Polytechnics in Osun State was high.

This Wag\&hshed through the grand mean for employee creativity, which indicated
that the respondents rated high on the statements regarding employee creativity including
expertise, creative thinking skills and task motivation. This was further affirmed through
the responses of the respondents indicated very high on how they carried out routine tasks
in resourceful ways of which slightly over half of the respondents stated high.
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In addition, many of the respondents indicated very high on generating and evaluating
multiple alternatives for solving problems/carrying out job tasks. Furthermore, few of the
respondents indicated very high on having new perspectives on old difficulties. Besides,
below half of the respondents indicated very high on providing methods for solving
problems when existing answers are not apparent. Also, many of the responden&
indicated high on developing adequate plans and schedules for the implementation/of
new ideas. The finding of this study on employee creativity was in line with tl‘&(y come
of the previous studies which emphasized the increase in creativity 2.

The finding of this study on creative thinking skills revealed that gaanysof the respondents
indicated high on coming up with novel ideas to sa@ organizational needs.
Additionally, over half of the respondents stated hi @omoting and championing
new ideas to others. Besides, many of the respo ated high on regular proposals of

N

ideas for new or more effective work met Ndditionally, many of the respondents
specified high on generating creatiV\®b§or service delivery. Also, many of the
respondents indicated very high @gﬁmining ideas with those of other subordinates to
come up with decision joi@%e finding of this study on creative thinking skills is in
consonance with th ﬂo@)e of previous studies, which improves creative ideas 4.

Furthermore, tk@esponses on task motivation revealed that most of the respondents
stated hi h@not afraid to take risk. It was further established that many of the
respondents stated high on frequently making suggestions about how to improve work
methods or practices. Besides, most of the respondents indicated very high on exchanging

accurate information with subordinates to solve a problem together. In addition, most of

the respondents stated very high on having a clear understanding of job duties /
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responsibilities. Also, many of the respondents indicated high on the fact that they always
on the lookout for new ideas to enhance administrative work capacities. The findings of
this study is in agreement with the outcome of previous studies which relate task
motivation to enhance administrative work * 3. On the issue of information seeking habit,
the finding of this study revealed that the level of information seeking habit Qf
administrative staff in public Polytechnics in Osun State was high. The outcome is
study was in agreement with the findings of the previous studies which re\%.lj that
information need and information resources to survive in all sectors of e associated
with creativity”®,

This was established through the grand mean for informa@eeking habit is; which
indicated that the respondents rated high on the smBQents regarding information
identification, exploration, collection and 5@1 ation. Regarding information
identification, it was affirmed on the fact t%ky sought for information for personal
career development in high manner&("%e outcome of this study revealed that the
respondents indicated high on ?@g{ey sought information whenever they wanted to
make decision. Moreover, B@Qevealed many of the respondents indicated high on how
information to upd %@jmowledge constitutes their information needs. It was further
revealed that the*sespondents indicated high on how they sought information to enhance
their pra@ activities.

For the information exploration, the findings of this study revealed that over half of the
respondents indicated very high on how they firstly identified the information needed
before consulting the information sources. Furthermore, most of the respondents stated

high on how they compared different sources of information materials before they finally
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used the resource. Additionally, many of the respondents indicated high on how
frustrated they usually feel when consulting a source and not finding what they need. It
was further revealed that many of the respondents indicated very high on how they would
continue searching for information until they are satisfied, if they did not get the
information on a particular information material. The finding of this study on informati
exploration was not in agreement with the outcome of a previous study, which @ot
reveal high ratings concerning information exploration °. (./

The finding regarding information collection revealed that many of®XSpondents

mentioned high on how they could get ideas for productions/prej ﬁimilaﬂy, it was
revealed that many of the respondents indicated high on @y could learn about
administrative procedures. In addition, it was reve ea@ many of the respondents
indicated high on how learning about report writi mmunication skills is relevant to
their profession. Moreover, many of th? rgokents indicated very high on how they
could learn about work and other cu@b procedures. The finding of this study on
information exploration plays afi jmpoftant role in the sense making process in providing

information in a high mann\@ :

Regarding informagll\s@gntation, most of the respondents indicated very high on how

information obt@ solved workplace problems. Furthermore, most of the respondents
indicate @ on how information enhanced understanding of work processes.
Conversely, many of the respondents indicated high on how they shared any relevant
information with coworkers/superiors. Additionally, most of the respondents indicated
high on how information could improve personal competencies and current awareness. It

was further revealed that on average, the respondents‘ responses on information
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presentation was high. The finding of this study is not in agreement with high information
presentation rating as a sub variable of information seeking!® !> 12,

Concerning professional development, it was established that observation was the most
prominent professional development strategy among administrative staff in public
Polytechnics in Osun State. Based on the responses of the respondents, observation h
the highest mean, followed by retention, while modelling was the least. It was er
revealed that the respondents indicated that they collaborated high with the(yers to
accomplish tasks assigned with new positions. Furthermore, many r nts stated
that they strategize very high on how to achieve short-term car (@ives by liaising
with my departmental head/supervisor; while most of them %\ at they support their
advancement in the organization through mutual ass i@ with direct head very high.
Also, many respondents stated that observing '§d supervisors can prepare them
for positions of greater responsibility Verk} The findings of this study emphasize
that the pressures and tendencies are g organizations and those who work with
those organizations to re—evaluat@%professionalism and to make judgments about the
kinds of professional learm\% need to get better in their job!?.

In line with retentiet sQit;%‘lnding of this study revealed that most of the respondents
indicated that @ put into practice knowledge derived from trainings to influence
effectiv&@ relevant work areas very high. Likewise, many of the respondents
indicated that knowledge acquired from training with international educational institutes
is used very high in solving specific administrative problems. Similarly, many of the

respondents indicated that knowledge derived from in-house seminars can be used very

high in address a specific administrative problem. Also, many of the respondents
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indicated that inter-disciplinary seminars could aid work processes very high. It was
further revealed that on average, the respondents‘ responses on retention were high.
Additionally, over half of the respondents indicated that they implemented a variety of
job task very high by studying the moral judgment of their departmental head. Also, some
of the respondents specified that their behaviour towards achieving job tasks is tailoi
very high through continuous practices from their direct supervisor. Furthermore, of
the respondents specified that they made decisions on creating new procedure@ igh

on tasks assigned to them. Besides, many of the respondents stated tha@howcased

their work performance very high by observing other peers tlisg regular transition
between jobs in various departments. Q

The finding on hypotheses revealed that influence o?@rmation seeking habit and
professional development on employee creativi %administrative staff in public
Polytechnics in Osun State. In the ﬁrsE i k, there was a significant influence of
information seeking habit on emplqée}treativity of administrative staff in public
Polytechnics in Osun State. Thé @%g revealed further that information seeking habits
had moderate positive ano\@%cally significant relationship with employee creativity
of administrative st @hlic Polytechnics in Osun State. The coefficient determination
showed that in@tatlon seeking habits predicted 25.4% of the changes in employee
creativiq\/ ministrative staff, while the remaining 74.6% changes in employee
creativity of administrative staff is explained by other external factors other than those
examined in this study.

Additionally, the results of regression coefficients in hypothesis one revealed that a

positive and statistically significant relative influence was reported for information
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presentation; while information identification, information exploration and information
collection exerts insignificant relative influence respectively. Specifically, the results
reveal that at 95% confidence level, information presentation of administrative staff in
public Polytechnics in Osun State was statistically significant. Based on the results of
regression coefficients, which position that at 95% confidence level, a unit change i
information presentation would lead to 44.5% increase in the employee creati Qof
administrative staff in public Polytechnics in Osun State; given that all other %:yrs are
held constant. In all the information seeking habits sub-variables examformation
presentation had the only relatively significant influence.

The findings of this study on professional development and yee creativity revealed

that there was a significant influence of professional @ent on employee creativity

of administrative staff in public Polytechnics in tate. It was further shown that
professional development had a weak ;.)os'ti e and statistically significant relationship
with employee creativity of administra{%taff in public Polytechnics in Osun State. The
coefficient of determination shb@gﬁat professional development predicted 22.8% of
the changes in employee b@%y of administrative staff, while the remaining 77.2%
changes in employ, @Vity of administrative staff are explained by other external
factors other th@hose examined in this study. The findings of this study were not line
with ouf%@ a previous study which revealed that series of professional development
practices are not directly linked with creativity of employees and organization
objective!4,!>

Additionally, regression tests revealed that professional development had a significant

influence on employee creativity of administrative staff in public Polytechnics in Osun
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State. Furthermore, the results of regression coefficients revealed that a positive and
statistically significant relative influence was reported for retention, while job observation
and modeling exerted insignificant relative influence respectively. Specifically, the
results revealed that at 95% confidence level, retention of administrative staff in public
Polytechnics in Osun State was statistically significant. In all the professioi
development sub-variables examined, retention had the only relatively significant
influence. The outcome of this study is in line with the finding of a previous s&i.y/w ich
established that employees become more productive because trainin @velopment
programmes improve individuals® skills and abilities as well as e I§reaﬁve ablity'®.
The findings of this study further revealed that there was a si@ant combined influence
of information seeking habits and professional dev p@ on employee creativity of
administrative staff in public Polytechnics in Osu %te The results further revealed that
information seeking habits and professiona%klopment jointly had moderate positive
and statistically significant relationship\\‘d}employee creativity of administrative staff in
public Polytechnics in Osun '@. he coefficient of determination showed that
information seeking habit&@) ofessional development jointly predicted 26.7% of the
changes in emplo '@ivity of administrative staff, while the remaining 73.3%
changes in emp@ee creativity of administrative staff were explained by other external
factors th&l those examined in this study. The findings of this study were in line
with the finding of previous studies which revealed that staff development motivates
workers and boosts their commitment and productivity!>!1®,

Also, it was revealed that information seeking habits and professional development

jointly had a significant influence on employee creativity of administrative staff in public
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Polytechnics in Osun State. Additionally, the results of regression coefficients revealed
that a positive and statistically significant relative influence was reported for information
seeking habit and professional development respectively. Specifically, the results reveal
that at 95% confidence level, information seeking habit and professional development of
administrative staff in public Polytechnics in Osun State was statistically signiﬁcz&
Based on the results of regression coefficients, which position that at 95% co e
level, a unit change in information seeking habits and professional development would
lead to 24.9% and 33.0% respective increase in the employee creativit ’ginistrative
staff in public Polytechnics in Osun State; given that all other f; (&: held constant.
Both information seeking habits and professional developme e relative significant

influence on employee creativity of the respondents. @ng of this study was in line

with the finding of a previous study which reye 6@ at professional development has

association with employee creativity'4. . ©\
&
&

&
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Chapter Five
Conclusion

This chapter presents the conclusion of the study.

5.1 Summary of Findings

3

This study examined information seeking habit, professional development and e ee
creativity of administrative staff in public polytechnics in Osun State\ Nigeria.
Furthermore, three research questions were raised and answered, while &\ypotheses
were formulated and tested. Moreover, relevant literature was Gﬁunder different
sub-headings. The review of related literature covered the C(@)tual review, theoretical
model and review of empirical studies. Then, the con %odel was outlined, while a
summary of the reviewed literature was carrief%mw conceptual review in this study
focused on employee creativity, overv.iw information seeking habits as well as
concept of professional developmeu&c})r the theoretical review and framework,
Componential Theory of Creét@ was used to guide the construct of employee
creativity as the dependen%iable. Similarly, Kuhlthau model of Information Search
Process was used t 1%@1 tion Seeking Habit, while Bandura‘s Social Learning Theory
as independent @ables respectively. The review of empirical studies was carried out on
informa%%eeking habits, professional development and employee creativity.

Furthermore, appraisal of reviewed literature was done to show gaps in the previous

studies.
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The descriptive survey research design was used for this study. Population for this study
comprised administrative staff in government owned polytechnics in Osun State, Nigeria.
The sample size of was one hundred and forty-two (142) respondents which was made up
of administrative staff at Levels 8 and 9 cadre in government owned polytechnics in Osun
State. Questionnaire was used as instrument for collection of data analysis. The
instrument was acquired from relevant literature analysis and adaptatio m
questionnaires that had been utilized by other studies. Consequently, content” and
construct validity were carried out. The validation was done with thce of the
researcher‘s supervisor and other specialists in the field of Info ionWyanagement.

The reliability of the instrument was done through pilot re&tﬂizing twenty (20)
copies of the questionnaire that were given to admi isf&% staff in The Polytechnic,
Ibadan which is not part of the study. The data %Ved was subjected to Cronbach‘s
alpha reliability test to confirm intern.al ﬁtency of the items, which yielded a
reliability value of 0.73. For method @a collection, the researcher, with the help of

two (2) research assistants gath’e@%formation using a questionnaire. The descriptive

statistics of frequency coﬁ@?ean, standard deviation and percentage were used to

analyze research qﬁ@ne, two and three. Inferential statistics of multiple regression
1t

were used to tes@
5.2 %&m

It was concluded in this study that there was a high level of employee creativity among

e hypotheses at 0.05 level of significance.

administrative staff in public polytechnics in Osun State. The knowledge, expertise,
creative thinking skills and task motivation were relatively rated as high. It was further

concluded that the level of information seeking habits of administrative staff in public
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Polytechnics in Osun State was high. This was established through information

identification, exploration, collection and presentation which were rated as high.

Conclusion was also made that observation was most prominent professional

development strategy among administrative staff in public Polytechnics in Osun State.

It was established that information seeking habits had significant influence on emplox
creativity of administrative staff in public Polytechnics in Osun State. Similarl Qre

was a significant influence of professional development on employee cr Q of

administrative staff in public Polytechnics in Osun State. It was conﬁm@ua there was

a significant combined influence of information seeking it\and professional

development on employee creativity of administrative sta@ public Polytechnics in

Osun State. beQ
5.3 Recommendations \Q’b

Based on the findings of this study, the fol g recommendations were made:

1. The authorities of public pol egbncs in Osun State should organize periodic
capacity building for em e creativity of their administrative staff. This is to
ensure that their cre@y is more enhanced.

2. The manag@i{&o public polytechnics in Osun State should create an enabling
environr@ for the administrative staff to improve on their level of information
S%Qg(Qabit. This is to ensure that they intensified efforts on their present level
of information seeking habit.

3. The authorities of public polytechnics in Osun State should regularly organize
capacity building for administrative staff; so as to develop their professional skills

in the course of carrying out their daily routine activities.
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4.

5.4

The management of public polytechnics in Osun State should pay attention to
information seeking habits and professional development of administrative staff
as potent factors influencing their creativity as employees. This is to ensure that

such factors are given the utmost priority in organizational strategic planning.

Contributions to Knowledge \

This study contributed to knowledge in the following ways: 0

1.

This study confirmed that there was a high level of employee crs{&’mong
administrative staff in public polytechnics in Osun State. 0

It was further established that the level of info i ﬁtking habit of
administrative staff in public Polytechnics in Osun Stz@as high.

The study established that observation wa @st prominent professional

development strategy among administra{dbff in public Polytechnics in Osun

State. . ’\%

This study affirmed that infom&@l seeking habits had significant influence on
employee creativity of aaﬁ\bkstrative staff in public Polytechnics in Osun State.

It was establishewt there was a significant influence of professional
developmen((:\&%loyee creativity of administrative staff in public Polytechnics
in Osun @e.

'@udy confirmed that there was a significant combined influence of
information seeking habits and professional development on employee creativity

of administrative staff in public Polytechnics in Osun State.
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5.5

Suggested Areas for Further Research

The following suggestions were made for further research based on the findings of the

study.

1.

Well-focused experimental / intervention studies should be designed and properly
executed on enhancement of employee creativity among administrative staff i
public polytechnics in Osun State, Nigeria. Q
Similar study on employee creativity can be replicated among admﬁﬁﬁyz staff
in public Universities in Osun State, Nigeria. Q

Other independent variables other than information seeki@&nd professional
development can also be examined on employee crez@y among administrative
staff in public polytechnics in Osun State, Nig {bQ

A study on information seeking habit \g@ional development and employee
creativity of administrative staff. S&w replicated in other public polytechnics

across South-western states, Ni@
2
N\
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Appendix
Lead City University
Faculty of Communication and Information Sciences (FCIS)
Department of Information Management

Dear Respondent,

I am a Master‘s student of the above-named institution gathering data feq‘ae
purpose of academic research on the topic —Information Seeking Habit, Prof€ssignal
Development and Employee Creativity of Administrative Staff in Public Polytec in
Osun State. To achieve this, your optimum cooperation is needed, there afe no=right or
wrong answers. All your responses will be kept confidential and Ué%r research

purpose only. %
Thank you. 0
SECTION A: DEMOGRAPHIC INFORMATION Q :

Gender: Male ( ), Female ( ) fbb

Age: 20-25 (), 26-30( ), 31-35( ), 36-40( )41-45( ), 46 and above ( )

Educational level: ND ( ) HND/Bache@\degree () Master‘s degree () Ph.D ().
Years of experience: 5—10 ( ), '1%%’( ), 16-20 ( ), 21-25( ),26-30( ), 31& above

0 N

Section B: LeveL"® \ ployee Creativity of Administrative Staff in Public
Polytechnics in Osun state

The statementuinthis section concerns employee creativity as observed by administrative
staff in%@,selected public polytechnics in Osun state. Using four point likert scale
provided below. Please thick the appropriate choice that indicates your opinion on

employee creativity.
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Very low =1, Low = 2, High = 3, Very high =4

S/N

Item

1 | Carrying out routine tasks in resourceful
ways
2 | Generating and  evaluating multiple
alternatives for solving problems/carrying Q
out job tasks. (J
3 | Having new perspectives on old difficulties. A~ -
4 | Providing methods for solving problems \\)
when existing answers are not apparent . §\
5 | Develops adequate plans and schedules for Q N
the implementation of new ideas

11

6 |Coming up with novel ideas to ’B‘ fy
organizational needs. N\

7 | Promoting and championing new “Mdeas to
others X

8 | Regularly proposes ideas eg\ﬁeﬁv or more
effective work methods ¢

9 | Generating creative‘ideds for service delivery

10 | Combining  id eﬁQ\{/ith those of other
subordinates to e up with decision jointly.

Q@

uently makes suggestions about how to
\Amprove work methods or practices

13

Exchanging  accurate  information  with
subordinates to solve a problem together.

14

Having a clear understanding of job
duties/responsibilities

15

Always on the lookout for new ideas to

enhance administrative work capacity
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SECTION C: Level of Information Seeking Habit of Administrative Staff in Public
Polytechnics in Osun state.

The statement in this section concerns information seeking habit as observed by
administrative staff in the selected public polytechnics in Osun state. Using the four-point

Likert-type-scale provided, please thick the appropriate choice that indicates your opinion

on information seeking habit. Q\

Strongly Agree=4, Agree=3, Disagree=2, Strongly Disagree=1

I seek information for personal career development

I seek information whenever I want to make Q

decision f)@

Information to update my knowledge constitute 6\’

information need (o)
information needs ®

I seek information in order to enhance my
. . .o, . °
professional activities \

&

Q&

I firstly identify ‘the information needed before
consultin%e information sources

e different sources of information

I cc@
m}bp'a s before I finally use the resource

I usually feel frustrated when consulting a source
and not finding what I need

If T did not get the information needed in a
particular information material, I will continue
searching for information until I am satisfied
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I can get ideas for productions/projects

I can learn about administrative procedures

Learning about report-writing/communication
skills is relevant for my profession

I can learn about work and other current job
procedures

/)s
..

Information obtained solves workplace problems

Information enhances understanding of

Processes \Q

A\

I share any relevant informati@vith co-
workers/superiors C’

Information can improvespersonal competencies

and current awareness\Q
AN

: ,@"
'béj
\*
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SECTION D: Level of Professional Development of Administrative Staff in Public
Polytechnics in Osun state

The statement in this section concerns professional development as applicable to your
organization. Using the four-point Likert-type-scale provided, please thick the

appropriate choice that indicates your opinion on professional development.

Strongly Agree=4, Agree=3, Disagree=2, Strongly Disagree= 1 AO\
S/N | Please indicate your level of agreement with the following S Q, SD
A
211

I collaborate with my peers to accomplish tasks assi%

positions P\Ib

I strategize on how to achieve short-te Wvobjectives by
liaising with my departmental head/ supe;g\Q

I support my advancement in the’ \a%zation through mutual
association with direct head ,&co
Q

Observing experienced sup@fs can prepare me for positions of
greater responsibility Q

ctice knowledge derived from trainings to influence
in relevant work areas.

Knowledge acquired from training with international educational
institute are used in solving specific administrative problems

Knowledge derived from in-house seminars can be used in address
a specific administrative problem

Inter-disciplinary seminar can aid work processes
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I implement a variety of job task by studying the moral judgment of
my departmental head

My behaviour towards achieving job task is tailored through
continuous practices from my direct supervisor

I make decisions on creating new procedures on tasks assigned to
me

I showcase my work performance by observing other peers throug(
regularly transition between jobs in various departments E
O\

Thank you.
™
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