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Abstract

Job productivity is one of the major driving forces of thriving organisations and it is
critical to Administrative staff of Ogun State Polytechnics. This study investigated the
impact of employee creativity and organizational training on job productivity of
administrative staff of Ogun state polytechnics, Nigeria. Survey method with the use of
structured questionnaire was employed for data collection. The population of the study
comprised all the 415 administrative staff of the three selected State Polytechnics in
Ogun state (Ogun State Institute of Technology, Igbesa, Moshood Abiola Polytechnic,
Abeokuta and DS Adegbenro ICT Polytechnic, Itori, Ewekoro). Based on Krejcie and
Morgan Sample Size Determinant table, an appropraite sample size of 201
Administrative staff were randomly selected. 201 copies of the validated questionnaire
were distributed to administrative staff in the three institutions. The instrument used
was tagged Employee Creativity, Organizational Training and Job Productivity
(ECOTJoP) Scale. The reliability test using Cronbach’s alpha revealed sufficient
reliability value of 0.7. Descriptive and inferential methods of data analysis were
employed to determine the extent to which employee creativity and organisational
training influenced job productivity of administrative staff of the Institutions. The result
yielded a coefficient of multiple regression R = 0.82, R-square = 0.67, Adj.R2= 0.66.
This suggests that the two factors combined accounted for 66% variance in the
prediction of job productivity. The ANOVA result from the regression analysis shows
that there was a significant effect of the independent variables on the job productivity, F
(2,195) = 195.31, p<0.05. The study concluded that training and creativity are key factors
that influence organizational productivity. It was recommended that management of
Ogun state Polytechnics should periodically embark on training their administrative
staff in order to improve productivity, effectiveness and efficiency in the institutions
and also, creativity should be highly encouraged among the administrative staff of the
institutions.

Key Word: Employee Creativity, Organisational Training, Administrative staff, State
Polytechnics

Word Count: 301
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Chapter One

Introduction

1.1 Background to the study

Productivity is considered a key source of economic growth and competitiveness and, as

such, is basic statistical information for many international comparisons and country

performance assessments. Productivity is a ratio between the output (result) and the volume

of inputs (resources and human capital). It measures how efficiently production inputs, such

as labour and capital, are being used in an economy to produce a given level of output1. It is

defined as the output and input ratio2. Different inputs raw materials, labour, capital can be

used in the denominator of this ratio. Output is measured by the amount of product (unit of

service) produced by any of these factors of production. Therefore, the productivity of

labour, capital or combined factors (total factor of productivity) could be determined3.

Usually, the rise in productivity shows a potential availability of a larger quantity of

services per unit of input. Potential productivity is the difference between actual and most

efficient (or optimal) performance4. In this sense it indicates the margin for further

improvement or the 'productivity gap'. Thus, the smaller the potential productivity is, the

closer it is to optimal performance5.

The term ‘productivity’ means different things to different persons. As a phenomenon, it

ranges from efficiency to effectiveness, to rates of turnover and absenteeism, to output

measures, to measure of client or consumer satisfaction, to intangibles such as disruption in

workflow and to further intangibles such as morale, loyalty and job satisfaction6. The

definition of productivity is complex and this is because it is both a technical and

managerial concept. Productivity is a matter of concern to government bodies, trade unions

and other social institutions not minding the disagreements over its conceptualization by
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different groups and individuals. Hence, discussing productivity at all levels is common

because of the direct relationship between productivity and the standard of living of a

people. There are different levels of productivity measurement; those of the overall

economy, industry, and organization. Service productivity issues adopted in this study focus

on the organization level of efficiency and effectiveness. Productivity measurement in an

organization is a management control device which enables the management to identify the

factors of productivity growth. Various aspects of productivity management are rooted in

the way of production. Researchers state that productivity management in mass production

organizations differs from that in service customized production organizations like an

educational institution7.

Productivity, effectiveness and efficiency are the criteria for the economic evaluation of the

production process. Efficiency is considered to be a degree to which activity reaches the

best possible result (a given quantity of output with a minimum quantity of inputs or largest

possible outputs from a given quantity of inputs)8. The indicator of effectiveness is related

to measuring the overall results of academic activity; a real output of the production process

is compared to the goal set for the organization. Effectiveness indicates the achieved degree

of the organization’s goals9. Productivity and technical efficiency are distinct indicators of

academic activity. Measurement of productivity and efficiency needs the different standards

of comparison10.

Productivity is an actual output/input ratio. The efficiency ratio makes a comparison with

the maximum level of output or the minimum level of input11. Hence, according to the

traditional concept of productivity, it cannot directly show the organization’s ability to

attain the goals12. An organization can produce low customer value products with a high
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productivity; therefore, an increasing productivity does not mean an increase of

effectiveness. A broader concept of productivity in service organisations depends on a wider

definition of output. Output shows the organization’s capability to offer customer value, but

not the number of units of service sold or customers served. Therefore, the measurement of

productivity focusing on customer value has changed the meaning of productivity as the

indicator of effectiveness13. High productivity indicates the high value for customer, i.e.

shows that enterprise meets the goal, since the main goal of an enterprise is to offer services

of a high customer value. For countries with large workforces, enhancing productivity is

nonetheless needed to ensure that companies move up the value chain and stay competitive

to maintain profitability, especially since competition based on low labour cost is not

sustainable in an open global economy.

Indeed, the only viable way to increase profits sustainably is to increase the economic pie or

value added through higher productivity14. This can be done with closer involvement of

employees, higher investment in capital and optimal use of capital. Some reports such as the

ILO Global Wage Report cite a widening gap between productivity and wages15. Such

sources infer that the wage-productivity gap shows that workers are not being rewarded

fairly for their contributions to economic outputs. Understanding productivity and its

measurement is hence crucial for employers to assess how best to integrate productivity into

wage policies, to assist them in motivating employees and cultivating a workplace with

healthy labour-management relations.

Effectiveness and efficiency of staff are keys to a successful productive organization,

administrative staff of educational institutions are in charge of students record keeping,

information computation, admission processing and issuance, result and transcript
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processing. Administrative staff in Ogun state polytechnics may be experiencing difficulty

in working effectively and efficiently because of some factors like inadequate knowledge

about their job, some of them have the capability to work effectively but there is no

provision for a conducive environment to enact such ability like non-availability of

information and communication technology facilities, poor internet facilities etc.

However, one of the main factors to achieving the organizational objectives through high

productivity from the administrative staff is the creativity of the employees. Employee

creativity is the employee generation of novel and useful ideas concerning products,

procedures and processes at work. It is examined through goal orientation. As employee

creativity is an important source of organizational innovation and competitive advantage,

organizations are increasingly seeking to foster individual creativity. In many organizations

people work in teams, and individual creativity is often enacted in this context16. Thus,

managing creativity not only requires the identification of employees with creative potential

but also an understanding of how the team context influences the creativity of individuals

with different dispositions. The study of creativity has generated a wide-ranging variety of

definitions of the concept, some of which define it as a characteristic of a person and others

as a process. However, most contemporary researchers and theorists have adopted a

definition that focuses on the product or outcome of a product development process17.

Creative performance is the products, ideas, or procedures that satisfy two conditions: (1)

they are novel or original and (2) they are potentially relevant for, or useful to, an

organization. Further, we consider a product, idea, or procedure novel if it involves either a

significant recombination of existing materials or an introduction of completely new

materials18.
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Creativity is seeing and acting on new relationships thereby bringing them to life. Creativity

is not a personality trait available to only a few. Research has shown everyone has some

creativity, but it has been stifled by Freud’s thinking that artistry and creativity are

associated with mental illness and the scientific emphasis on materialism and analytical

thinking19. Creativity will be measured by domain-relevant skills, creativity-relevant process,

and intrinsic task motivation gotten from Componential Theory of Creativity20. Three

dimensions in the theory are adapted because creativity requires a confluence of these

components; i.e., creativity should be highest when an intrinsically motivated person with

high domain expertise and high skill in creative thinking works in an environment high in

supports for creativity.

Being creative requires reflection, encourages engagement and develops confidence and

responsibility. The ability and inclination to be creative is essential to living a fulfilled and

successful life, and it is valued in higher education and the workplace. There are many other

benefits of maximising one’s own creative potential such as physical and psychological

health improvements, improved resilience in the face of difficulties and even lower levels of

aggression. It was pointed out that our understanding of innovation and creativity have

progressed and broadened over time. In the early 20th century creativity was considered to

be an innate, elusive quality that individuals were born with21. Initially creativity was most

closely associated with the arts but grew to include science, technology and other disciplines.

In the 21st century creativity is increasingly viewed as a distributed and collaborative

process of communal sense making and problem solving22. As with all the learner attributes,

cultural perspectives are also very important when considering creativity. Confucian

heritage cultures, for example, tend to see creativity more as a collective exercise. They
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place responsibility for creativity on the social group rather than the individual. Individuals,

therefore, are not encouraged to stand out from the class in the same way or to the same

extent as in Western cultures. This does not mean that creativity is in any way less valued.

Creativity was placed above evaluation as a higher order thinking skill. An alternative, and

probably more accurate, representation would be to include creativity as a process involved

in skills at all levels, and increasingly so with higher order skills23. It might be thought that

remembering factual information does not involve creative processes.

Administrative staff of Ogun state polytechnics are perceived to be low in productivity due

to various problems like; few are only qualified for the job so they find it difficult to

perform at optimum level and it is really affecting productivity in the departments, there are

no provisions for acquisition of more knowledge which has led those with the

administrative skills to stop learning more to aid creative thinking and ideas and those that

are not qualified have found it difficult acquiring the necessary skills and knowledge. The

management of the institutions is also lagging in motivational programmes and rewards for

hardworking staff which has eventually derailed their morale of learning more. Also, the

staff creative ideas couldn’t be enacted because there are no facilities for the implementation.

Training improves employee productivity through developing a sense of teamwork among

employees as well as contributing positively towards their knowledge and information about

their job.

Training influence job productivity in a positive manner, thus organizations are more

focused about employees’ training and development to improve their performance and gain

the competitive advantage in the market. Various types of organizational training can be

given to the employees such as induction training: this can be referred to as orientation



7

training conducted for the new recruits in order to familiarize them with the internal

environment of an organization. It helps the newly recruited employees to understand the

procedures, code of conduct, policies existing in that organization, refresher training: this

training is offered in order to incorporate the latest development in a particular field in an

organization. This training is imparted to upgrade the skills of employees and can also be

used for promoting an employee, on the job training: this is the type of training that

provides an overview about the job and experienced trainers demonstrates the entire job.

The training is offered to employees after evaluating their performance if necessary,

vestibule training: this is training given on actual work to be done by an employee but

conducted outside the work place, and training for promotions.

Organizational Training includes training to support the organization’s strategic business

objectives and to meet the tactical training needs that are common across projects and

support groups. The purpose of Organizational Training (OT) is to develop skills and

knowledge of people so they can perform their roles effectively and efficiently. An

organizational training program involves identifying the training needed by the organization;

obtaining and providing training to address those needs; establishing and maintaining a

training capability; establishing and maintaining training records; assessing training

effectiveness. As an organizational process, the main components of training include a

managed training development program, documented plans, personnel with appropriate

mastery of disciplines and other areas of knowledge, and mechanisms for measuring the

effectiveness of the training program24.

The needs for training arise for so many reasons. Some of the reasons are environmental

changes: due to many changes in mechanization, computerization, and automation
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employees are required to be trained in order to possess enough skills. The organization

should train the employees to enrich them with the latest technology and knowledge;

organizational complexity: in order to cope with the complexities of modern inventions,

technological upgradation, and diversification; organizational training has become

mandatory to avoid problems of coordination; human relations: every management has to

maintain very good human relations, and this has made training as one of the basic

conditions to deal with human problems; to match employee specifications with the job

requirements and organizational needs: an employee’s specification may not exactly suit to

the requirements of the job and the organization, irrespective of past experience and skills.

There is always a gap between an employee’s present specifications and the organization’s

requirements. For filling this gap training is required; change in the job assignment: training

is also necessary when the existing employee is promoted to the higher level or transferred

to another department. Training is also required to equip the old employees with new

techniques and technologies. As there are high expectations from the employers, colleagues,

customers, and others in the haulage of the duties and roles of administrative staff, the need

to train administrative staff in the needed skills that will enable them to perform up to these

expectations cannot be over-emphasized25.

The two dimensions of Human Capital Theory will be adopted for Organizational training,

these measures are education and training26. It was clearly stated that education and training

increase individuals’ cognitive capacity, which in turn, increases its productivity; and

productivity tends to increase the earnings of an educated and skilled individual27.

Administrative staff possesses diverse skills which are qualities that help them complete tasks

related to managing a business such as filing paper work, meeting with internal and external
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stakeholders, presenting important information, developing processes, answering employee

questions and more. These skills are important because they keep business processes running

smoothly. Any successful, efficient organization should have both administrative professionals

who have strong skills in this area, as well as individual contributors who have good administrative

skills. Administrative skills are made up of soft and technical skills that contribute to effective ways

of managing organization such as organization skills, communication skills, teamwork skills,

customer service skills andmanymore. Having administrative skills give more edge in performing

more efficiently, administrative staff in State-owned polytechnics, Ogun State does not have

training the expose them to these skills.

Administrative staff which include secretaries, administrative officers (Registrar cadres),

executive officers, and office assistants, are using computers, the Internet, and other

advanced office technologies to perform vital “information management” functions in the

modern office. They performed administrative work such as meetings schedules, organize

data using spreadsheet and database management software, interact with clients, vendors,

and the general public, supervise the office and other staff, handle purchasing, and even

train other workers. It is worthy of note that as at the time of this study, none of the existing

researchers has studied the employee creativity, organizational training and job productivity

of administrative staff of Ogun State Polytechnics. Consequently, the study sought to

examine employee creativity, organizational training and job productivity of administrative

staff of Ogun state polytechnics, Nigeria.
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1.2 Statement of the Problem

Job productivity is one of the major driving forces of thriving organisations and it is critical

to Administrative staff of Ogun State Polytechnics. Administrative staff of Ogun State

Polytechnics are involved in coordination of activities, record keeping, information

dissemination, results and transcript processing as well as admission processing and

issuance. When administrative staff are productive, resources are managed and coordinated

effectively, students are satisfied, enrolment increased and the ranking is higher within the

educational sector. However, preliminary investigation and close observation revealed a

decline in the productivity of the administrative staff of Ogun State Polytechnics. As a result,

resources are not effectively and efficiently managed, students’ admissions are delayed,

students’ results as well as delayed mail retrieval. If care is not taken, this will affect the

institution further in the area of final year result processing, transcript issuance, and

information dissemination. This may also affect the Nigeria economy by preventing these

students to attain their desired educational qualification in order to put the nation economy

and development programmes on the right track because it’s what we produced (students)

that will later be in charge of the nation strategic positions.

Several studies have been conducted on employee creativity and job productivity, employee

creativity, and knowledge management practices28. However, few have been done in the

area of employee creativity, organizational training and job productivity in polytechnics. To

this end, this study investigated the influence of employee creativity and organizational

training on job productivity of administrative staff of Ogun state polytechnics, Nigeria.
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1.3 Aim and Objectives of the study

The aim of the study was to examine the influence of employee creativity and

organizational training on job productivity of administrative staff of Ogun State

Polytechnics, Nigeria and the specific objectives were to:

i. identify the level of job productivity of administrative staff of Ogun State

Polytechnics, Nigeria.

ii. identify the level of employee creativity of administrative staff of Ogun State

Polytechnics, Nigeria.

iii. examine the different organizational training available among administrative

staff of Ogun State Polytechnics, Nigeria.

iv. determine the influence of employee creativity on job productivity of

administrative staff of Ogun State Polytechnics, Nigeria.

v. ascertain the influence of organizational training on job productivity of

administrative staff of Ogun state polytechnics, Nigeria.

vi. ascertain the combine influence of employee creativity and organizational

training on job productivity of administrative staff of Ogun State

Polytechnics, Nigeria.

1.4 Research Questions

1. What is the level of job productivity of administrative staff of Ogun State

Polytechnics, Nigeria?

2. What is the level of employee creativity of administrative staff of Ogun State

Polytechnics, Nigeria?
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3. What are the different organizational training available among administrative staff of

Ogun State Polytechnics, Nigeria?

1.5 Research Hypotheses

H01: There is no significant influence of employee creativity on job productivity of

administrative staff of Ogun State Polytechnics, Nigeria.

H02: There is no significant influence of organizational training on job productivity of

administrative staff of Ogun State Polytechnics, Nigeria.

H03: There is no significant combine influence of employee creativity and organizational

training on job productivity of administrative staff of Ogun State Polytechnics,

Nigeria.

1.6 Significance of the Study

This research work is be beneficial to management and staff of Polytechnics in Nigeria,

especially Ogun State Polytechnics, Human Resource Managers, Employees, National

Board of Technical Education (NBTE), and Researchers.

This research work will seek to attend to the poor state of ICT facilities and will help the

management of various institutions to understand and address the staff need to impact

knowledge and skills through staff training. If this is done, efficiency and effectiveness of

job productivity of administrative will also be easy.

Ultimately, it will proffer lasting solution to some related problems combating Human

Resource Manager with regards to empowerment of staff on the use of technology and skills

upgrade to bring progress to administrative duties. This will no doubt encourage

management to devise other methods of empowerment and enhance administrative staff

development so as to improve job productivity.
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Furthermore, findings of this study will enhance employees with the power to know how to

prepare for empowerment technologically as long as they know the benefits of

empowerment in their organizations. The findings of this study will be of immense benefit

to the National Board of Technical Education (NBTE), as it will give a better insight to the

value organizational training and employee creativity will have on productivity.

Conclusively, it will serve as link and guide for future researchers of related study and for

governments and private institutions to know what is required of their staff to work

efficiently and effectively for best result emanating from creativity and organisational.

1.7 Scope of the Study

The study focused on employee creativity, organizational training and job productivity of

administrative staff of Ogun State Polytechnics. The measures of productivity are clarity of

goals, commitment and task complexity of administrative staff. The measures of employee

creativity are domain relevant skills, creativity relevant process, and intrinsic task

motivation; while measures of organizational training are education and training. The

geographical scope were three (3) Ogun state Polytechnics namely; S. Adegbenro ICT

Polytechnics, Itori, Moshood Abiola Polytechnics, Abeokuta and Ogun State Institute of

Technology, Igbesa. The respondents were administrative staff of Adegbenro ICT

Polytechnics, Itori, Moshood Abiola Polytechnics, Abeokuta and Ogun state Institute of

Technology, Igbesa.

1.8 Limitations of the Study

The study is limited to state-owned polytechnics in Ogun state. The results of the study

cannot be generalised to all polytechnics in Nigeria as data collection was limited to some

of the administrative staff in the selected three state-owned polytechnics.



14

Again, the accuracy of the research work is depending on the data provided by the

employees of only three state polytechnics in Ogun state. The result is depending on the

accuracy and fairness of the respondents. Employees may not give true responses.

Nonetheless, the constraint observed had no impact on the uniqueness of this work.

1. 9 Operational Definition of Terms

Job Productivity: It is the ratio between the output volume and the volume of input of

administrative staff of Ogun State Polytechnics, Nigeria.

Clarity of goals: This is the extent to which the outcome goals and objectives of the job of

administrative staff of Ogun State Polytechnics, Nigeria are clearly stated and well defined.

Commitment: This is the bond administrative staff of Ogun State Polytechnic experience

with their institution.

Task complexity: This is the rule of performing a given task under certain conditions that

the administrative staff of Ogun State Polytechnics needs to take into account for

completing the task as required.

Employee Creativity: It is a process whereby the administrative staff of Ogun State

Polytechnics use their imagination or original ideas to create something, inventiveness in

other improve productivity.

Domain relevant skills: This includes knowledge, expertise, intelligence, and talent

possessed by administrative staff of Ogun State Polytechnics.

Creativity relevant process: This includes a cognitive style and personality characteristics

of administrative staff of Ogun State Polytechnics that are conducive to independence, risk-
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taking, and taking new perspectives on challenges, as well as a disciplined work style and

skills in generating ideas.

Intrinsic task motivation: This is the passion possessed by administrative staff of Ogun State

Polytechnics to undertake a task or solve a problem because it is challenging and

interesting.

Organizational Training: This is the training given to administrative staff in Ogun state

polytechnics to enhance their performance to improve polytechnics productivity.

Education: This includes educational attainment, experience, and skills of administrative

staff of Ogun State Polytechnics.

Training: This is the process of increasing the knowledge and skills of administrative staff

of Ogun State Polytechnics for doing a particular job.

Administrative Staff: These are the administrative staff that handled administrative job in

Ogun State Polytechnics.
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Chapter Two

Review of Related Literature

This chapter seeks to presents what has been established in the literature on variables of this

study. The literature will be reviewed conceptually, theoretically and empirically. This

chapter will be presented under the following sub-headings.

2.1 Conceptual Review

2.1.1 Job Productivity

2.1.2 Employee Creativity

2.1.3 Organisational Training

2.2 Theoretical Review and Framework

2.2.1 Goal Setting Theory

2.2.2 Componential Theory of Creativity

2.2.3 Human Capital Theory

2.3 Empirical Review

2.3.1 Employee Creativity and Job Productivity

2.3 2 Organisational Training and Job Productivity

2.4 Conceptual Framework

2.5 Summary of Reviewed Literature

Endnotes
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2.1 Conceptual Review

2.1.1 Overview of Job Productivity

The least controversial definition of productivity is that it is a quantitative relationship

between output and input1. This definition enjoys general acceptability because of two

related considerations. One, the definition suggests what productivity is thought of to be in

the context of an enterprise, an industry or an economy as a whole. Two, regardless of the

type of production, economic or political system, this definition of productivity remains the

same as long as the basic concept is the relationship between the quantity and quality of job2.

Productivity is the ratio of some measure of output to some index of input use. Put

differently, productivity is nothing more than the arithmetic ratio between the amount

produced and the amount of any resources used in the course of production. This conception

of productivity goes to imply that it can indeed be perceived as the output per unit input or

the efficiency with which resources are utilized3. An example of productivity ratio is

kilometres driven per gallon of petrol where petrol is the input and kilometres covered

constitute the output. However, input measure of petrol is not used to determine the

efficiency of the car’s performance. Other related factors such as speed, traffic flow, the

engine’s efficiency and the fuel’s efficiency are equally involved in the computation of the

input index. The output measure of kilometres driven therefore becomes a gauge of the

magnitude or effectiveness of the results achieved. Expressed simply: Productivity = total

output/total input which is identical to total results achieved/total resources consumed or

effectiveness/efficiency.

In effect, productivity becomes the attainment of the highest level of performance with the

lowest possible expenditure of resources. It represents the ratio of the quality and quantity
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of products to the resources utilized. It is evident in the literature on productivity that almost

all the definitions of productivity centre on ‘outputs’ and ‘inputs’. Unfortunately, definition

of either output or input or both may sometimes pose more difficulty to the understanding of

what productivity is. For output, it is in the form of goods if visible and services if invisible.

Input on the other hand is less easily defined. Since production (creation of goods and

services) is a team effort thereby making the demand for inputs to be interdependent,

various elements (inputs) are involved in the production of output. This makes the definition

of input more complex than that of output. To ease this problem of defining inputs, it is

common a practice to classify inputs into labour (human resources), capital (physical and

financial assets), and material. Again, in an attempt to circumvent the difficulty of defining

inputs, productivity is sometimes defined as goods and services produced by an individual

in a given time. In this sense, time becomes the denominator of output with the assumption

that capital, energy and other factors are regarded as aids, which make individuals more

productive.

Productivity as a concept can assume two dimensions: namely total factor productivity (TFP)

and partial productivity4. The former relates to productivity that is defined as the

relationship between output produced and an index of composite inputs; meaning the sum of

all the inputs of basic resources notably labour, capital goods and natural resources. Total

factor productivity is a ‘multi-factor productivity’5. For the latter, output is related to any

factor input implying that there will be as many definitions of productivity as inputs

involved in the production process whereby each definition fits a given input. For example,

when output is associated to per man-hour or per unit of labour, this definition of

productivity is a partial one and it relates to labour productivity. Partial factor productivity
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is equally known as average product. Symbolically, if Y stands for output, and Fi for any

individual factor, we have APF = Y/Fi where APF is the average product. It only measures

how the output per unit has changed over time, ignoring the contributions from other factors

to the detriment of production process reality.

It is more common in productivity studies to see emphasis placed on labour productivity.

By coincidence, at the national level, labour productivity translates to what is known as

human productivity6. It is the type of productivity that affects directly the purchasing power

of the population since:

National productivity = Gross National product

Working Population

Theoretically, it goes without saying that there is a link between per capita income of an

economy and such economy’s marginal labour productivity. One justification for the special

emphasis on labour productivity is perhaps because labour is a universal key resource. The

term labour productivity implies the ratio of physical amount of output achieved in a given

period to the corresponding amount of labour expended. By implication, productivity here

means the physical volume of output attained per worker or per man-hour. However,

apprehension exists on the definition of labour that is suggestive of the fact that labour

productivity is an expression of the intrinsic efficiency of labour alone. Indeed, productivity

is more of the end result of a complex social process involving science, research, analysis,

training, technology, management, production plant, trade union, and labour among other

inter-related influences.

To this end, it must be appreciated that the definition of productivity partially is purely to

satisfy the demand of theoretical curiosity. Practically, the interdependence nature of the
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demands for factors implies that it is impossible to say precisely and clearly how much

output has been created by any one of the different inputs taken by itself. The phenomenon

is like attempting to answer the question: which is more essential in producing a baby, a

mother or a father?

Some common misunderstandings exist about productivity. First, productivity is not only

labour efficiency or labour productivity even though; labour productivity statistics are

essentially useful policy-making data. Productivity is much more than just labour

productivity and needs to take into account other inputs involved in the production process.

Two, productivity is not the same as increase in output or performance. The misconception

was described as the confusion between productivity and production. Output may be

increasing without an increase in productivity if, for example, input costs have risen

disproportionately. One useful way to combat this misconception is to be conscious of the

trend of input costs particularly by relating output increases to price increases and inflation.

This approach is often the result of being process oriented at the expense of paying attention

to final results. Bureaucratic settings are more prone to this misconception of productivity7.

In an attempt to draw the line between productivity and output increase, the term

‘productivity growth’ is sometimes introduced whereby it denotes the rate of growth of the

level of productivity. For example, if output per worker is l000 units in 1998, and it grows

to l250 units in l999, then it is said that productivity growth was 25% per year on the

assumption that prices and input costs are constant. The third misconception about

productivity is the confusion between productivity and profitability8. Profitability is a

function of the extent of price recovery, even when productivity has gone down. Again,

high productivity may not always go with high profit if goods and services produced
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efficiently and effectively are not in demand. Confusing productivity with efficiency or

effectiveness4 can equally cloud the meaning of productivity. Efficiency means producing

high-quality goods in the shortest possible time. It is important to ask if goods produced

efficiently are actually needed. Also, effectiveness refers more to the production of results.

In the private sector for instance, effectiveness could mean making profit and preserving

future market share. Efficiency and effectiveness are actually measures of performance just

as productivity is equally a measure of performance9.

Another misconception is a mistake of believing that cost cutting always improves

productivity. Whenever this is done indiscriminately, it can even bring about productivity

decline in the long run. It is equally not to be believed that productivity can only be applied

to production. In reality, productivity is relevant to any kind of organization or system

including services, particularly information. For example, improved information

technology alone can give new dimensions to productivity concepts and measurement.

Recent advancement in information technology seems to be suggesting that labour

productivity may actually be subordinate to the productivity of capital and other scarce

resources such as energy or raw materials.

The concept of productivity is also being linked with quality of output; input and the

interacting process between the two. An important element is the quality of the work force,

its management and its working conditions as it has come to be noticed that rising

productivity and improved quality of working life go hand in hand. In a nutshell,

productivity is concerned with efficiency and effectiveness simultaneously. Productivity is

the comprehensive measures of how efficient and effective an organization or economy

satisfies five aims: objectives, efficiency, effectiveness, comparability and progressive
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trends10. No matter how it is perceived, productivity implies that there is an incremental

gain in what is produced as compared with the expenditure on measures utilized.

The importance of productivity to economic growth and development can hardly be over-

emphasized. It remains the basic problem of economic progress, as it is required at both the

early stages of development as well as in the permanent process of re-equipping the

production apparatus of any nation. The key to growth is an increase in productivity11. Thus:

To this effect, productivity is discussed at all levels because of its direct relationship with

the standard of living of a people. At the level of an individual, it is rational to argue that,

the standard of living of any man is the extent to which he is able to provide himself and his

family with the things that are necessary for sustaining and enjoying life. The greater the

amount of goods and services produced in any economy or imported into such economy, the

higher its average standard of living will be. There are four important channels by which

higher productivity impacts on standard of living, these are: (i) larger supplies both of

consumer goods and of capital goods at lower costs and lower prices; (ii) higher real

earnings; (iii) improvements in working and living conditions, including shorter hours of

work; and (iv) in general a strengthening of the economic foundations of human wellbeing12.

At the national level, steady growth in productivity guarantees non-inflationary increases in

wages as well as solves pressing problems of unemployment, increased trade deficit and an

unstable currency (exchange rate). In business, productivity improvements can lead to more

responsive customer service, increased cash flow, and improved return on assets and greater

profits. As revealed by economic theory, more profits will translate to availability of

investible funds for the purpose of capacity expansion and the creation of new jobs, hence,

increased productivity becomes a panacea to unemployment problem. Enhanced
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productivity will equally contribute to the competitiveness of a business or an economy in

both domestic and foreign markets. For example, if labour productivity in one country

declines in relation to productivity in other countries producing the same goods, a

competitive imbalance will be created involving divergence in cost functions. If the higher

costs of production are passed on, the economy’s industries will lose sales as customers are

justified turning to the lower cost suppliers. Alternatively, if the higher costs are internalized

by industries, their profit will decrease. The direct implication of absorbing higher costs of

production by industries is to decrease production or keep production costs stable by

lowering real wages. It goes without saying that notable economic problems like inflation,

an adverse balance of trade, poor growth rate and unemployment are offspring of low

productivity. Apart from the link between productivity and the general well-being of a

nation, productivity is of great importance in economic analysis. For example, when it is

combined with population and output trends, it is used in economic growth models to

forecast output and employment, as well as the distribution of manpower and other

resources between different sectors of an economy or industry. In essence, productivity

provides the basis for analyzing the relative dynamism of different economic activities.

Again, interests in productivity and what is happening to it are directed towards being able

to know something about the process of technical change. This is so because economic

growth, technical change and productivity are closely related13.

Put simply, productivity measurement is the quantification of both the output and input

resources of a productive system. The intent is to come up with a quantified monitoring

index. The goal of productivity measurement is productivity improvement, which involves

a combination of increased effectiveness and a better use of available resources. While
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productivity can be given the sort of shorthand definition as the ratio between output and

input, what productivity really is as well as how it can be measured has always provoked a

great deal of controversy among experts14. In essence, it can be said that the measurement of

productivity is only simple conceptually. In practice, however, both measurement of outputs

and inputs involves aggregation problem, and this problem alone has situated productivity

measurement in the realm of complexity. For example, the question of how to aggregate

different products that do not have constant quality or characteristics constitutes the veil to

be removed from output measurement. In the same vein, the problem of how to aggregate

the different types of inputs into a well-defined composite unit remains a critical one on the

side of input measurement.

To solve output and input aggregation problem, particularly when heterogeneous inputs and

outputs are combined, some authors have suggested that inputs should be added up in

‘constant price’ money values. The same thing should be done for output15. The loophole in

this approach is that the resultant productivity index will be economic productivity and not

physical productivity, which, obviously, should convey more meanings to most of the users

of productivity measures. Added again to the input measurement problem is the question of

how to measure capital input. Consequently, preference is often expressed for a single

factor measure of productivity, and it is common to see emphasis being placed on labour

input. Three reasons are sometimes put forward to justify the use of labour input for

purposes of partial productivity measurement, these are: (i) labour is regarded as the most

important factor of production; (ii) labour is the most easily quantified factor of production;

(iii) labour is the only factor of production that has conscious control over its contribution to

output16.
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A measure or index of aggregate output divided by the observed quantity of a single input

thus became the earliest approach to productivity measurement. This index-number

approach based upon the use of single or partial factor productivity measures has one unique

advantage: computational simplicity and feasibility, save that the required aggregate labour

input data are available. The greatest shortcoming of partial factor productivity measures,

particularly labour productivity measures is its inability to identify the causal factor

accounting for observed productivity growth. For instance, substitution of capital for labour,

the introduction of more (labour) efficient vintages of capital, the realization of economies

of scale and the employment of better-trained manpower will all show up in an index of

output per man-hour17. Emerging literature on productivity measurement of late indicate

that early productivity measures revolve around the value of aggregate output per manhour

of labour input despite the problems associated with measuring labour input. At the

moment, productivity research has focused more on total factor productivity (TFP)

measures, where comprehensive aggregates of outputs and inputs are of interest. It is

helpful to note that production theory remains the basis for analysing the factors that explain

output level changes. It is known from available literature that, the rate of output depends

on three factors: (i) the state of technology or kind of production process that is in use; (ii)

the quantities and types of resources put into the production process; (iii) and the efficiency

with which those resources are utilized18.

Arising from these three factors behind productivity changes are three possible explanations

for differences in total factor productivity. These are differences in productive efficiency,

the scale of production, and the state of technology, depending on the specific assumptions

that are made with respect to the production function and the market conditions. Beyond the
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level of partial factor productivity measurement, the growth of output can be decomposed

into two: the contribution of changes in inputs and in total factor productivity. The

production function indicates the contribution of additional inputs to increases in output and

the residual otherwise called ‘multi factor productivity growth’ or less formally the Solow

residual is attributed to total factor productivity change.

The literature on productivity measurement was enriched when a scholar observed that the

traditional approaches to productivity measurement generally, though implicitly, assume

that observed output is frontier output19. Frontier output implies that the observed output is

best practice output. The implication of this assumption for productivity measurement and

analysis is that observed output is technically efficient. He then bifurcated approaches to

total factor productivity measurement along the line of those that ignore inefficiency, that is,

approaches in the frontier framework, and those that explicitly allow for inefficiency, that is,

non-frontier framework. Further classification of total factor productivity measurements is

again done along nonparametric (index number) models and parametric (econometric

approaches). For instance, the Tornqvist index is concerned with the natural discrete

approximation of productivity growth and is said to be exact for translog technology. The

index is also believed to be superlative because the translog functional form is flexible.

Hence, these non-parametric approaches are very appealing in terms of ease of calculation

and flexible modelling of underlying technology. These advantages are possibly responsible

for their popularity20.

Productivity measurement must produce effective control, which in turn will produce

corrective action and which finally, results in increased productivity21. For productivity as a
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concept and its measurement, it seems reasonable to believe that a clearer perspective and

understanding of productivity resides in a conceptualization of productivity that is all

embracing. Perhaps a comprehensive definition of productivity that will make it a

dependent variable of the following will suffice to know what productivity is and what is it

not: cost saving resulting from the introduction of new technologies, management

improvement measured by attendance at management training courses and seminars;

improved methods of accomplishing certain work tasks; increased morale and satisfaction

on the part of the employees; more and better products and services; focus on quantitative

and qualitative indicators of productivity-unit of analysis in terms of people, work group,

programmes, organizations and society at large using a combination of the above including

performance indicators and standards for measuring efficiency, effectiveness, human

resources planning productivity analysis, work measurement among others22.

For productivity measurement, whether imaginary or real, the main indicator of improved

productivity becomes a decreasing ratio of input to output at constant or improved quality.

Hitherto, existing approaches for measuring productivity are confronted by aggregation

problem. Yet, productivity growth must be measured if only to look for opportunities to

improve and show how well efforts are faring. It is likely that the magnitude of aggregation

problem will be reduced if the right kind of choice is made between applying parametric and

non-parametric productivity measurement. Productivity is one of the most important

criterion measures in the educational and organizational psychology research23. This is

based on the fact that job productivity has always been reported as a significant indicator of

organizational productivity, although it has been conceptualized in many different ways24.

Productivity is often times assessed in terms of financial figures and through the
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combination of expected behaviour-and task-related aspects25. Additionally, job

productivity was categorized into “can-do” and “will-do”. The former refers to the KSAOs

that an individual has and must have in performing a certain job. “Will-do” reflects the

motivation level of an employee in performing his or her work26. Productivity is work

outcomes and job-relevant behaviours27. Work outcomes deal with task performance, such

as quality or quality of work done, while job-relevant behaviour refers to the behavioural

aspects useful in achieving task performance28. In other words, job-relevant behaviours

provide support in performing task-related matters. Most importantly, productivity measures,

which may be based on an absolute value or a relative judgement, can be generalized to the

overall organizational performance because, in total, it reflects the organizational

performance to a certain extent29.

Absolute value of productivity is based on the objective results, such as total points from

sales or productivity, while relative judgements are productivity evaluation made based on

the behavioural-related aspects that are very subjective in nature. In relation to different

conceptualizations of job productivity, the main issue raised by scholars, is which

employees’ behaviours at work constitute job productivity30. Traditionally, job productivity

is limited to the core task activities that were based solely on job analysis31. The construct

has, however, expanded into behavioural aspects related directly to the core tasks and other

behaviours that support the core task performance. Scholars asserted that job productivity

should be measured in terms of task performance and contextual performance to fully grasp

a holistic concept of the construct32. This is because contextual performance is the

behaviours that support the core task performance in enhancing organizational

effectiveness33. In essence, task performance is concerned with behaviours that are required



31

to complete job tasks, while contextual performance is needed to safeguard and upgrade the

organizational, social and psychological environment in the organization34. Both aspects of

productivity are crucial to achieve organizational objectives35. Likewise, scholars asserted

that in measuring job productivity, it is important to integrate items on the task, as well as

contextual performance because they are strongly related, and it is difficult to differentiate

because behavioral aspects of job productivity are very subjective. In fact, some findings

revealed that task and contextual performance contributed substantially in predicting overall

job performance ratings36.

Researchers reported that when making overall job performance ratings, supervisors

evaluated equally task and contextual performance in which the correlation between these

dimensions with the overall job performance ratings were significant37. In other words, both

dimensions provide unique variance to the job performance domain because supervisors

evaluate and combine task and contextual items in appraising their subordinates’ overall job

performance37.

2.1.2 Overview of Employee Creativity

Creativity can be explained as production of new ideas; a creative employee is one who can

come up with new suggestions/ideas for the services to be constructed, the flood of the

communication and understanding it in the same way which would affect the work done by

the employee during his working hour38. Creativity is explained as a design in which the

employee make such innovative construction in which the work related problems are

resolved in rightful manner with step by step process, some explain it as the ability of the

individuals how they can develop useful solution to meet the challenges and overcome the

problem them self individually39. A creative employee is one who has the ability to be
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aware of the organization and must be sensitive so that he can tackle the problem, he must

have sharp mind so he is able to remember his task for long time, and he must be adaptive,

it is because due to Globalization there is rapid change in the technology as well the culture

so a creative employee would be one who is able to adapt all the changes before time, in this

way he would be termed as creative40. It has been long observed that employee’s creativity

is mostly seen by the large organization and team. Creativity is mostly involved in the

generation of change in product, due to working in team the employee are constantly

engaged in learning new knowledge, skills which are the necessary requirements needed by

the organization from the employee so they can achieve timely goals41. Creativity can be

explained as introducing new techniques by individual or group of people in organization

for achieving the maximum potential of human labor which will result in achieving goals

effectively, due to innovation and globalization if a firm wants to compete with its

competitor they must hire creative employee who are extroverts, feeling easy to work in

groups. Employees with proactive personalities are the one which are mostly admired to

make constructive change42. Employee’s creativity can be most commonly be referred to an

individual who has new ideas for his work and working style, he must be flexible in order to

work in team rather than individually completing a project, a creative employee is one who

has better skills of understanding and is adaptable in order if new technology is introduced

in the firm so he should be able to use it in no time, all these values indicate employees are

empowered so they can complete the task as they are feeling comfortable all these

characteristics would help in getting to know new opportunities, use of advance technology

all these changes are part of everyday life43. Creativity is adapted by the individual to do

production with new ideas. The creativity may depend on the employee or situation; an
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employee may want to be in contact at highest or lowest level although he or she has great

potential. Employee may use all of his/her capabilities, skill knowledge in effort to produce

creative outcomes44.

Most companies underline innovation in their strategy but, inconsistent with that strategy,

fail to fully utilise the creativity of their employees. This incompetence undermines their

power to innovate, for it is the creativity of employees that forms a source of new ideas,

which in their turn create the starting point for innovations45. Suggestion systems, the most

classic of which is the suggestion box, are put to use to capture the ideas from the

employees’ minds. The following step, capitalisation, involves the transfer of these ideas

into innovations. These can be product, service, process or organisational innovations. From

a perspective of knowledge development and diffusion in the firm, suggestion systems aim

at capturing good ideas, the first part of the ‘knowledge-brokering cycle’ and they are an

example of externalisation of knowledge46. Suggestion systems are considered an important

support for the entrepreneurial spirit in innovative firms and can contribute to the

organisational routines supportive of innovation and competence development gives a

definition of a suggestion system: an administrative procedure for collection, judging and

compensating ideas, which are conceived by employees of the organization47. Apparently,

there is a large dormant reservoir of useful ideas in many companies, but communicating

these ideas is not simply a matter of offering large bonuses. This has been demonstrated by

comparing research done in American1 and Japanese companies.

Although the rewards at American companies were a hundred times higher than those at

their Japanese counterparts, American companies received only 1% of the number of ideas

that were received by the Japanese48. The two types of organisational factors, namely the
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organisational cultural and organisational structural factors, create the layout for the

creativity49. This means that cultural factors need to be in place to secure a positive reaction

towards the initiator of a new idea. It also requires structural factors such as an accessible

suggestion system. In the third phase of the transfer, the idea receives its follow-up. This is

partly the back-office of the suggestion system (which is, at the same time, the front office

of the innovation process). This phase deals with the processing of the idea into a project

proposal. This requires substructures within the organisational structure that regulate the

processing of the idea50.

Employee needs to be motivated to do something with his or her idea51. This will only

happen in a direct organisational culture that stimulates the individual to express creativity52.

Several factors, belonging to the organisational culture, are said to be of influence in this

phase. Alignment as one of the most important factors of employee motivation. An aligned

environment envelops employees, bombarding them with a consistent set of signals so that

the company’s ideology and its attitude towards creativity cannot be misunderstood53.

Another part of encouragement is made up by the possibilities for employees to find

sounding boards for their ideas, here called the possibility of reflection that the employee

has in his working vicinity. Other factors that belong to encouragement are the clarity with

which an organisation welcomes creative initiatives54. This boils down to the emanation of

idea receptiveness, the image of innovation that a company has towards its employees.

These factors have a major influence on the idea extraction by intrinsically motivating the

employee55.

Organisational support: The phase idea landing is determined by the extent to which

possibilities within the organisation exist, and by the extent to which support is available, to
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introduce ideas effectively into the suggestion system. Many researchers consider the actual

reaction that is given to the employee by its manager when presenting an idea, to be

important in this respect55.

A system that is very inaccessible will undoubtedly diminish participation. A scholar speaks

of the necessity for an available system dedicated to suggestions that fall outside the daily

routine56. The broadness of the scope relates to the ‘net’ that the company throws out to get

ideas from its employees. Many authors have stressed the importance of a wide net to reel in

ideas. Committed Resources: The last phase in the transfer is that of idea follow-up. This

phase mainly consists of the commitment of means to facilitate the absorption and

processing of the idea in the organisation. The quantity of attention and resources dedicated

to the evaluation procedure is taken up in the model as the intensity of evaluation56. The use

of rewards can have a dual influence on the motivation of the individual: high financial

rewards can motivate extrinsically because obtaining the rewards will become the

employee’s major concern57.

However, using only (high) financial rewards runs the risk that employees will not

communicate ideas that they believe to have an insignificant financial impact on the

operational costs. This can explain the aforementioned difference between the participation

in suggestion systems of American and Japanese companies. This does not automatically

mean that financial rewards for suggested ideas should be abolished. It does, however, show

the importance of the creation of a reward structure that pays a great deal of attention to the

use of non-financial rewards, such as promotional titles, certificates of appreciation and

small symbolic rewards. Japanese companies do this by rewarding every suggestion, mainly

in a non-financial way58. Besides this, employees are frequently rewarded with a small
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amount of money for their creative efforts. Ideas that have a significant impact on the profits

are rewarded with a sum equal to a certain percentage of the increased profits59. In short,

rewards need to be used in such a manner that the intrinsic motivation is not undermined by

too strong an emphasis on extrinsic motivators. The last factor of this type is idea processing.

This processing represents the initial elaboration of the idea, so that the aptitude of the idea

for complete integration into the products, services or processes of the organisation can be

determined. Without idea processing, the implementation of the idea is often impossible60.

Creativity transformation model are not independent from each other. Between some of

them a positive relationship exists; e.g. a strong alignment and idea responsiveness will

contribute in a positive way to the emanation of idea receptiveness. Some factors are even

unilaterally influenced by other factors. The possibility of reflection and the emanation of

idea receptiveness are heavily influenced by the other seven factors. Because of this, these

factors do not control the model and need less attention when implementing a suggestion

system. Other relationships between factors are negative; an increase in one factor will

weaken the other. A high accessibility of the system and a broad scope will cause a sudden

sharp increase in numbers of submitted suggestions, thus frustrating the evaluation and

processing of ideas. A broad scope will also hamper high idea responsiveness, as most

managers do not have the time to receive large numbers of employees with new ideas. Such

effects need to be closely monitored because they threaten the success of the suggestion

system61. Often, creativity is associated with the sole genius developing ideas alone in an

office. But creative ideas in contemporary organizations are more often a product of social

interactions and influence not simply of thinking alone in isolation62. In this respect, there is

considerable evidence that other individuals, both inside and outside the organization, have
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a substantial impact on employees’ creativity63. Research has shown that

supervisor/coworker’s support for creativity may stimulate creative performance64.

Non-work support was demonstrated to have influence creativity at work for individuals

with relatively low levels of creative personality65. But while research has contributed to our

understanding of the social determinants of creativity, it has also raised several interesting

but heretofore unexamined issues. This study addresses some of these issues. First, in line

with the social support literature and the evidence that support is a multidimensional

construct, it is important to differentiate between the types of support; emotional (also called

esteem or affective): ES and informational or instrumental: IS66. While previous research

has focused mostly on the influences of the so-called ‘emotional’ support for creativity, it is

important to understand whether IS could also influence creativity67. Examination of the two

types simultaneously should provide a more comprehensive picture of the role of support,

especially if they are related to creativity through different mechanisms: ES as part of the

work context for creativity influencing the motivation for new ideas, while IS by directly

providing ‘inputs’ for creativity68. Next, I extend previous research by trying to expand our

understanding of the relative effectiveness of ES and IS from a variety of sources. A focus

on multiple sources is theoretically and practically relevant because there is some evidence

suggesting differences in the effectiveness of support from different sources69.

As support is received through interaction with others, which require time and effort, it is

important to identify the types and the sources of support that would be most valuable for

creativity. Connected with the previous issue, a third goal of this research involves

exploring other potential sources of support, in addition to supervisors, immediate co-

workers and family and friends – individuals whose influence on creativity has been
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suggested in the literature but the potential as sources of ES and IS has not been yet

explored. Previous studies suggest that employees often interact with people from other

work units and customers and support from these individuals might also be associated with

creativity70. An employee’s relationships with these individuals outside the primary work

unit are very different from those with direct supervisors/co-workers and we cannot just

assume that the same effects on creativity will hold71. Thus, research examining their

potential influence on creativity is also warranted. Finally, previous research suggests that

individuals with different personality characteristics respond differently to the social

context72. As the openness to experience dimension of the five-factor model of personality

(FFM) has been most consistently related to creativity and, in addition, has been suggested

as a determining factor for social interactions, I examine the possibility that openness to

experience moderates the contributions of ES/IS for creativity73,74,75.

Creativity and the relative contributions of different sources of ES Creativity refers to the

production of ideas about products, processes or procedures that are (a) novel and (b)

potentially useful to the organization76. This definition assumes that creative ideas may be

generated by employees in any job and level of the organization77. The context for creativity

has been broadly defined as the characteristics and dimensions of the work environment,

like organizational culture and climate, job and work setting, and relationships with

different individuals, that potentially influence an employee’s creativity but that are not part

of the individual78. That is, the creative context includes social influences and individuals’

broader social interactions79. As engaging in creativity entails certain risks because

uncertainty exists as to whether new ideas will be accepted or rejected, it has been suggested

that in order to be creative, employees should feel safe and supported in their workplaces80.
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Thus, I expect that ES is associated with the context for creativity, i.e. it is one of these

dimensions that may contribute to a conducive environment and climate, and consequently

to the motivation to be creative. When employees feel nurtured and encouraged to be

creative, they will feel less tension and stress, will feel good about playing with ideas and be

more likely to take risks81.

Previous research has demonstrated that ES from individuals from the (a) primary work unit

(supervisor/co-workers) and (b) non-work settings boosts employee creativity82. In addition,

it has been suggested that work related individuals outside the primary unit might influence

new idea generation83. Interactions with co-workers from other units and customers could

also provide support for new ideas, shown to be essential in R&D teams84. The literature

reviewed above suggests that ES from a variety of sources is associated with creativity at

work. But no study has simultaneously considered the effects of all these various potential

sources of ES, nor their relative importance. If ES stimulates creativity via its relations with

the context or the environment in which one is creative, based on the social support and

creativity literatures, I expect that the closer a source of ES is to the work and immediate

setting, the stronger its association will be with creativity85. More specifically, I expect ES

from individuals from the primary work unit to have a stronger impact on employee’s

creativity than ES from other work- or non-work-related individuals. The reason is that ES

from the primary unit will have a more direct impact upon the issue or situation at hand, i.e.

this support is directly associated with how the new idea will be accepted by those who may

be influenced by it. Moreover, support from the primary unit may communicate that it is

desirable to exhibit creativity while at work and may influence employee’s willingness to

take the risk and suggest something new. It is also expected that ES from the primary unit
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will be provided at the moment when the issue arises, while support from other individuals

may be available much later, when the time and necessity for a new idea subsides86.

A few studies focusing on employee responses other than creativity provide indirect support

for these arguments. Support from supervisors was more valuable for work-related issues

than support from non-work-related individuals. Although these studies deal with the effect

of support on experienced stress, their findings are informative for creativity as it also

involves a certain degree of risk, which in turn causes stress, uncertainty and tension87. ES

from work-related individuals outside the primary work unit (other co-workers or customers)

should also have a stronger impact on employee’s creativity than ES from non-work-related

individuals. Since work-related individuals outside the primary unit often are the consumers

of an employee’s creative idea, the employee is more likely to be responsive to their

acceptance and perceive it as more sincere than support from non-work-related individuals.

ES from other units and customers, although not as strong as ES from the primary unit, may

also demonstrate that creativity is valued and appreciated in the overall organization or

industry, even if a new idea meets resistance in the primary unit. I still expect ES from

family/friends to boost individuals’ willingness to take risk and their motivation to be

creative, although the association between creativity and ES from this source might be not

as strong88.

The effectiveness of R&D units has been considered by a host of authors89. One key

determinant of research and development (R&D) effectiveness in need of further

consideration is the management and functioning of R&D personnel at the individual level

of analysis. However, the most popular measures of R&D effectiveness (e.g. R&D spending

as a percent of sales, number of ongoing projects, total patents filed/awarded/pending;
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typically do not focus on personnel management. While the literature has considered topics

such as the leadership of R&D personnel and groups and the effects of cognitive style and

problem-solving training on R&D effectiveness much remains to be explored90. In particular,

R&D personnel are often said to be driven by intrinsic motivation – long thought to be a key

to employee creativity91. Nonetheless, the role of intrinsic motivation in this context has

received almost no attention. Intrinsically motivated behaviours are ones for which there is

no apparent reward except the activity itself92. The value of intrinsic motivation has been

demonstrated in a variety of contexts93. In particular, it has been shown that intrinsic

motivation is important for productivity in science and R&D efforts94. This is typically

explained by suggesting that intrinsic motivation encourages exploration, persistence,

flexibility, spontaneity, and ultimately creativity95. Creativity is defined here as the

production of novel and useful ideas, processes, or products by a person or group96.

Nonetheless, several issues surrounding the role of intrinsic motivation have received little

attention. While intrinsic motivation has been linked to increased risk taking, field evidence,

particularly in R&D settings, has been scant at best. In fact, only recently has the role of risk

in employee creativity been formally addressed beyond an anecdotal level97.

In a broader sense, although intrinsic motivation is often mentioned in research related to

creativity or R&D or new product development as an important theoretical consideration, it

is rarely empirically assessed, with few exceptions98. As a result, the role of intrinsic

motivation relative to risk taking and creativity remains largely unexplored in applied

settings. Is intrinsic motivation simply an independent variable like any other or is its role

more central to understanding creative work? Further, researchers’ reliance on subjective

indicators of creative work (e.g. supervisor ratings of employee creativity as opposed to
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objective indicators such as patents) has raised doubts about the ultimate utility of our

conclusions99. In short, the relationship between common creativity antecedents (e.g. both

contextual and individual difference variables), intrinsic motivation, risk taking, and

employee creativity is clarified within an R&D environment at the individual employee

level. In short, various influences support or do not support intrinsic motivation at work

(one’s enjoyment of the work itself)100. Intrinsic motivation bolsters one’s willingness to

take risks (voluntarily experimenting with new ideas). One’s willingness to take risks is

positively associated with employee creativity. Thus, it is argued that intrinsic motivation

serves as a mediator of various influences on an employee’s willingness to take risks, which

itself mediates the influence of intrinsic motivation on employee creativity. If supported,

this would be the first test of all of these links simultaneously, in an R&D environment or

elsewhere.

Intrinsic motivation was studied as early as the 1950s but the construct became prominent

due to the work of some researchers101. These authors first offered Self-Determination

Theory, which distinguishes between two types of motivation based on the different causes

that give rise to an event. At the heart of their theory is the distinction between intrinsic and

extrinsic motivation. Intrinsic motivation refers to the motivational state in which an

individual is attracted to their work in and of itself, not due to any external outcomes that

might result from task engagement102. Thus, motivation deriving from external pressures or

constraints is referred to as extrinsic motivation. Over three decades of research in this area

suggests that the quality of task experience and performance can be very different when one

is behaving for intrinsic versus extrinsic reasons103. As a sub theory of Self Determination

Theory, Cognitive Evaluation Theory (CET) was used to specify the factors in social
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contexts that produce variability in intrinsic motivation. CET views intrinsic motivation as a

construct involving interest in the focal task predicated on feelings of self-determination and

competence104. In short, interpersonal events and structures (e.g. rewards, feedback) that

produce feelings of competence can enhance intrinsic motivation. More specifically, CET

suggests that feelings of competence will not enhance intrinsic motivation unless

accompanied by autonomy, which provides a sense of control. Reviews of the literature on

intrinsic motivation suggest that it is vital to task performance and often quite sensitive to

external forms of motivation, although the issue is still debated developed what is likely the

most well-known model of employee creativity105.

Building on the work of Deci, Ryan, and many other scholars, she developed the

Componential Model of Creativity. The basic model explores the contributions of three

factors on employee creativity: domain-relevant skills, creativity-relevant processes, and

task motivation106. Domain-relevant skills refer to task knowledge and technical skills and

depend on inputs such as cognitive skills and education. Creativity-relevant skills include

things such as knowledge of heuristics for generating ideas and depend on training and

experience. The final component is task motivation. Here, the importance of intrinsic

motivation is paramount and the model addresses the influence of the environment (e.g.

extrinsic influences) on one’s task motivation108. Intrinsic motivation is in fact so vital to

creativity that Amabile developed the Intrinsic Motivation Principle of Creativity: intrinsic

motivation is conducive to creativity; controlling extrinsic motivation is detrimental to

creativity, but informational or enabling extrinsic motivation can be conducive, particularly

if initial levels of intrinsic motivation are high. Thus, it has become commonly accepted that

intrinsically motivated behaviours result in risk taking, flexibility, and spontaneity109.
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Nonetheless, while many studies note the important role of intrinsic motivation, in applied

settings the construct is rarely actually measured110. Further, while intrinsic motivation was

linked and risk orientation to creativity in a qualitative study of R&D personnel, the

potential links between the two constructs are not addressed.

Similarly, several organizational studies assert that risk taking is integral to creativity, even

when not specifically addressing intrinsic motivation111. Risk can be defined in this context

as the extent to which there is uncertainty about whether potentially significant and/or

disappointing outcomes of decisions will be realized, given creative efforts112. For example,

it was started that creativity is risky because it is highly uncertain and the action-outcome

link is often tortuous and spread out over time. In general, new ideas and behaviours are

risky as they represent disturbances in the status quo and power balances113. In short, many

authors agree that a climate for creativity exists when employees are willing to take risks yet,

the construct is rarely measured114. One exception is provided by Dewett (in press), who

found that an employee’s willingness to take risks mediates the influence of supervisor

encouragement for creativity and employee creative performance115. Although Amabile’s

work highlighted the influence of the social environment on intrinsic motivation, there has

been little evidence in applied settings. At least two studies provide exceptions116. For

example, an evidence that intrinsic motivation mediates the effect of the interaction between

leader charismatic behaviour and conservation (an individual difference) on creativity was

provided117. Similarly, various independent variables to intrinsic motivation to creative

climate was linked together. To be clear, the focus of the current research is not to identify

new antecedents of intrinsic motivation or employee creativity per se.
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In general, encouragement and enthusiasm for idea generation at all levels of the

organization has been a recurring theme118. People are more likely to produce novel and

useful ideas when given the permission to do so through communications or instructions119.

Autonomy refers to the degree to which a task provides substantial freedom, independence,

and discretion to individuals in determining the procedures to be used in carrying out a

task120. Scholars have suggested that in order to be creative, people require freedom so that

they can play with ideas and expand the range of possibilities and materials from which a

solution may emerge121. Similarly, the most frequently mentioned factor in low-creativity

events was lack of freedom. Self-efficacy can generally be defined as belief in one’s

capability of performing a specific task122. In a broad sense, having a positive sense of self

has been linked to creativity for many years123. Research in the organizational literature

specifically addressing self-efficacy demonstrates much the same124. For example, a scholar

demonstrated that increases in self-efficacy were associated with a higher quantity and

divergence of ideas generated in a problem-solving task125. A scholar showed a

complementary finding indicating a significant effect of self-efficacy on the quality of

solutions provided in a laboratory experiment involving a marketing task126. Openness to

experience describes the extent to which individuals are imaginative, sensitive to aesthetics,

curious, independent thinkers, and or amenable to new ideas, experiences, and

unconventional views127.

Prior research has established that openness to experience is related to creativity128. For

example, it was empirically established that the relationship between creativity, measured

by Gough’s (1979) popular CPS scale, and measures of divergent thinking and openness to

experience128. He states that people high on openness to experience share an interest in
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experience for its own sake. It was found that openness to experience may serve to

encourage creativity when the situation allows for the manifestation of the influence of the

trait129. Specifically, in a sample of workers from a petroleum drilling company, they found

that creativity was the highest when individuals who were high on openness to experience

received positive feedback and worked on a heuristic task. Since the industrial revolution,

organisations focus on productivity: maximisation of output at minimum cost. To support

this objective, management principles and instruments have been developed and used in

manufacturing and service companies all over the world. As a result, labour is divided into

small specialised tasks, processes are standardised, allowing mechanisation and automation,

and workers are specialised to do remaining tasks, more often resulting in repetitive and

monotonic work in standard workplaces. The manager’s role is to control whether the

worker performs the task according to a predetermined plan and the worker’s payment is

partly based on realising predicted output.

Ergonomics has been involved to prevent and correct negative effects of this way of

organising work on health and safety and on productivity and quality. In an innovation

driven competitive business environment, such a work organisation may not be the right

choice and ergonomics and ergonomists could have a different role130. A company that

needs to compete on innovation needs its employees not only for reaching productivity

goals, but also for generating new business ideas. Employee creativity is the production of

novel and potentially useful ideas for solving problems and for developing new products,

services, processes, systems, work methods, etc.131. It is a vital resource for an

organisation’s innovation and employees at any level in the organisation can contribute to

this goal132. Because creative performance of employees depends on individual
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characteristics, such as personality traits (e.g. openness to experience), cognitive style and

creativity relevant skills, practices for enhancing employee creativity have traditionally

focused on recruitment and selection of creative talents and on creativity training of the

workforce133. However, creative employees who are placed in traditional productivity-

driven organisations with formal structures, time constraints, strict regulations, daily similar

tasks, standardised workplaces, etc. may not be stimulated to show the desired creative

behaviour. The extent to which a person generates new and useful ideas depends on the

support that is received from the work environment134.

This paper addresses the question of how the day-to-day work environment can be designed

to foster creativity at work. Designing work environments for creativity could be a new

topic for ergonomics research and practice. It fits the dual objective of ergonomics, as

formulated in a common description of the discipline (International Ergonomics Association

Council 2000): ‘[the goal of ergonomics is] to optimize human well-being and overall

system performance’135. In modern business, creativity and innovation are important

indicators of an organisation’s performance. A creative work environment can advance

employees’ well-being in terms of job satisfaction and lower intentions to leave136. The term

creativity is used in different ways and the definition is formulated in different respects.

Creativity has many synonyms, such as productive thinking, divergent thinking, originality,

imagination, brainstorming, etc. Some definitions of creativity have served as a starting

point for theoretical and empirical investigations, but often they are ambiguous or non-

operational. It was argued that some definitions are in conflict with each other, promoting

confusion rather than improving understanding137. There is a lack of rigorous thinking about

the term creativity, and there is therefore a danger that the term may degenerate completely
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into a single, blurred, catch-all concept138. This section will highlight the difficulties of

measuring employee creativity. In the consensual assessment technique, creativity is defined

in conceptual and operational ways and the importance of specifying the relation between

the operational and conceptual definitions of creativity is stressed139.

The conceptual definition articulates the notion of creativity that underlies the theoretical

framework which explains how the crucial characteristics of creative products evolve in the

process of task engagement140. A satisfactory operational definition must return to the final

criterion for creativity assessment, a reliability on a person’s subjective judgement. In

operational terms, ‘creativity can be regarded as the quality of products or responses judged

to be creative by appropriate observers, and it can also be regarded as the process by which

something so judged is produced’141. Moreover, researchers argued that in the scientific

research, all researchers are limited to some degree by their environmental context, and that

empirical analysis of creativity studies still requires more rigorous work, primarily

concerning the role of epistemology and philosophy, since creativity is a dynamic concept,

which changes through our experience, domain knowledge and context142. The topic of

creativity in the R&D literature has evolved along a path similar to that of the organizational

psychology field. From an organizational psychology perspective, theories of creativity have

progressed from static, content oriented theories to dynamic, process-oriented theories143.

Content theories search for the specific things within individuals that initiate, direct, sustain

and terminate behaviour, but process theories explain how behaviour is initiated, directed,

sustained and terminated. There are diverse views on the concept of creativity and its sub-

concept cannot be understood from one single perspective It is not the purpose of this paper

to provide a historical review of all of the conceptions of creativity, but rather examines a
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number of critical approaches to creativity research, namely the evolutionary approach, the

cross-disciplinary science approach, the systematic approach and the social network

approach144.

2.1.3 Overview of Organisational Training

Human resource management is a strategic, comprehensive and internally consistent

approach to human management, the most valuable asset of the organization. It is defined as

the management of activities in order to ensure the satisfaction, motivation and high

performance of the labour force within the organization145. Development of human

resources through education and training is an operational function in human resource

management. Its use in an institution or organization is usually incorporated into training

(education and training). Organizational training is a common word used in all walks of life,

it denotes a systemic procedure for transferring technical know-how to the employees so as

to increase their knowledge and skills for doing particular jobs. When employees join an

organization, they are required to be trained because there is a difference in the skills the

employees possess and the skill a job requires. This difference is removed by education,

training and development. Skills of employees are developed through training upon which

the efficiency and effectiveness of an organization depends. The purpose of training is to

bring about positive change in knowledge, skills and attitudes of the employees, and it

continues to be a strategic intervention for most organizations.

Organizational training is often seen as a planned and systematic process of learning in the

sense of acquiring, modifying, and/or developing knowledge, skills, and abilities (KSA) in

order to achieve and/or improve the employees’ performance in the current job and prepare

them for an intended job146. It may be defined as the planned and systematic process of
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changing behaviour through learning events, activities and programs, which assist the

participants to acquire knowledge, skills, competencies and abilities to carry out their work

efficiently and effectively. When employees with extensive skills and knowledge receive

training, their resources will increase even further. Organizational training is the act of

improving the skills, abilities and technical competence of employees or personnel on a

given job or duty. It is the process of increasing the knowledge and skills of an employee for

doing a particular job. It involves the development of skills that are usually necessary to

perform a specific job. Training and development are very essential in human resource

management because it is the only means by which improvement can be produced in the

performance of roles in individual, groups and the organization as a whole. Many firms are

now so awakened to this concept which has boost the morale of the workforce and

invariably strengthen and foster organizational growth. Training brings about development

and increases creative thinking which brings about right attitudes and behaviours, not only

improving the company's image but also ensuring employee's competency, efficiency and

effectiveness in performing their jobs in highly motivated manner which comes out in form

of financial and economic advantage for the company. Training brings about development

and increases creative thinking which brings about right attitudes and behaviours, not only

improving the company's image but also ensuring employee's competency, efficiency and

effectiveness in performing their jobs in highly motivated manner which comes out in form

of financial and economic advantage for the company.

Modern day organizations are challenged with highly demanding competition, drastic

change in technology and ever improving business environment makes it inevitable for

companies not to seek more knowledge and competence in their area of specialization;
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organization engagement in training must be consciously taken as a business and should be

necessitated as a link with growth of the modern age in the international platform.

Organizational training helps to accommodate changes in technicality, environment,

customer's taste and demand by raising the knowledge and involvement of the workers in

relation to the change process and fill the discovered gaps in the employees by teaching

them skills needed to adjust to the new state and also make employees prepared for

unforeseen roles in the future. Organizational training requires conscious effort, time and

money, therefore firms must take the pain to critically define training programs required in

their aspect of specialization and assess its effect on the trainees, the company and the users

of their goods or services.

Organizational training is an important point in ascertaining the achievement of goals and

objectives of any given firm. It is an important factor to eliminate decline in productivity of

workforce and a good assurance giver to the continuity of the business which is the going

concern concept as workers learn the right process to keep up with the pace of demand laid

on the job. Implementation of training is directed to the improvement of skills, knowledge

and attitude change or employee behaviour, the learning process expected in training is

expected to change the employees from the less know to know more and less skilled to be

skilled and negative attitude and behaviour to be positive and etc.147. Organizational training

is the major means to be used by organizations to cultivate employee competence to reach

the appropriate required levels. It is also an important business strategy for organizations to

cope with a variety of forces affecting the workplace. The main objective of training is for

employees to learn new skills or to keep their current skills updated.
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Organizational training can be considered from a number of different perspectives. It can

focus on different types of content, primarily categorized as managerial, technical, and

awareness, among other types. It can be delivered using an array of training approaches,

methods, and media, depending on the situation. It is stated that training is organized and

used by an organization as a business strategy to help employees develop and acquire

competence, which includes knowledge, skills, behaviours, and attitudes that are critical for

successful job performance. For effective employee training, there are four steps that

generally occur. First, the new employee goes through an orientation, and then he or she

will receive in-house training on job-specific areas. Next, the employee should be assigned

a mentor, and then, as comfort with the job duties grows, he or she may engage in external

training. Employee training and development is the process of helping employees develop

their personal and organization skills, knowledge, and abilities.

Training of employees is a very important and significant point in reaching the goals and

objectives of an organization. Training is an important ingredient to improve competence

and employees’ productivity and guarantee the continuity of a business organization148.

Training is reasonable so as to master the knowledge and skills that are required for their

jobs and to be acquainted with the job requirements in the company an employee had been

employed. The need for training will arise in every organization at one particular time or

the other if there will be improvements, expertise approach to their product or services and

increment in the general well-being of the organization in relation to the changes

experienced daily in our society. Every organization should make moves of giving training

to all their employees not minding their qualifications and skills. The need for training will

arise when there are situations like: The need of training must arise in a company or
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organization when there is a general change in the rise of technology equipment and

machine needed in effective operations of such organization to meet the new standard

expected by their clients. Changes in computation, dissemination of information,

coordination and diversification that calls for complexity, the employees must be trained to

be equipped with these modern modalities. The employees need to be urgently trained when

a change arise in the duties expected of the employees either through promotion or transfer

from one department to another department. For effectiveness to be ensued, the employees

have to be trained in the skills that will facilitate him in his new department. The skills an

employee had acquired may not measure up to the standard of specifications of the

organization’s required mode of operation. At this stage, the organization must embark on

training as the bridge to the gap. Training is bound to take place when employees in an

organization are down-graded in their relationship with the public and clients, the

organization needs to build the human relation tract of her employees through training. The

training methodology process refers to a systematic approach of developing training

programs.

Different techniques are usually used in a training program. The identification of a need for

training is the first thing to be established149. The level of identifying the need is very

important for the two parties involved i.e. the employer and the employee so as to gather up

the important areas to be covered and to be able to measure at the end of the day if training

or improvement in skills and abilities had taken place. There are seven steps in this

approach: Step 1 is to carry out a need test which is vital to identify whether and when

training is needed. Step 2 is to be sure that the employees have the motivation and required

mindset necessary to master the training content. Step 3 is to ensure or import a learning
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environment that has the conducive atmosphere for learning to take place. Step 4 is to

ensure that the training is applicable to the job specified and see to it that the trainee apply

the training content to their jobs, that is, knowing what to do and when to do it. Step 5 is to

develop an evaluation plan i.e. ascertaining the types of result expected after the training

(changes in behaviour and skill), adopt a measuring means that will help to clearly

determine how Training affect the "bottom line" that is looking at it from the cost benefit

analysis to decide the financial gains resulting from training. Step 6 is to choose the training

method considering the learning goals and the available learning environment which can be

traditional method of face-to-face interaction with a trainer, e- learning using CD-ROM or

web-based training. Step 7 is to revisit the program and make necessary changes to improve

the program so that all learning objective are achieved.

Employees that are effectively trained are happier and more productive, so it is important to

take care when considering not only the material that needs to be taught but the method for

teaching it. In this sense, how choosing a training method is important, as well explain in

adeptly the best types of training methods for employees considering the materials being

taught. To reduce some costs associated with not training or undertraining, development of

training programs can help with some of the risk150. Any company or organization that is

going to succeed in her business endeavours must have training in place to make

employees’ performance sure. A research performed by the American Society for Training

and Development (ASTD) discovered that 41 percent of employees at companies with poor

training planned to leave within the year, but in companies with excellent training plans,

only 12 percent planned to leave.
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For effective employee training, there are four steps that generally takes place which are:

First Step: Employee Orientation. Second Step: In House Training. Third Step: Mentoring.

Fourth Step: External Training. Employee orientation is a way of welcoming a new

employee into the organization. “Employee orientation is an essential aspect of training,

where a new recruit is introduced to his/her new working environment, the co-workers and

the policies and procedures, rules and regulations of the organization. This orientation

process helps new employees become familiar with the job, task and other aspects of the

working environment, which enhances their performance on the job.” Employee orientation

is done in order to make newly employed worker gain knowledge about the policies and

business scope of the company and learn how their specific jobs fits into the whole picture

plan of the organization.

Employee orientation has its own benefits to the organization and as well to the employee,

some of which are. When an orientation process is carried out right, it usually makes the

employee to get on the job straight with accurate speed as various procedures had been

introduced during the orientation familiarization training. It reduces anxiety: One’s anxiety

is always high when a new job is to be started, through orientation, the anxiety is calmed as

the employee would have gotten the hint of what and what will be the demand of his newly

gotten job thereby reducing the stress. It reduces employee turnover: Employee’s turnover

or frequency of leaving the organization reduces when they felt a value placed on them

during orientation training. It saves time for the supervisor and co-workers: An orientation

properly done makes an employee better prepared for the job and lessen the labour of the

supervisor monitoring so much. To set expectations and Attitudes: It makes the employees
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to know from the beginning, task expected from him and also knows the values of the

company from inception which makes in a better and less problem prone worker151.

Training and development have been classified under two broad heading: On the job

training and off-the job-training. We should note that on-the-job training and off-the-job-

training are classification terminology of training and development and not method per se.

In-house/on-the-job-training is a kind of training that a worker is given from within the

organization (internal training). Methods use for In-house/On-the-job training can be any of

the following: Coaching: This is a model whereby an experienced member of staff helps

trainees learn skills and procedures of carrying out their job roles by providing the learning

employee and instructions or visual instructions or both for his learning. Mentoring: This is

a process whereby each of the trainee is allocated to an expertise member of staff who

serves as a guide or helper to the trainee. Though the word ‘coach’ and ‘mentor’ are always

near to each other, but a mentor intensify and makes impact in the trainee than a coach. Job

Rotation: This is when employees’ role or task is changed within an organization to make

them have the knowledge, skill of another area of the organization. He/she have to learn

about his new task and through that be adequately trained.

Mentoring: “Mentoring is a reciprocal and collaborative at-will relationship that most often

occurs between a senior and junior employee for the purpose of the mentee’s growth,

learning, and career development.” Most times, the mentor and mentee are internal to an

organization, and the purpose is always on achieving organizational goals, culture, career

goals, advice on professional development, and work-life balance. Effective mentors often

act as role models and sounding boards for their mentee and provide guidance to help them

reach their goals. How well a mentee will be trained and improved depends largely on the
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mentor’s approach and self-efficacy, how cordial the mentor-mentee relationship is and the

quality of the mentor’s supervision on the trainee.

External training is a type of training that is not carried out with-in the organization. It is

usually the last steps out of the four steps to training and it can be ongoing till any point of

an employee’s career. It can come in form of sending an employee to a seminar to increase

his knowledge either in a newly included method in operation of his task or to help further

development in the organization. There are various types of skills/training around the world

today, which are very vital in one way or the other on the improvement and productivity of

the employee, some of these trainings are: Soft skills are identified to be very important in

the employment circle which include but not limited to communication, team work,

motivation, problem solving, enthusiasm and trust152. The term ‘soft skills’ refers to

personal inbuilt abilities or traits and habits that are crucial in character relationships with

other people. Soft skills are very vital to success in business. Any abnormality on any

employee’s soft skills can be costly to an organization and affects business outcome,

workers behaviour, safety productivity, engagement and withdrawal. Those who may

benefit from soft skills developments are individuals who have suffered incarceration for so

long, school dropouts and any individual who is deficient in any soft skill ability.

Team training/Team Work refers to pulling together of interactive and interdependent

behavioural process among people of the same targeted goal and outcome, Converting their

interaction into output of members satisfaction and performance. The goal of Team training

is to develop interrelationship among team members, which makes them to be intimate with

each other and facilitates understanding and friendship which gives room for training in

strong and corporate decision making, problem solving and non-permitance of ship



58

wrecking attitudes in members of team. Almost all organizational fields benefit from team

work and training, job field that optimally benefit from team work and training are fields

like health, security, education and producing firms. These group of people have team work

training very crucial to them. The Deloitte Millennial Survey, 2016 reported that among

other finding, millennia’s linked job satisfaction with high level of cross team collaboration,

to make this achievable, there are five elements that must be put in place: Communication:

This is the most important part of team work and it must be done in effective manner among

team workers to consistently update each other and must never make assumptions that they

have been informed and also, they must be good listeners as well. Delegation: Teams that

work together understand he strength and weakness of each team members. The job of

effective team work will be magnified when team leaders and members know the ability of

everyone and assign an aspect of the training job to the right person. Efficiency: A strong

team should be together to develop a system that allow them to join efficiently to perform

and complete task in a timely manner. They will know their capability and the capability of

the group as a whole and then organize the workload in accordance. Idea: When a teamwork

collaborate well, team members are comfortable to bring ideas. A good team unit is always

rich in idea which not only makes them innovative but also dynamic. Support: A

workplaces that faces challenges, but have a strong team environment in place can act as a

support mechanism for staff members. For a company that is into production business,

training on quality is very important to their laboratory technicians so as to be perfect in the

quality of products produced. They should be trained to know when items are under

standard, standard and below standard which help them to eliminate substandard products

coming out of the company.



59

The International Organization for Standard (ISO) is the largest publisher of standards and

quality in the world. The body is majorly formed to oversee and regulate business practices,

manufacturing policies and quality. Therefore, quality training must cover these eight

concrete areas: ISO 9000 - Quality Management: To remain vibrant in a competitive

industry, ISO 9000 manages the quality standard. Quality standards guide companies and

fortify them with the necessary tools that ensures their continuous and increase in customer

demands target being met. ISO/IEC 27000 - Information Security Management Systems:

Information is a very strong and vital force that the world cannot do without and therefore it

is being threatened by different crime activities. The 27000 Category of Standards ensures

the safety of information assets. ISO 14000 - Environmental Management: This is a type of

quality training or guide that makes available the tools needed to make manufacturing firms

responsible to their environment. These environmental quality standard use tools such as

life cycle, audits, communication, environmental challenges. ISO 31000:2018: Risk

Management: Today’s business world is riddled with uncertainty. There is a different effect

on economic performance, good will as well as security and environmental outcomes. They

must have quality risk training so as to guide organization to be able to achieve objectives in

an uncertain environment by being able to differentiate between opportunity and threats.

ISO 50001:2018 – Energy Management: ISO 50002:2018 provides trainings to companies

in carrying out an energy management system. ISO 26000:2010 – Social Responsibility: It

gives the bedrock of how organizations can be involved in social responsibilities and to

know how they can effectively take actions towards it. ISO 28000:2007 – Specification for

Security Management System for the Supply Chain.
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Occupational Health and Safety: It provides a baseline for occupational operations so as to

reduce injuries and diseases which have a negative impact on the economy and results into

poor health, early retirement and paying of high insurance premium153. To fit into some jobs

and some positions well, a professional training is very vital. Professional training is a type

of training that update an employee alongside with his profession. Many organizations have

suffered a lot of damages because they fail to train their employees on the law, rules, and

etiquettes guiding their profession.

2.2 Theoretical Review and Framework

2.2.1 Goal Setting Theory

The goal-setting theory had been proposed by Edwin Locke in the year 1968154. This theory

suggests that the individual goals established by an employee play an important role in

motivating him for superior productivity. Five component of goal setting theory include

clarity, challenge, commitment, feedback, and task complexity, this study adapted three

which are clarity of goals, commitment and task complexity. According to goal setting

theory, an employee performs better if the goals that guide work are clear, specific, and

challenging rather than vague, ambiguous, and unchallenging155,156,157. The theory proposes

that goals activate motivational mechanisms that stimulate performance. Four stimulating

mechanisms are distinguished: direction, effort, perseverance, and strategy. Put simply, if

you know better what is expected of you, the course of action you should take to accomplish

the objective becomes clearer and the chances that you will reach the goal increase. This

again enhances self-efficacy through positive reinforcement and roused commitment, which

in turn benefits future effort and performance158,159. In addition, goal clarity supports

employees in knowing what is expected of them and what behaviour is functional for goal
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achievement, lowering role ambiguity160. If belief in one’s capacities is strong and role

ambiguity is low, higher performance can be expected.

Skills required include the ability to engage employees in mutual goal setting, clarify role

expectations and provide regular performance feedback. Time and energy will also need to

be given to providing relevant performance incentives, managing processes, providing

adequate resources and workplace training. It also advice that in order to drive the

organization to peak performance managers and supervisors must put out front the human

face of their organization. Principle here is the human-to-human interaction through

providing individualized support and encouragement to each and every employee161.

Employee productivity is a major multidimensional construct aimed to achieve results and

has a strong link with planned goals of an organization. Productivity is the key multi

character factor intended to attain outcomes which has a major connection with planned

objectives of the organization.

Employees ‘goals achievement in this theory is by creating of work environment attractive,

comfortable, satisfactory and motivating to employees so as to give them a sense of pride

and purpose in what they do. How training is designed and occupied affects not only how

people feel, but also their work productivity, commitment to their employer, and the

creation of new knowledge in the organization.

2.2.2 Componential Theory of Creativity

The Componential Theory of Creativity published a chapter proposing a componential

theory of creativity in the workplace, which was partially based on the componential model

of a social psychology of creativity formulated and tested earlier162. It represented one of the
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first comprehensive and grounded theories of employee creativity. This theory has been

further tested, revised and updated since then. Essentially, the theory posits that there are

three key components of creative performance: domain-relevant skills, creativity-relevant

processes, and task motivation. The first component, domain-relevant skills, refers to factual

knowledge and expertise in a given domain. The theorist has argued that domain-relevant

skills tend to be affected by formal and informal education, and individuals’ perceptual,

cognitive, and motor abilities. The second component, which was initially called creativity-

relevant skills but recently has been changed to creativity-relevant processes, includes

explicit or tacit knowledge concerning the appropriate strategies for producing creative

ideas, appropriate cognitive styles and work styles for creative idea production. It was

reasoned that training in creative skills and strategies, experiences in creative activities, and

possessing certain personality characteristics are likely to positively influence creativity-

relevant processes. Subsequent empirical research on training for creative problem solving

has indicated that training can help enhance employee’s level of creativity.

The third component, task motivation, includes individuals’ attitudes toward a task and their

perceptions of his or her own motivation for working on the task. In general, an individual’s

motivation can be intrinsic or extrinsic in nature. It was proposed that intrinsic motivation

should be defined as “any motivation that arises from the individual’s positive reaction to

qualities of the task itself; this reaction can be experienced as interest, involvement,

curiosity, satisfaction, or positive challenge”. On the other hand, extrinsic motivation can be

defined as “any motivation that arises from sources outside of the task itself.” This model

premised that intrinsic motivation rather than extrinsic motivation was critical for creativity

to occur, especially at the stage of discovering or defining a problem for which creative
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ideas or solutions need to be produced, and at the stage of actually coming up with creative

ideas or solutions. There are at least two significant implications of the fact that task

motivation is featured prominently in the componential model. First, it makes a powerful

and convincing statement that individuals with great creative potential (e.g. domain-relevant

knowledge and skills) may not actually produce creative ideas; they need to be willing to

engage in creative activities in an intense and persistent manner. This emphasis on

motivation represents a significant advancement from prior theorizing of the determinants

of individual creativity.

Second, it sets the stage for researchers to identify contextual factors that enhance or

constrain creative performance via promoting or diminishing intrinsic motivation. As such,

the componential model of creativity is often considered an intrinsic motivation perspective

of creativity. Much of the prior research using the intrinsic motivation perspective has

identified creativity-relevant contextual factors that have been theorized to affect intrinsic

motivation and subsequently creativity, and they have been premised on cognitive

evaluation theory. Essentially, this line of research has argued that specific contextual

factors positively or negatively influence individuals’ intrinsic motivation, which, in turn,

influences an individual’s creativity. Thus, it is necessary to outline the key elements of

cognitive evaluation theory here. According to cognitive evaluation theory, individuals will

experience high levels of intrinsic motivation toward a task when they feel competent and

self-determining on a given task. All contextual factors or conditions have two potential

functions: informational or controlling. The relative salience of these two functions

determines whether a contextual factor will have a positive or negative effect on

individuals’ levels of intrinsic motivation. When the informational aspect is salient,
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individuals perceive that they are being supported and encouraged to take initiatives and to

try new things, with little external pressure to achieve certain things in prescribed ways. As

a result, their intrinsic motivation tends to be maintained or enhanced and they are likely to

exhibit high levels of creativity.

2.2.3 Human Capital Theory

Human capital was introduced in the 1950s and its analytical framework was developed

mostly by academicians at Chicago School of Economics163,164. At that time, the term

human capital was severely criticized by some liberal academicians due to its negative

connotations with slavery. These authors proposed a remarkably simple explanation of

personal income. The idea is that individuals can gain skills (human capital) that will make

them more productive. This enhanced productivity then leads to greater income. The main

accomplishment of human capital theory was to make this vision consistent with the rest of

neoclassical theory165. Human capital theory is of the view that education is an investment

in man and its consequences are in form of capital. Human capital is defined as “productive

wealth embodied in labour, skills and knowledge” and it refers to any stock of knowledge or

the innate/acquired characteristics a person has that contributes to his or her economic

productivity. In essence, HCT suggests that education increases the productivity and

earnings of individuals; therefore, education is an investment. In fact, this investment is not

only crucial for individuals but it is also the key to the economic growth of a country. As

Alfred Marshall put it, “The most valuable of all capital is that invested in human beings”

The metaphor of human capital was quickly embraced by economists, and those outside the

profession also perceived it as new way of thinking about education being advocated by a



65

social science that had previously given little systematic attention to the phenomenon.

Human capital theorists claim that education enhances a person’s skills and it leads to a

higher productivity level in the workplace, which in turn will bring a higher wage to the

person. The theory suggests that the education levels of individuals indicate their certain

innate characters such as their propensity to be intelligent, their dedication, time

management skills, and ability to follow instructions. In practice, it enables employers to

sort out and reassess job applicants once more before their recruitments. In this assessment

and selection process, the applicants signal their desirable, but unobservable skills via their

academic credentials whereas the firms screen and identify them by the help of the same

academic credentials. Therefore, the firms require a minimum level of schooling from the

applicants to screen them out. The first is that schooling may reflect higher productivity

without causing it, because education is not the source but the signal of higher productivity

of educated people since schools identify the able and committed individuals and eliminates

the less able ones in the process. The second is that due to imperfect information in the

labour market, the education level of a person is simply taken as a proof of his or her higher

ability to produce whereas in fact there is not necessarily a correlation between education

and productivity. It follows the conclusion that education may increase a person’s wage

without increasing his or her productivity per se.

Another tenet of HCT is related to the impact of education on national economic growth. To

the theory, education will not only increase the wages of educated employees but also it will

generate higher productivity, lower unemployment, and greater social mobility, what are

called positive externalities: the impact of education on aggregate output is greater than the

aggregation of the individual impacts. In other words, the average incomes of educated
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persons will rise, however, if there are positive externalities to education, national average

incomes should rise even more than the sum of individual incomes. Human capital theory

stresses the significance of education and training as the key to participation in the new

global economy. Human capital theory emphasizes how education increases the

productivity and efficiency of workers by increasing the level of cognitive stock of

economically productive human capability, which is a product of innate abilities and

investment in human beings. The provision of formal education is seen as a productive

investment in human capital, which the proponents of the theory have considered as equally

or even more equally worthwhile than that of physical capital.

However, contrary to this assumption, it is well documented that education can increase

private returns but not social returns. Therefore, the impacts of education may differ at the

individual level and the national level, what is called the micro–macro paradox. There is no

shortage of examples for this paradox. In that regard, no strong evidence for the claim that

investing in human capital necessarily produces economic growth. Based on the

significance of education, the concept of human capital has been brought to the forefront of

many discourses in the field of economic growth and development. Studies have shown that

improvements in education accelerate productivity and contribute to the development of

technology, thus improving human capital. There are several ways of modelling how the

huge expansion of education accelerated economic growth and development. The first is to

view education as an investment in human capital. A different view of the role of education

in the economic success is that education has positive externalities; educate part of the

community and the whole of it benefits. The idea that education generates positive

externalities is by no means new. Many of the classical economists argued strongly for
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government’s active support of education on the grounds of the positive externalities that

society would gain from a more educated labour force and populace. In order to enhance

human development in the general society, it is necessary to apply the theory of human

capital to educational systems. By such means, productivity is enhanced and sustained based

on an increased and diversified labour force.

Direct economic returns to investment, in terms of the balance between the opportunity

costs of resources and the expected future benefits; Indirect economic returns, in terms of

external benefits affecting other members of society; The private demand for education and

other factors determining individual demand for education; The geographical and social

distribution of educational opportunities; The distribution of financial benefits and burdens

of education. Education plays a great and significant role in the economy of a nation; thus,

educational expenditures are found to constitute a form of investment. This augments

individual’s human capital and leads to greater output for society and enhanced earnings for

the individual worker. It increases their chances of employment in the labor market, and

allows them to reap pecuniary and non-pecuniary returns and gives them opportunities for

job mobility. Education is a source of economic growth and development only if it is anti-

traditional to the extent that it liberates, stimulates, and informs the individual and teaches

him how and why to make demands.

One of the critics of this theory argues that “human capital theory lacks realism in at least

four areas. First, human capital theory uses a closed analytical system and independent

variables but neither external effects nor co-dependence can be eliminated from the

problems it addresses. Second, a linear theory is applied to material that is non-

homogeneous in space and time. Third, human capital theory unifies two heterogeneous
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domains, education and work, as if they are a single domain. Fourth, it eliminates other

possible explanations of education/work relations, of which there are many.” It has been

proven that the human capital theory and educational systems work beautifully for the

development of individuals and nations, especially developing nations. However, there are

implications involved, especially in relation to the differences in policies and expenditures

in education. The human capital theory emphasizes the need for policy makers to allocate

significant resources to the expansion of educational systems. While some governments

may be reluctant to invest in education, the positive returns from this investment will

significantly outweigh the costs. Many of the developing nations have thus realized that the

principal mechanism for developing human knowledge is the education system. Thus, they

invest huge sums of money on education, not only as an attempt to impact knowledge and

skills to individuals, but also to impart values, ideas, attitudes and aspirations which may be

in the nation’s best developmental interest.

This study supports this theory (HCT), in that training are part of ways human development

can be achieved. During training which is a learning process, constant practice in the

operation of relevant machines and equipment will be of good use to competency and

mastering of the whole process thereby increasing a sharp and faster skill which will in turn

increase the employee performance in his/her workplace. The authors’ redefinition of

education as investment in human capital, and hypotheses about the relationship between

human capital accumulation and aggregate growth, formed the basis for arguments that the

training of employee in an organization will influence their productivity.

2.3 Empirical Review

2.3.1 Employee Creativity and Job Productivity
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In an empirical study of analyzing 150 professional employees in six business corporations

in South Korea, a researcher found a significant positive relationship between knowledge

sharing and a total of eight areas of work performance: competitiveness, ability of

forecasting and decision making, quality of customer services, customer satisfaction,

organizational innovation, quality of products, work processes, and work productivity166.

Based on the analysis of 212 local government employees in South Korea, a scholar also

confirmed that knowledge sharing improved work performance of individual employees.

The authors found that the creation and accumulation of knowledge positively impacted the

dissemination and utilization of transmitted knowledge, which in turn improved work

performance. In a similar study based on local government employees in South Korea, a

scholar agreed that communicating and sharing important knowledge positively affects

individual work performance measured by excellence, the familiarity with work, the

frequency of compliments from supervisors, the number of citizen complaints, and problem

solving capability. The degree to which knowledge sharing affects work performance relies

on mutual trust between individuals involved in the creation, transmission, and application

of new knowledge. In particular, sharing tacit knowledge requires a higher level of trust

between individuals, as they tend to misunderstand and take advantage of the lack of clarity

of the knowledge. Thus, mutual trust between individuals involved in knowledge sharing is

critical for work performance.

A study investigated the impact of motivational factors on the job productivity of librarians

working in HEC-recognized university libraries in Pakistan167. A survey research method

followed by predictive correlational design was applied to test the constructed hypotheses in

this study. The population of the study was library professionals working in the university
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libraries of Lahore, Pakistan. There were 13 public sector universities and 21 private sector

universities. The census sampling technique was used to collect data from the respondents

of the 34 universities. Data were collected with the help of a questionnaire. Out of 225

respondents, 189 completed questionnaires were received. Hence, the response rate was

84%. The gathered data were analysed through SPSS software. Descriptive and inferential

statistical tests were applied to find out the impact of motivational and behavioural factors

on the job outcomes of information professionals. The findings of the study showed that

different types of motivation influenced information professionals to carry out innovative

and value-added services in the workplace. Rewards, a sense of honour, an amicable work

environment, and autonomy were the key categories of motivation that encouraged

information professionals to undertake efficient job performance. Recommendations

provided through a framework based on the findings of the study will prove to be a

benchmark for policymakers, human resource managers, and heads of institutions in order

to formulate such techniques that might motivate information professionals for the

implementation of user-centric services.

Scholars explored the mediating role of employee creativity in the relationship between

intrinsic motivation and job performance168. The cross-sectional research design was

adopted, and data were collected from 346 full-time employees working in the retail

industry in India through an online survey. Analysis of a Moment Structures (AMOS)

software was used to test the validity of the hypothesized model, and PROCESS macro was

used to test the mediation of employee creativity. The findings showed that intrinsic

motivation impacted both job performance and employee creativity. Furthermore, employee

creativity impacted the employees' job performance. The key finding of the study is the
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partial mediation of employee creativity in the intrinsic motivation–job performance

relationship.

The relationship between creativity and performance of employees in the Municipal of

Khorramabad was investigated169. The study population included all staff Municipal

agencies in Khorramabad, the number of 590 people of which 233 people (22 women and

211 men) were randomly selected for the sample. To analyse the data descriptive

Distribution of frequencies and percentages and histogram, mean and standard deviation for

options to respond to questions on the questionnaire (low, medium, high) was used. And for

inferential analysis acclaimed a multi-variable regression, SPSS was considered. Results

showed that positive and significant correlation between creativity and job performance are

Municipal agencies. The relationship between creativity and job performance only variable

component of the initiative was not significant and the correlation coefficient for the two

variables was observed. Multivariate regression analysis of the predictor variables creativity

to improve job performance, showed that the only variable "fluidity" reliable predictor of

job performance and other variables (flexibility, innovation and expansion) were removed

from the equation. Overall, the results show that the relationship between creativity and job

performance, the relationship is very weak and components of creativity to improve

employee performance are not strong predictors.

A study examined the relationship between the different forms of employee participation in

creative-relevant process and employee creativity170. In addition, creative self-efficacy has

demonstrated a relationship with creativity among employees. Underpinned by the Social

Cognitive Theory, this study further examined the effect of creative self-efficacy on

employee creativity and as a moderator for the relationship between creative-relevant
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process and employee creativity. We employed a quantitative approach by distributing

questionnaires to employees who are working in public/private service sectors in Malaysia

and 250 employees had responded. The study hypotheses were tested using PLS structural

equation modelling. The results of the study showed that there is (a) a significant

relationship between full-autonomous and consultative participation in the creative-relevant

process; (b) a non-significant relationship between semi-autonomous and creative-relevant

process; (c) a significant relationship between creative-relevant process and employee

creativity; (d) a significant relationship between creative self-efficacy and employee

creativity, and (e) a non-significant moderated relationship of creative self-efficacy. This

study adds to the body of knowledge on the importance of examining the different forms of

employee participation and enforcing continuous training in creative-relevant process in

order to develop employee creativity.

A study measured employees’ satisfaction and creativity171. The subject population in this

study includes employees at the centre and departments located at Bina Nusantara

University. The research applied purposive sampling. The instrument of this study is based

on the scale, which consists of two questionnaires to measure job satisfaction and creativity.

Based on data processing, this research resulted in good job satisfaction. Participants of this

study were 67 employees (20 males, 47 females, M age=38 years) from Bina Nusantara

University Jakarta through purposive sampling technique. The results showed that the

employee satisfaction has contributed to creativity 48.1% and the remaining 51.9% by other

factors to satisfaction. The conclusions of the study indicated that employees have a high

creativity because of the influence of employee satisfaction special in relationships with

colleagues and working conditions. The highest creativity aspect of employees is expertise,
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where employees perform the expertise in their respective fields. Job satisfaction contributes

a good effect that is equal to 48.1% towards employee creativity.

A study examines a particular set of influences on the creativity of individual researchers at

an Ethiopian agricultural research institute172. One set of influences is "work orientations,"

and the others are "domain-relevant skills" and "creativity-relevant processes." The study

posits that another important influence, intrinsic motivation, is a mediating influence

between these factors and creativity. The study moves beyond past research by examining

the influences together in a structural equation model. The data were collected from 307

researchers working with an agricultural research institute in different centres in Ethiopia.

Partial Least Squares (PLS) path modelling, SmartPLS3, was used to empirically test the

proposed hypotheses. The findings suggested the significantly positive direct effects of

creativity-relevant processes, career orientation, and calling orientation on employees’

creativity. Moreover, the results of mediating effects showed significant indirect effects of

domain-relevant skills, creativity-relevant processes, career orientation, and job orientation

via intrinsic motivation on enhancing employees’ creativity. However, the results did not

confirm the direct effects of domain-relevant skills and job orientation on employees’

creativity. In addition, the results did not confirm the hypothesis that the mediator, intrinsic

motivation, had a statistically significant effect on the relationship between job orientation

and employees’ creativity. Finally, for managers and decision-makers who prioritize

employees’ creativity, these findings will deepen their understanding of the holistic role of

intrinsic motivation in nurturing employees’ creativity.

The relationship between employee engagement and job performance was investigated,

likewise to test whether creativity mediates the relationship between engagement and job
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performance173. Job performance is the result of contributions made by employees to the

company. Previous research found that employee engagement and creativity were the

strongest predictors of job performance. Therefore, the research test whether creativity is a

mediator variable of the two constructs. The sample in this study amounted to 96 banking

employees in Sumenep Regency using the snowball sampling method in data collection.

The results of the model equation test show that employee engagement has no significant

effect on job performance. Employee engagement has a significant effect on creativity.

Creativity has a significant effect on job performance. In addition, creativity as a mediator

variable has a significant effect on the relationship between employee engagement and job

performance. Employee engagement is not directly related to job performance but is

mediated by creativity. The managerial implication of the results of this study is that

banking companies can review the factors that can hinder or reduce their employee

engagement to maintain the employee’s job performance.

2.3.2 Organisational Training and Job Productivity

A study conducted on the Impact of Training on job productivity in a Selected Apparel

Sector Organization in Sri Lanka with a sample size of 60 machine operators174. The results

of empirical study discovered that training has a positive impact on performance of

operational level employees at the selected apparel organization. The result of regression

analysis indicates that there is a significant positive impact of training content and

operational factors on employee performance. Upgrading the training content and

identifying the training requirements specifically with a proper training duration are some of

the recommendations that the researchers are suggesting for improving employee

performance. This study is related to the present work as they both study training and
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employee performance. They differ in that as the present work studied administrative staff

in State-owned polytechnic, while the study conducted above looked at machine operators

apparel sector organization.

Impact of Training and Development on the Productivity - A Comparative Study on Select

Banks in Sultanate of Oman is another related study conducted using 75 respondent of bank

employees at different managerial cadre from four commercial banks involving both public

and private sector organizations175. The public sector banks include National Bank of Oman

(NBO) and Oman Arab Bank and the private sector banks include Bank Muscat and HSBC

Bank. Findings in the research study indicate that there exists a strong correlation between

Training and Development practices and Employee Performance in the select banking

organizations. This infers that there exists a positive relationship in between Training and

Development practices and Employee Performance. Organizations which invest in their

employee skills by way of Training and Development activities will certainly reap the

profits through employee productivity. The link between the study and the present work is

that they both study training and performance of employees though using another area of

scope.

Furthermore, reviewing research on the Impact of Employee Training on Organizational

Performance176. A Study of Selected Insurance Firms in Abuja-Nigeria. Questionnaire was

administered to population sample of one hundred and twenty (120) employees. Hypothesis

formulated for the study were analyzed using test statistical technique to determine the

relationship that exist between employee training and organizational performance are aware

of and are involved in the training programmes, some employees think otherwise. It was

clear that training programmes in the insurance industry focuses on employees’ career and
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job. Most of the employees indicated that training programmes in the insurance industry are

not frequent. Thus, for training programmes to strongly impact on organizational

performance therefore training must be frequently and strategically organized. It was also

observed that there is a considerable effect of employee training on organizational

performance due to increase on productivities, job effectiveness and innovation. The direct

correlation was reported between training and improvement in organizational performance

indicators such as sales, market share, numbers of customers, customer services and new

ideas on how to manage issues and claims. The study reveals that employee training leads to

an increase in employee job effectiveness which means job accuracy, good work, safety

practices and quality customer services. This finding is in agreement with the finding of that

training has a big influence on performance with attitude, job satisfaction and service

delivery. This study is related to the present work, they studied training and performance

and also agreed that training has a positive influence on employee performance in other to

improve employee responsiveness, service quality and productivity.

In another similar study, the influence of training and development, employee performance

on job satisfaction among the staff of School of Technology Management and Logistics

(STML) was explored177. The purpose of this research paper is to identify the influence of

training & development program and employee performance on job satisfaction among

university academic and administrative staff in STML. The quantitative analysis method of

a primary source was utilized to collect the data from 81 staff respondents. Responses

retrieved were 81. 73 responses were accepted and used for data analysis. The context of

this study is in Universiti Utara Malaysia, Sintok, Kedah (UUM) in the northern region of

Malaysia. Seven Likert scales were used to measure the degree of training & development
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and employee performance on job satisfaction. (SPSS) 20.0 was utilized to analyse the

collected data. The result found that training & development and employee performance

positively influence on job satisfaction, and there is a significant relationship between

training & development, employee performance, and job satisfaction. It also established that

training & development and employee performance is an efficient and supportive strategic

to organization and employee success. This paper presents significant theoretical

contribution for academic knowledge purpose and managerial contributions for practitioners.

In another similar study conducted to assess the computer skills needed by secretaries in

colleges of education in northwest Nigeria for effective work performance100. The study

adopted the descriptive survey design. Six research questions were raised to guide the study

and two null hypotheses was tested at 0.05 level of significance. The entire population of

252 supervisors of secretaries in colleges of education in North west Nigeria was used for

the study. The findings of the study revealed that secretaries in colleges of education in

Nigeria required requisite computer skills for effective work performance. Conclusions were

drawn and it was recommended amongst others, that secretaries in colleges of education

should attend periodic training and retraining programmes on professional competencies in

order to have current knowledge and competencies to utilize and manage new office

technologies in their work places.

In a study conducted with the aim to find out the effect of motivation on employee

performance of National Bank of Kenya178. In respect to this, the key factor influencing

motivation specifically training, reward systems; performance appraisals and work-life

balance were analysed. The target population comprised of the management officials and

subordinate officials totalling to 124. Stratified random sampling was adopted to select a
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sample size of 95 respondents. Questionnaires were used as the main data collection

instrument with which were personally administered by the researcher. Data analysis was

done using descriptive and inferential statistics aided with SPSS Version 21. Descriptive

statistics, involved mean, standard deviation, frequency distribution and percentages while

for inferential statistics involved bivariate correlation and Multi regression analysis. The

study findings would assist human resource managers, employees of NBK, scholars, policy

makers and other relevant decision makers to establish mechanisms of how to deal with the

motivation of employees to improve performance and its effects. The study adopted

descriptive design. The study found out that motivation had a statistically significant

influence on employee performance at the National Bank of Kenya.

In another study conducted with the aim to examine the effects of training and job

promotion on work motivation and their implications on employee job performance179. The

study is accomplished in the Environment of the South Lampung Regency National

Education Office on 215 respondents. The research design uses a quantitative survey

method and data analysis is based on the structural equation model (SEM) with Amos 24.

The results of the study show that (a) training and promotion had a positive and significant

effect on work motivation, (b) training, promotion and work motivation had a positive and

significant effect on job performance but (c) work motivation did not play any significant

role in mediating the effect of training and job promotion for job performance. While job

promotion had a more dominant direct effect than training in improving employee job

performance, efforts to improve employee job performance will be more productive by

providing job promotions to employees. Another effort is to provide opportunities for
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employees to attend training regularly. With job promotion and training, work motivation

will increase, and the impact is that employee job performance will increase.

Effects of Training on Employee Performance - A Study on Banking Sector, Tangail

Bangladesh was researched in which Training (employee engagement, motivation and job

satisfaction) considered as independent variable whereas dependent variable ‘Employee

Performance’180. Data for the paper have been collected through primary source that are

from questionnaires surveys. The statistical sample of this study at Banking Sector which

covers 150 employees of 14 banks located on Tangail District. A survey of 150 employees

via self-administrated questionnaire with the help of stratified sampling technique is

conducted with the response rate of almost 75%. The data have been checked through

statistical software SPSS 20 to perform Descriptive analysis, T-test, Correlation, and

Regression analysis. Four Hypotheses are developed to see the effects of all the independent

variables on the overall Employee Performance. The findings were presented using tables

and figures. On the role of training the study showed that general training enhances

employee engagement, employee motivation and job satisfaction. The Hypotheses showed

that all these had significant effects on Employee Performance. That means, this research

found that strong relationship exists between employee training and employees’

performance. The results reveal that the more the employee gets training, the more efficient

their level of performance would be.

The Impact of Training and Development on Employees Performance and Productivity: A

case Study of Jordanian Private Sector transportation companies located in the Southern

region of Jordan was investigated181. A particular reference is made to the Govern ate of

Maan”. A quantitative approach is used Relevant data was collected through structured
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questionnaire. Subjects for the study consisted of 254 employees which constituted 60% of

the total target population of 420 people. 254 structured questionnaires were distributed to

employees on job location, 212 questionnaires were returned and only 188 were suitable for

statistical analysis. SPSS version 16 has been used to for data analysis. Both descriptive and

inferential statistics were used for data analysis. For this purpose, frequency tables,

percentages, means and standard deviations were computed and substantively interpreted.

Inferential statistics like Pearson product moment correlation coefficient (r) and linear

regression were used to determine if there is a significant positive relationship existed

between the independent variables (training and development) and dependent variables

(performance and productivity). The findings indicated that training and development were

positively correlated and claimed statistically significant relationship with employee

performance and productivity. Analysis and interpretations were made at 0.05 level of

significance. The study concluded that training and development have important impact on

employee performance and productivity.

In the same vein, a study examined the effectiveness of the training programs on

employee’s performance: An empirical study at private sector companies in Saudi Arabia182.

The researcher designed and distributed 250 questionnaire forms where he retrieved 230

forms and excluded 30 forms due to the lack of information which means overall sample is

200. The result indicated that all the variables are positively correlated to each other also the

total average value for domain reality of training was 3.47 which fall in the range of Likert

scale between (3.41- 4.20), which also reflect the respondents agree with private sector

companies provide effective training programs matching up with their expectations however

there are some respondents disagreed about the comprehensiveness of training material and
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trainer motivate their trainees. The total average value for domain role of training programs

for improving the employee’s performance was 3.37 which fall in the range of Likert scale

between (2.61- 3.40), which also reflect the respondents were neutral about the role of

training programs for improving the employee’s performance at private sector companies in

KSA however some respondents agreed about the training programs improve their skills and

knowledge and assist them to solve their problems. The Chi square calculation for the

reality of training was (167.2) at the level of significance (0.00) less than (0.05) which

reflects a significant difference in the respondent's point of view about the reality of training

at private sector at KSA also Chi-Square result for employee’s performance was (9.88) at

the level of significance (0.00) less than (0.05) which reflect a significant differences in the

respondent's point of view about the reality of performance at Saudi Arabia's private sector.

Pearson correlation coefficient value was (0.819), which indicate a positive significant

relationship between the training programs and employee’s performance in private sector

companies at KSA. Training is very important for employee’s performance in acquiring

competencies and help organization to retain its employees through satisfaction and

motivation. Globally day by day the world is modernizing and moving rapidly which is

creating many challenges for the organizations. Training can overcome and make an

employee’s capabilities more efficient which also contributes in the efficiency of the

company.

A study examines the influence of training and learning on employees’ productivity183.

Training and Learning plays vital roles on employees’ productivity and performance. The

success or survival of employees or organization in the 21st century is dependent on their

level of learning to acquire the relevant knowledge and skills to be able to compete or
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engage productively in the market. Employees must be updated on trending technologies

and digital literacy skills to enhance innovations and creativity at work. Learning provides

employees with the opportunity to become a force in the competitive market and to

contribute immensely to the profitability of the organizations they work for. The study is a

descriptive study, and data were collected through structured questionnaires administered to

440 respondents drawn from the service sector in Pakistan. The collected data were

analysed using descriptive statistics while regression analysis in SPSS was used to analyse

the impact of the variables. The findings of the study show that the learning has a significant

impact on employees’ productivity. The result shows that there is a positive relationship

between learning and increased productivity of employees. Thus, the more employees are

exposed to learning and relearning, the better their productivity. Therefore, organizations

must put measures in place to enhance employees’ professional development and training to

boot their proficiency and performance.

A study focuses on the impact of training and development on employee performance at

ESCON184. Training and development is a critical process, which seeks to improve the

performance of workers in the organisation. In order to form competent committees,

employees’ relevant expertise and intellectual capacity needs to be improved. Some of the

projects executed by ESCON fail at an embryonic stage owing to the fact that tenders are

awarded to the lowest priced contractor. Moreover, the ineffectiveness of training and

development of employees in the organisation reduces the organisation’s productivity, as

organisations depend on having people with the right skills, attitudes and capabilities in

order to reach goals effectively. A random sampling method was used to select participants

for this study, which adopted a quantitative approach. Accordingly, data was collected using
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a questionnaire. The study was limited to employees of ESCON. Subsequently, the findings

revealed that working conditions and a lack of resources affect the training and development

of employees. It is recommended that certain areas be improved, that is, management

support, the provision of feedback to employees and the conducting of employee training on

a continuous basis. The findings show that this would improve employee performance in the

organisation.

2.4 Conceptual Framework

Independent Variables Dependent Variable

H01

H03

H02

Figure 2.1: Conceptual Model

Employee Creativity

- Domain relevant skills
- Creativity relevant

process
- Intrinsic task

motivation

Organisational Training

- Education

- Training

Job Productivity

- Clarity of goals
- Commitment
- Task complexity
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Source: Researcher’s work, 2023

According to the conceptual model of the study, the dependent variable of this study is job

productivity. Job Productivity in the context of this study will be measured using Goal

Setting Theory. The job productivity (dependent variable) has three measures relevant for

this study which includes: clarity of goals, commitment and task complexity of

administrative staff154. The independent variables are employee creativity and organizational

training; employee creativity is measured with domain relevant skills, creativity relevant

process, and intrinsic task motivation adapted from Componential Theory of Creativity

(AMABILE), while organizational training has two measures adopted from Human Capital

Theory, these measures are education and training162,164. The selection of the model is based

on the belief that, the quality of both inputs invariably affects the quality of output in the

case of job productivity of administrative staff of Ogun State Polytechnics. The conceptual

model illustrates the combine influence of employee creativity and organizational training

on job productivity of administrative staff of Ogun State Polytechnics. With these variables,

this study will identify the influence of employee creativity on job productivity of

administrative staff in hypothesis one, influence of organizational training on job

productivity of administrative staff in hypothesis two, and the combine influence of the two

independent variables (employee creativity and organizational training) of administrative

staff in hypothesis three, where recommendations that will improve the job productivity

administrative staff will be drawn.

2.5 Summary of Reviewed Literature

This chapter has reviewed related literature relevant to this research work. Literature

reviewed on the concept of administrative staff productivity, explored its meaning and
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discussed empirical findings on administrative staff from series of tertiary institutions

within and outside Nigeria. The review of literature on productivity of administrative staff

showed that effectiveness and efficiency were strong components of administrative staff.

This has been augmented because of the requirement to deal with today’s different

administrative and innovative challenges. Review of literature on administrative staff

productivity in this study has revealed paucity studies on administrative staff productivity in

tertiary institutions in Nigeria. Literatures reviewed in this study indicate that employee

creativity have a strong influence on various components of administrative staff

productivity. Unfortunately, many academic managers treat their administrative staff as

ordinary civil servant which has led to decay in our information management work. Staff

are not adequately empowered, non-availability of ICT facilities, staff are left alone for

capacity building and further training.

A study investigated the impact of motivational factors on the job productivity of librarians

working in HEC-recognized university libraries in Pakistan167. A survey research method

followed by predictive correlational design was applied to test the constructed hypotheses in

this study. The population of the study was library professionals working in the university

libraries of Lahore, Pakistan. There were 13 public sector universities and 21 private sector

universities. The census sampling technique was used to collect data from the respondents

of the 34 universities. Data were collected with the help of a questionnaire. Out of 225

respondents, 189 completed questionnaires were received. Hence, the response rate was

84%. The gathered data were analyzed through SPSS software. Descriptive and inferential

statistical tests were applied to find out the impact of motivational and behavioral factors on

the job outcomes of information professionals. The findings of the study showed that
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different types of motivation influenced information professionals to carry out innovative

and value-added services in the workplace. Rewards, a sense of honor, an amicable work

environment, and autonomy were the key categories of motivation that encouraged

information professionals to undertake efficient job performance. Recommendations

provided through a framework based on the findings of the study will prove to be a

benchmark for policymakers, human resource managers, and heads of institutions in order

to formulate such techniques that might motivate information professionals for the

implementation of user-centric services.

Scholars explored the mediating role of employee creativity in the relationship between

intrinsic motivation and job performance168. The cross-sectional research design was

adopted, and data were collected from 346 full-time employees working in the retail

industry in India through an online survey. Analysis of a Moment Structures (AMOS)

software was used to test the validity of the hypothesized model, and PROCESS macro was

used to test the mediation of employee creativity. The findings showed that intrinsic

motivation impacted both job performance and employee creativity. Furthermore, employee

creativity impacted the employees' job performance. The key finding of the study is the

partial mediation of employee creativity in the intrinsic motivation–job performance

relationship.

The Impact of Training and Development on Employees Performance and Productivity: A

case Study of Jordanian Private Sector transportation companies located in the Southern

region of Jordan was investigated181. A particular reference is made to the Govern ate of

Maan”. A quantitative approach is used Relevant data was collected through structured

questionnaire. Subjects for the study consisted of 254 employees which constituted 60% of
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the total target population of 420 people. 254 structured questionnaires were distributed to

employees on job location, 212 questionnaires were returned and only 188 were suitable for

statistical analysis. SPSS version 16 has been used to for data analysis. Both descriptive and

inferential statistics were used for data analysis. For this purpose, frequency tables,

percentages, means and standard deviations were computed and substantively interpreted.

Inferential statistics like Pearson product moment correlation coefficient (r) and linear

regression were used to determine if there is a significant positive relationship existed

between the independent variables (training and development) and dependent variables

(performance and productivity). The findings indicated that training and development were

positively correlated and claimed statistically significant relationship with employee

performance and productivity. Analysis and interpretations were made at 0.05 level of

significance. The study concluded that training and development have important impact on

employee performance and productivity.

In the same vein, a study examined the effectiveness of the training programs on

employee’s performance: An empirical study at private sector companies in Saudi Arabia182.

The researcher designed and distributed 250 questionnaire forms where he retrieved 230

forms and excluded 30 forms due to the lack of information which means overall sample is

200. The result indicated that all the variables are positively correlated to each other also the

total average value for domain reality of training, which also reflect the respondents agree

with private sector companies provide effective training programs matching up with their

expectations however there are some respondents disagreed about the comprehensiveness of

training material and trainer motivate their trainees. The total average value for domain role

of training programs for improving the employee’s performance was 3.37 which fall in the
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range of Likert scale between (2.61- 3.40), which also reflect the respondents were neutral

about the role of training programs for improving the employee’s performance at private

sector companies in KSA however some respondents agreed about the training programs

improve their skills and knowledge and assist them to solve their problems. The Chi square

calculation for the reality of training was (167.2) at the level of significance (0.00) less than

(0.05) which reflects a significant difference in the respondent's point of view about the

reality of training at private sector at KSA also Chi-Square result for employee’s

performance was (9.88) at the level of significance (0.00) less than (0.05) which reflect a

significant differences in the respondent's point of view about the reality of performance at

Saudi Arabia's private sector. Pearson correlation coefficient value was (0.819), which

indicate a positive significant relationship between the training programs and employee’s

performance in private sector companies at KSA. Training is very important for employee’s

performance in acquiring competencies and help organization to retain its employees

through satisfaction and motivation. Globally day by day the world is modernizing and

moving rapidly which is creating many challenges for the organizations. Training can

overcome and make an employee’s capabilities more efficient which also contributes in the

efficiency of the company. However, literature on the independent variables (employee

creativity, organizational training) and the dependent variable (administrative staff

productivity) were not covered. Therefore, this serves as the gap this study covered.



89

Endnotes

1. I. J. Ahluwalia. Productivity and Growth in Indian Manufacturing, Centre for Policy
Research, Oxford University Press, Delhi, 2019.

2. A. O. Amadi. Recipe for Productivity Improvement, in Umeh, 2017.

3. P. O., Smith. Increasing Productivity in Nigeria, Proceedings of the First National
Conference on Productivity, National Productivity Centre, Macmillan, Nigeria, 2016.

4. M., Antle, and S. M., Capalbo. An Introduction to Recent Development in Production
Theory and Productivity Measurement, 2015.

5. H., Siswoyo, S., Supardi, and U., Udin. The Effect of Training and Job Promotion on Work
Motivation and its Implications on Job Performance: Evidence from Indonesia,
Management Science Letters, 10, 2020, 11-23.

6. E. R., Berndt, and L. R. Christensen. The Translog Function and the Substitution of
Equipment, Structures, and Labour in U. S. Manufacturing, 2015.

7. L. S. David. International Encyclopedia of the Social Science, (Ed.) Reprint edition, 12,
2014, 522-536.

8. W.E., Diewert. Exact and Superlative Index Numbers, Journal of Econometrics, 4. 2013,
115-145.

9. J. M. Eatwell, and P. Newman. The New Palgrave: A Dictionary of Economics, Macmillan,
Tokyo, 3(4), 2012.

10. G.N. Foley. Planning for Increased Productivity in Industries, Butterworths, Sydney,
London, 2015.

11. O. Iyaniwura, and A. M. Osoba. Measuring Productivity; Conceptual and Statistical
Problems: Improvement of Statistics, in Osoba A.M. (ed.) ‘Productivity in Nigeria’
Proceedings of a National Conference’ NISER, Ibadan, 2015

12. R. Klitgaard. Incentive Myopia,World Development, 17(4), 2013, 477-459.



90

13. P. Krugman. The Age of Diminished Expectations,MIT Press, Cambridge, 2017.

14. A. Lawlor. Productivity Improvement Manual, Aldershot, United Kingdom, 2016.

15. A. O. Olaoye. Total Factor Productivity Trends in Nigerian Manufacturing, Nigerian
Journal of Economic and Social Studies, 27(3), 2015, 317-345.

16. S., Grosskopf. Efficiency and Productivity, in Fried, H.O, Knox, C. L. L. and Shelton, S. S
‘The Measurement of Productive Efficiency: Techniques and Applications’ Oxford
University Press, New York, 2017, 160-194.

17. J., Prokopenko. Productivity Management: A Practical Handbook, International Labour
Organization, Geneva, 2013.

18. Z., Griliches. Hedonic price indexes and the measurement of capital and productivity: some
historical reflections, NBER Chapters, in: Fifty Years of Economic Measurement: The
Jubilee of the Conference on Research in Income and Wealth, National Bureau of Economic
Research, 2017, 185–206.

19. P. A., Samuelson, and W. D., Nordhaus. Economics, 15th edition, McGraw-Hill, USA,
2012.

20. S. Scott. Much Ado About Productivity: Where Do We Go From Here?, Industrial
Engineering, 15(10), 2012, 112-124.

21. R. M. Solow. Technical Change and the Aggregate Production Function, The Review of
Economics and Statistics, 39, 2016, 312-320.

22. D. J., Sumanth. Productivity Engineering and Management, McGraw-Hill, New York, 2013.

23. The Nigerian Employment Consultative Association (NECA). Role of Management in
Productivity, in Umeh P.O.C., Increasing Productivity in Nigeria” Proceedings of the First
National Conference on Productivity, National Productivity Centre, Macmillan, Nigeria,
2013, 76-83.

24. N. N., Afroz. Effects of Training on Employee Performance - A Study on Banking Sector,
Tangail Bangladesh, Global Journal of Economics and Business, 4(1), 2018, 111 – 124.

25. G. J., Wen. Total Factor Productivity Change in China’s Farming Sector, Economic
Development and Cultural Change, 42(1), 2013, 1-41.

26. P., Wonnacott, and R., Wonnacott. Economics, 3rd Edition, McGraw-Hill Book Company,
New York, 2012.



91

27. P., Aghion, and R., Griffith. Competition and Growth: Reconciling Theory and Evidence,
MIT Press, Cambridge, 2013.

28. K. J., Arrow. The Economic Implications of Learning by Doing, Review of Economic
Studies, 29, 2014, 155–173.

29. P., Barnes. Multifactor Productivity Growth Cycles at the Industry Level, Productivity
Commission Staff, Working Paper, Canberra, 2017.

30. P., Barnes, L., Soames, and M., Munoz. Productivity in Manufacturing: Measurement and
Interpretation, Productivity Commission Staff Working Paper, Canberra, 2016.

31. S., Basu, and J., Fernald. Why is productivity procyclical? Why do we care?, 2013.

32. C., Hulten, E., Dean, and M., Harper. New Development in Productivity Analysis,
University of Chicago Press, Chicago, 2015.

33. E. W. Diewert, and K. Fox. On the Estimation of returns to scale, technical progress and
monopolistic markups, Journal of Econometrics, 148, 2013, 174–192.

34. S. Dowrick. Ideas and education: level or growth effects and their implications for
Australia, 2014.

35. T. Ito, and A. K. Rose. Growth and Productivity in East Asia, Chicago University Press,
Chicago, 2016, 9–37.

36. P. Krugman. The Myth of Asia’s miracle: A Cautionary Fable’, Foreign Affairs,
November/December, 2013.

37. R. E. Lucas. On the mechanics of economic development, Journal of Monetary Economics,
22(1), 2013, 3–42.

38. L. S. Aiken, and S. G. West. Multiple regression: Testing and Interpreting Interactions,
Newbury Park, CA: Sage, 2016.

39. T. M. Amabile. A Model of Creativity and Innovation in Organizations.

40. B. M., Staw, and L. L., Cummings. Research in Organizational Behaviour, 10, 2012, 123–
167.

41. C.T., Greenwich, and T.M. Amabile. Creativity in Context, Boulder, CO: Westview, 2016.

42. J. S. Bunderson, and K. M., Sutcliffe. Management team learning orientation and business
unit performance, Journal of Applied Psychology, 88, 2018, 552– 560.

43. G. Chen, and R. Kanfer. Toward a systems theory of motivated behavior in work teams, In
B. M. Staw (Ed.), Research in organizational behavior, 27, 2018, 223–267.



92

44. G. Chen, K. L. Kirkman, R. Kanfer, D. Allen, and B. Rosen. A Multilevel Study of
Leadership, Empowerment, and Performance in Teams, Journal of Applied Psychology,
92, 2017, 331–346.

45. L. Dragoni. Understanding the Emergence of State Goal Orientation in Organizational
Work Groups: The Role of Leadership and Multilevel Climate Perceptions, Journal of
Applied Psychology, 90, 2018, 1084–1095.

46. R. S., Friedman, and J., Forster. The Effects of Promotion and Prevention Cues on
Creativity, Journal of Personality and Social Psychology, 81, 2018, 1001–1013.

47. C. S. Dweck. Self-theories: Their Role in Motivation, Personality, and Development, Ann
Arbor, MI: Psychology Press, 2019.

48. C. S. Dweck, and E. L. Leggett. A Social-cognitive approach to motivation and personality,
Psychological Review, 95, 2018, 256–273.

49. N. G. Dyer, P. J. Hanges, and R. J. Hall. Applying multilevel confirmatory factor analysis
techniques to the study of leadership, Leadership Quarterly, 16, 2019, 149–167.

50. A. Edmondson. Psychological Safety and Learning Behavior in Work Teams,
Administrative Science Quarterly, 44, 2018, 350–383.

51. A. J. Elliot, and M. A. Church. A Hierarchical Model of Approach and Avoidance
Achievement Motivation, Journal of Personality and Social Psychology, 72, 2014, 218–
232.

52. A.J. Elliot, and J. M. Harackiewicz. Approach and Avoidance Achievement Goals and
Intrinsic Motivation: A Mediational Analysis, Journal of Personality and Social
Psychology, 70, 2015, 461–475.

53. A. J. Elliot, and H.A. McGregor. A 2 x 2 achievement goal framework, Journal of
Personality and Social Psychology, 80, 2015, 501–514.

54. S. M. Farmer, P. Tierney, and K. Kung-McIntyre. Employee Creativity in Taiwan: An
Application of Role Identity Theory, Academy of Management Journal, 46, 2016, 618–
630.

55. G. R. Oldham, and A. Cummings. Employee Creativity: Personal and Contextual Factors
at Work, Academy of Management Journal, 39, 2019, 607–634.

56. M. E. Gist, and C. K. Stevens. Effects of practice conditions and supplemental training
method on cognitive learning and interpersonal skill generalization, Organizational
Behavior and Human Decision Processes, 75, 2017, 142–169.



93

57. S. Taggar. Individual Creativity and Group Ability to Utilize Individual Creative Resources:
A Multilevel Model, Academy of Management Journal, 45, 2015, 315– 330.

58. J. M. Harackiewicz, K. E. Barron, P. R. Pintrich, A. J. Elliot, and T.M. Thrash. Revision of
achievement goal theory: Necessary and illuminating, Journal of Educational Psychology,
94, 2018, 638–645.

59. Z. L. He, and P.K. Wong. Exploration vs. exploitation: An empirical test of the
ambidexterity hypothesis, Organization Science, 15, 2018, 481–494.

60. L. R. James, R. G. Demaree, and G. Wolf. Estimating within group interrater reliability
with and without response bias, Journal of Applied Psychology, 69, 2018, 85–89.

61. L. R. James, L. A. James, and D. K. Ashe. The meaning of organizations: The role of
cognitions and values, In B. Schneider (Ed.), Organizational climate and culture, 2018, 40–
84.

62. O. Janssen, and N.W. Van Yperen. Employees’ goal orientations, the quality of leader-
member exchange, and the outcomes of job performance and job satisfaction, Academy of
Management Journal, 47, 2018, 368–384.

63. D. Katz, and R. Kahn. The Social Psychology of Organizations, New York: Wiley, 2017.

64. A.L. Kristof. Person-organization fit: An integrative review of its conceptualization,
measurement, and implications, Personnel Psychology, 49, 2018, 1–49.

65. H. Liao, and D. E. Rupp. The impact of justice climate and justice orientation on work
outcomes: A cross-level multi-foci framework, Journal of Applied Psychology, 90, 2018,
242–256.

66. P. H. Lounamaa, and J. G. March. Adaptive coordination of a learning team, Management
Science, 33, 2018, 107–123. 2018

67. J. G. March. Exploration and exploitation in organizational learning, Organization
Science, 2, 2016, 71–87.

68. W. Mischel. The interaction of person and situation, In D. Magnusson & N. S. Endler
(Eds.), Personality at the crossroads: Current issues in interactional psychology, 2019, 333–
352.

69. N.J. Hillsdale, and M. R. Mullen. Diagnosing Measurement Equivalence in Cross-National
Research, Journal of International Business Studies, 26, 2019, 573–596.

70. B. O. Muthe´n. Multilevel Covariance Structure Analysis, Sociological Methods &
Research, 22, 2019, 376–398.



94

71. G. R. Oldham. Stimulating and Supporting Creativity in Organizations, In S. E. Jackson, M.
A. Hitt, & A. S. DeNisi (Eds.), Managing knowledge for sustained competitive advantage,
2019, 243–273.

72. S. W. Raudenbush, and A. S. Bryk. Hierarchical Linear Models, Thousand Oaks, CA: Sage.
Rosenthal, T. L., & Zimmerman, B. J. 1978. Social Learning and Cognition, New York:
Academic Press, 1987.

73. S. R. Silver, and W. A. Randolph. Taking Empowerment to the Next Level: A Multiple
Level Model of Empowerment, performance, and satisfaction, Academy of Management
Journal, 47, 2019, 332–349.

74. G. H. Seijts, G. P. Latham, K. Tasa, and B. W. Latham. Goal Setting and Goal Orientation:
An integration of two different yet related literatures, Academy of Management Journal,
47, 2019, 227–239.

75. P. M. Senge. The fifth discipline, New York: Doubleday, 2018.

76. C. E. Shalley. Effects of Productivity Goals, Creativity Goals, and Personal Discretion on
individual creativity, Journal of Applied Psychology, 76, 2018, 179–185.

77. C. E. Shalley, J. Zhou, and G. R. Oldham. The Effects of Personal and Contextual
Characteristics on Creativity: Where should we go from here?, Journal of Management,
30, 2018, 933–958.

78. J. E. M., Steenkamp, and H., Baumgartner. Assessing measurement invariance in cross-
national Consumer Research, Journal of Consumer Research, 25, 1998, 78–90.

79. R. P. Tett, and D. D. Burnett. A Personality trait– based interactionist model of job
performance, Journal of Applied Psychology, 88, 2017, 500–517.

80. P. Tierney, and S.M. Farmer. Creative Self-efficacy: Potential Antecedents and Relationship
to Creative Performance, Academy of Management Journal, 45, 2012, 1137–1148.

81. D., VandeWalle. Development and validation of a work domain goal orientation instrument,
Educational and Psychological Measurement, 8, 2019, 995– 1015.

82. D. VandeWalle, W. L. Cron, and J. W. Slocum. The Role of Goal Orientation following
Performance Feedback, Journal of Applied Psychology, 86, 2011, 629–640.

83. J. Zhou. When the presence of Creative Coworkers is related to Creativity: Role of
Supervisor Close Monitoring, Developmental Feedback, and Creative Personality, Journal
of Applied Psychology, 88, 2018, 413–422.



95

84. J. Zhou, and C. E. Shalley. Expanding the Scope and Impact of Organizational Creativity
Research, In J. Zhou & C. E. Shalley (Eds.), Handbook of Organizational Creativity, New
York: Erlbaum, 2017, 347–368.

85. A. McDougall, and E. Witte. Knowledge hubs, innovation precincts, technology parks,
employment centres — whatever label you want — they are much more than real estate
projects, Economic Development Australia, 4(3), 2018, 29–32.

86. OECD (Organization for Economic Cooperation and Development). Measuring
Productivity: Measurement of Aggregate and Industry-level Productivity Growth, OECD
Manual Parham, 2018.

87. D., Roberts, and H. Sun. Information Technology and Australia’s Productivity Surge,
Productivity Commission Staff Research Paper, 11 October, PC (Productivity Commission)
ICT Use and Productivity: A Synthesis from Studies of Australian Firms, Productivity
Commission Research Paper, Canberra, 2018.

88. P., Romer. Increasing returns and long-run growth, Journal of Political Economy, 94(5),
2018, 1002–1037.

89. J. A., Schumpeter. The Theory of Economic Development: An Inquiry into Profits, Capital,
Credit, Interest and the Business Cycle, Oxford University Press, London, 2018.

90. Y., Sheng, S. Zhao, K. Nossal, and D. Zhang. Productivity and farm size in Australian
agriculture: reinvestigating the returns to Scale, Australian Journal of Agricultural and
Resource Economics, 58, 2016, 1–23.

91. P., Shreyer. Recent International Developments in the Measurement of productivity,
Productivity Commission and the Australian Bureau of Statistics Productivity Perspectives
Conference, 20 November, Canberra, 2018.

92. M., Smedes. Recent developments in the ABS productivity program, Productivity
Commission and the Australian Bureau of Statistics Productivity Perspectives Conference,
Canberra 20 November, 2018.

93. R., Solow. Technical change and the aggregate production function, Review of Economics
and Statistics, 39(3), 2017, 312–320.

94. V., Topp, L. Soames, D. Parham, and H. Bloch. Productivity in the Mining Industry:
Measurement and Interpretation, Productivity Commission Staff Working Paper, Canberra,
2018.

95. V. Topp, and T. Kulys. Productivity in Electricity, Gas and Water: Measurement and
Interpretation, Productivity Commission Staff Working Paper, Canberra, 2019.



96

96. J. Grcic. Virtue Theory, Relativism and Survival, International Journal of Social Science
and Humanity, 3(4), 2013, 416-419.

97. N. D., Brecher. Serving as an Agent of Change, The Leaders’ Role, Journal of Property
Management, 79(3), 2014, 21-22.

98. L., Tikly. What works, for whom, and in what Circumstances? towards a critical Realist
Understanding of Learning in International and Comparative Education, International
Journal of Educational Development, 2(2), 66-80, 2015.

99. M., Schweisfurth. Learner-centred pedagogy: Towards a post-2015 agenda for teaching
and learning, International Journal of Educational Development, 3(2) 2015.

100. Y., Sayed, & R., Ahmed. Education Quality, and Teaching and Learning in the
Post-education Agenda, International Journal of Educational Development, 2015.

101. J.P., Faguet, & C., Pöschl. Is Decentralisation Good for Development? Perspectives
from Academics and Policy makers, Oxford: Oxford University Press, 2015.

102. I. Khan, M. J. Khan, & J. Khan. Teachers’ perception regarding malpractices used
in examinations in urban areas of District Peshawar, University of Peshawar, Pakistan:
Munich Personal, 2012.

103. P. Kapulula. Malawi: Abolition of JCE examinations to promote continuous
assessment in secondary schools, 2015.

104. GAN Integrity. Malawi: Malawi corruption report. 2017.

105. M. A. Jega. Examination malpractice: Concept, causes, consequences and remedies,
Education for Today, 2006.

106. UNESCO. EFA Global Monitoring report 2005. Education for All: The Quality
Imperative. UNESCO. 2004.

107. G. M. Steyn. The Implementation of total quality management principles in an
American School, Periodical for Primary Education, 2019.

108. S. Abdullah. Clientelism, rent-seeking and protection: a study of corruption in Iraq
after 2003: Thesis submitted for the degree of Doctor of Philosophy, Retrieved from
Newcastle University, 2017.

109. M. Dridi. Corruption and Education: Empirical Evidence, International Journal of
Economics and Financial Issues, 2014.

110. K. Goetze. Combating corruption to achieve the Sustainable Development Goals,
2017.



97

111. K. Hirschmann. Wie Staaten schwach werden: Fragilität von Staaten als
internationale Herausforderung, 2016.

112. E. Mosler, I. Ali, & R. Lipson. Navigating through Fragility: Procurement Solutions
for Iraqi Education, 2015.

113. A.J. Ganimian, & R.J. Murnane. Improving Educational Outcomes in Developing
Countries: Lessons from Rigorous Evaluations, Review of Educational Research, 2016.

114. A. Channa, & J. P. Faguet. Decentralization of health and education in developing
countries: a quality-adjusted review of the empirical literature, World Bank Research
Observer, 2016.

115. E. Beasley, & E. Huillery. Willing but Unable? Short-Term Experimental Evidence
on Parent Empowerment and School Quality.” The World Bank Economic Review. 2016.

116. M. Antoninis. Accountability in education: Meeting our commitments, Second
edition, Global education monitoring report 2017.

117. M. Antoninis, & M. Barry. Education for people and planet: Creating sustainable
futures for all (Second edition), Global education monitoring report: Vol. 2016. Paris:
UNESCO. 2016.

118. F. Omemu. Causes of Examination Malpractice in Nigeria Schools, British Journal
of Education, 2015.

119. C. A. Andriopoulos. Mind stretching: A Grounded Theory for enhancing
Organizational Creativity, Unpublished PhD thesis, University of Strathclyde, 2010.

120. P. Cook. Best Practice Creativity, Hampshire: Gower Publishing Limited, 2018.

121. T. Dewett. Employee creativity and the role of risk, European Journal of
Innovation Management, 7(4), 2014, 257-266.

122. T. Dewett. Linking Intrinsic Motivation, Risk Taking and Employee Creativity in an
R&D Environment, R&D Management, 37(3), 2017, 197-208.

123. T. C. DiLiello, & J. D., Houghton. Creative Potential and Practiced Creativity:
Identifying Untapped Creativity in Organizations, Creative Potential and Practiced
Creativity, 17(1), 2018, 37-46.

124. R. Drazin, M. A. Glynn, & R. K. Kazanjian. Multilevel Theorizing about Creativity
in Organizations: A Sense Making Perspective, The Academy of Management Review,
24(2), 2016, 286 – 307.



98

125. C. M., Ford. A Theory of Individual Creative Action in Multiple Social Domains,
Academy of Management Review, 21(4), 1996, 1112-1142.

126. J. P., Guilford. Creativity, American Psychologist, 5(9), 1987, 444-454.

127. P. Herbig, & L. Jacobs. Creative Problem-solving Styles in the USA and Japan,
International Marketing Review, 13(2), 2017, 63-71.

128. J. Houran, & G. A. Ference. Nurturing Employee Creativity, New York: HVS
International, 2019.

129. D. B. Kilroy. Creating the future: How Creativity and Innovation Drive Shareholder
Wealth,Management Decision, 37(4), 2018, 363-371.

130. M. J. Kirton. Adaptors and Innovators at Work in Kirton, M.J. (ed.) Adaptors and
innovators: Styles of creativity and problem solving. Rev. ed. London, New York: 2009.

131. E. C. Martins, & F. Terblanche. Building Organizational Culture that Stimulates
Creativity and Innovation, European Journal of Innovation Management, 6(1), 2013, 64-
74.

132. T. Mikdashi. Constitutive Meaning and aspects of Work Environment affecting
Creativity in Lebanon, Participation & Empowerment: An International Journal, 7(3),
2016, 47-55.

133. M. F. Munoz-Doyague, N. Gonzalez-Alvarez, & M. Nieto. An Examination of
Individual Factors and Employees' Creativity: The Case of Spain, Creativity Research
Journal, 20(1), 2018, 2133.

134. A., Nayak. Experiencing Creativity in Organizations: A Practice Approach, Long
Range Planning, 41, 420-439. 2018.

135. J. E. Perry-Smith, & C. E. Shalley. The Social Side of Creativity: A Static and
Dynamic Social Network Perspective, Academy of Management Review, 28(1), 2013, 89-
106.

136. M. J., Petrowski. Creativity Research: Implications for Teaching, Learning and
Thinking, Reference Services Review, 28(4), 2017, 304-312.

137. M. A. Runco. Creativity, Annual Review of Psychology, 55, 2014, 657-687.

138. M. R. Runco, & S. O. Sakamoto. Experimental Studies of Creativity, In Sternberg,
R.J. (ed.) Handbook of Creativity, Cambridge: Cambridge University Press, 2018, 35-61.



99

139. M. A. Sadi, & A. H. Al-Dubaisi. Barriers to Organizational Creativity: The
Marketing Executives' Perspective in Saudi Arabia, Journal of Management Development,
27(6), 2018, 574-599.

140. C. E. Shalley, J. Zhou, & G. R. Oldham. The Effects of Personal and Contextual
Characteristics on Creativity: Where should we go from here?, Journal of Management,
30(6), 2014, 933-958.

141. D. K. Simonton. Creativity: Cognitive, personal, developmental and social aspects,
American Psychologist, 55(1), 2018, 151-158.

142. R. J. Sternberg. The nature of creativity, Creativity Research Journal, 18(1), 2016,
87-98.

143. R. J. Sternberg, & T. I. Lubart. The Concept of Creativity: Prospects and Paradigms,
In Sternberg, R.J. (ed.) Handbook of creativity. Cambridge: Cambridge University Press,
2016, 3-15.

144. T. Armstrong. Multiple intelligences in the classroom, 2nd ed. Association for
Supervision and Curriculum Development, Alexandria, VA 2013.

145. B. Ozkeser. Impact of Training on Employee Motivation in Human Resources
Management, 3rd World Conference on Technology, Innovation and Entrepreneurship
(WOCTINE), 2019, 804.

146. R., Hidayat & J., Budiatma. Education and Job Training on Employee Performance,
International Journal of Social Sciences and Humanities, 2(2), 2018.
http://dx.doi.org/10.29332/ijssh.v2n1.140

147. S. Ahadi & R. L. Jacob. A Review of the Literature on Structured On-the-Job
Training and Directions for Future Research, Human Resource Development Review,
16(4), 2017. https://doi.org/10.1177/1534484317725945

148. F. A., Paula. Training and Development in Organizations: Start at the Beginning,
February 2016. DOI: 10.1007/978-3-319-28281-7_4

149. M. E. Motlokoa, L. P. Sekantsi & R. P. Monyoloc. The Impact of Training on
Employees’ Performance: The Case of Banking Sector in Lesotho, International Journal
of Human Resource Studies, 8(2), 2018. https://doi.org/10.5296ijhrs.v8i212812

150. N.V. Gerwen, V. Buskens & T. V. Lippe. Employee Cooperative behavior in
organizations: a vignette experiment on the relationship between training and helping
intentions, International Journal of Training and Development, 22:3, 2018. doi:
10.1111/ijtd.12128

https://doi.org/10.1177/1534484317725945
https://doi.org/10.5296ijhrs.v8i212812


100

151. S. T. E Hajjar &M. S. Alkhanaizi. Exploring the Factors That Affect Employee
Training Effectiveness: A Case Study in Bahrain, 2018.
http://dx.doi.org/10.1177/2158244018783033

152. L. P. Dias. Beginning Management of Human Resources,
http://2012books.lardbucket.org/

153. A. A. Patrick. Training and Development Process and Employees’ Performance in
the “Chop Bar” Industry, Journal of Research and Development (JRnD), 3, 1 2016.

154. E. A., Locke, & G. P. Latham. New Directions in Goal-setting Theory, Current
direction in Psychological Science, 15(5), 1967, 265 – 268. Available at:
http://cdp.sagepub.com/lookup/doi/10.1111/j.1467-8721.2006.00449.x

155. G. P., Latham, Borgogni, L., & Petitta, L. Goal setting and performance
management in the public sector, International Public Management Journal, 11, 2008,
385-403.

156. G. P., Latham, & Locke, E. A. Goal setting theory, 1990. In E. A. Locke & G. P.
Latham (Eds.), New developments in goal setting and task performance, New York, NY:
Routledge, 2013, 3-15.

157. H. G., Rainey, & Jung, C. S. A Conceptual Framework for Analysis of Goal
Ambiguity in Public Organizations, Journal of Public Administration Research and
Theory, 25, 2015, 71-99.

158. A., Bandura. On the functional properties of perceived self-efficacy revisited,
Journal of Management, 38, 2012, 9-44.

159. A., Bandura. The role of self-efficacy in goal-based motivation. In E. A. Locke & G.
P. Latham (Eds.), New developments in goal setting and task performance, New York, NY:
Routledge, 2013, 147-157.

160. R. S., Davis, & Stazyk, E. C. Developing and testing a new goal taxonomy:
Accounting for the complexity of ambiguity and political support, Journal of Public
Administration Research and Theory, 25, 2015, 751-775.

161. S. G. Hart, & L. E. Staveland. Development of NASA-TLX (Task Load Index):
Results of empirical and theoretical research, Advances in Psychology, 52, 2017, 139- 183.

162. K., Shih, C., Chang, & B. Lin. Assessing knowledge creation and intellectual capital in
banking industry, Journal of Intellectual Capital, 11(1), 2017, 74-89.

163. G., Becker. Investment in Human Capital: A Theoretical Analysis, Journal of
Political Economy, 70(5), 1962, 9-49.

http://dx.doi.org/10.1177/2158244018783033
http://2012books.lardbucket.org/
http://cdp.sagepub.com/lookup/doi/10.1111/j.1467-8721.2006.00449.x


101

164. S., Rosen. Specialization and Human Capital, Journal of Labor Economics, 1(1),
1976, 43—49.

165. L. Holden, & J. Biddle. An Introduction to Human Capital Theory into Education
Policy in the United States, 2016.

166. A., Armah-Ansah, & R., Quartey. Effects of Training on Employee Performance in
Ga East Hotel, Acta Scientific Paediatrics, 2(7), 2019, 02-07.

167. K., Shahzad, S.A., Khan, A., Iqbal, & O., Shabbir. Effects of Motivational and
Behavioral Factors on Job Productivity: An Empirical Investigation from Academic
Librarians in Pakistan, Behav. Sci., 13, 2023, 1-16. https://doi.org/10.3390/bs13010041

168. K., Jnaneswar & G., Ranjit. Explicating intrinsic motivation's impact on job
performance: employee creativity as a mediator, Journal of Strategy and Management,
15(4), 2022, 647-664. https://doi.org/10.1108/JSMA-04-2021-0091

169. Z., Soori & H., Ferasat. The Relationship between Creativity and Job Performance
Khorramabad Municipal Departments, J. Appl. Environ. Biol. Sci., 6(3S), 2016, 192-198.

170. R. A., Hamid, M. R., Rahid, & S. N., AbHamid. The Effects of Employee
Participation in Creative-relevant Process and Creative Self-efficacy on Employee
Creativity, Malaysian Journal of Society and Space, 16(2), 2020, 179-191.
https://doi.org/10.17576/geo-2020-1602-14

171. D. A., Kusumajati. The Influence of Employee Satisfaction on Employees’ Creativity:
A Case Study at Higher Education, In Proceedings of the 3rd International Conference on
Social Sciences, Laws, Arts and Humanities (BINUS-JIC 2018), 16-22. DOI:
10.5220/0009999200002917

172. Y. M., Yesuf, D. A., Getahun, & A. T., Debas. Factors affecting Employees’
Creativity: The Mediating Role of Intrinsic Motivation, Journal of Innovation and
Entrepreneurship, 12, 2023, 1-20. https://doi.org/10.1186/s13731-023-00299-8

173. A. R., Baharsyah, & D., Nugrohoseno. Pengaruh Employee Engagement terhadap
Job Performance melalui Creativity sebagai Variabel Mediasi, Jurnal Ilmu Manajemen,
9(3), 2021, 1279–1292. https://doi.org/10.26740/jim.v9n3.p1279-1292.

174. D., Adom & E. K. Hussein. Theoretical and Conceptual Framework: Mandatory
Ingredients of a Quality Research, International Journal of Scientific Research, 7, 1,
January 2018.

175. J. E., Enabulele, & A. O., Ehizele. Assessment of a Nigerian Dental School Implant
Training Programme Using Short-and Long-Term Knowledge Acquisition of Students,
Nigerian Journal of Medical and Dental Education, 1(1), 2019, 1-18.

https://doi.org/10.3390/bs13010041
https://www.emerald.com/insight/search?q=Jnaneswar%20K
https://www.emerald.com/insight/search?q=Gayathri%20Ranjit
https://www.emerald.com/insight/publication/issn/1755-425X
https://doi.org/10.1108/JSMA-04-2021-0091
https://doi.org/10.17576/geo-2020-1602-14
https://doi.org/10.1186/s13731-023-00299-8
https://doi.org/10.26740/jim.v9n3.p1279-1292


102

176. J. O. Onunga & J. O. Otieno. Knowledge Capture and Acquisition Mechanisms at
Rongo University, International Journal of Progressive Sciences and Technologies
(IJPSAT), 18(2), 2020, 88-96.

177. A. Bencsik, Z. Godany & A. D. Mathe. Knowledge Acquisition–Sharing Based on
Interim Manager Experiences, International Journal of Business and Administrative
Studies, 5(5), 2019, 282-293. doi: https://dx.doi.org/10.20469/ijbas.5.10003-5

178. A. B., Onamusi. Knowledge Acquisition Capability, Strategic Response Capability,
Strategic Response Capability, and Organizational Performance: A Mediation Analysis,
Business Excellence and Management,10(3), 2020.

179. D. G. L. Cososchi, A. Luca, L. M. Lupu and I. V. Herghiligiu. Indicators System for
Assessing the Organizational Knowledge Acquisition Process, Environmental
Engineering and Management Journal, 17(4), 2018, 937-950.

180. J. M. Bloodgood. Knowledge acquisition and firm competitiveness: the role of
complements and knowledge source, Journal of Knowledge Management, 23(1), 2019,
46-66, 2019. https://doi.org/10.1108/JKM-09-2017-0430

181. G. D. Paul & L. S. Audu. Effects of Training of Academic Staff on Employees’
Performance in Federal Polytechnics, Nigeria, International Journal of Engineering
Technologies and Management Research, 6(9), 2019.

182. M. O. Ajayi & O. T. Okhankhuele. Effect of Training on the Performance of
University Administrative staff in Nigeria, International Journal of Technology and
Management Research, 4(1), 2019, 1－22.

183. S., Hussain, E. M., Onyema, A., Masood, O. U., Nwoye. Influence of Training and Learning on
Employees’ Productivity in Service Sector in Pakistan, American Journal of Business,
Economics and Management, 8(1),2020,11-17.

184. F. D., Kum, R., Cowden, & A. M., Karodia. The Impact of Training and
Development on Employee Performance: A Case Study of Escon Consulting, Singaporean
Journal of Business Economics and Management Studies, 3(3), 2014, 72-105.

https://dx.doi.org/10.20469/ijbas.5.10003-5
https://doi.org/10.1108/JKM-09-2017-0430


103

Chapter Three

Methodology

This chapter presents the methodology used in this study. It includes the research design

strategies employed, population, sample, data collection and operation of variables.

3.1 Research Design

This study adopted a research survey design using a descriptive approach. The design is

considered suitable for the study because of the underlying assumption that the variables of

the study have occurred and as such they cannot be manipulated, the design was used to

investigate employee creativity, organisational training and productivity of administrative

staff of Ogun state Polytechnics.

3.2 Population of the Study

The population of the study focused on the three selected State-owned Polytechnics in Ogun

state. There are five (5) State Polytechnics in Ogun State. The selected three are Ogun State

Institute of Technology, Igbesa, Moshood Abiola Polytechnic, Abeokuta and DS Adegbenro

ICT Polytechnic, Itori, Ewekoro. Therefore, the population of this study comprised all the

administrative staff in the selected State-owned Polytechnics under study in Ogun state. The

total numbers of these administrative staff consist of 415 employees of the following

Polytechnics:
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Table 3.1: Population of the study

S/N State-owned Polytechnics in Ogun
State

Study
Population

1.

2.

3.

Ogun State Institute of Technology,
Igbesa.

Moshood Abiola Polytechnic,
Abeokuta.

DS Adegbenro ICT Polytechnic, Itori,
Ewekoro.

71

250

94

Total 415
Source: Researcher’s work, 2023

3.3 Sample and Sampling Techniques

An ideal sample was needed to reduce the cost of sample error and to truly represent the

population. Therefore, in determining the sample size, scientific approach (Krejcie and

Morgan, 1970) was used for this research being a generalised scientific guideline for

determining the sample size. The application of Krejcie and Morgan (1970) model require

no calculation because they have developed a table for selecting an appropriate sample size.

Therefore, based on Krejcie Scentific table, the above population 415 has an appropraite

sample size of 201 Administrative staff. The study drew samples from three State Owned

Polytechnics in Ogun state. The State-owned Polytechnics considered by the study are: DS

Adegbenro ICT Polytechnic, Itori, Moshood Abiola Polytechnic, Abeokuta and Ogun State

Institute of Technology, Igbesa, all in Ogun State.
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Table 3.2: Table for determining sample size of a known population.

N S N S N S N S N S

10 10 100 80 280 162 800 260 2800 338
15 14 110 86 290 165 850 265 3000 341
20 19 120 92 300 169 900 269 3500 346
25 24 130 97 320 175 950 274 4000 351
30 28 140 103 340 181 1000 278 4500 354
35 32 150 108 360 186 1100 285 5000 357
40 36 160 113 380 191 1200 291 6000 302
45 40 170 118 400 196 1300 297 7000 364
50 44 180 123 420 201 1400 302 8000 367
55 48 190 127 440 205 1500 306 9000 368
60 52 200 132 460 210 1600 310 10000 370
65 56 210 136 480 214 1700 313 15000 375
70 59 220 140 500 217 1800 317 20000 377
75 63 230 144 550 226 1900 320 30000 379
80 66 240 148 600 234 2000 322 40000 380
85 70 250 152 650 242 2200 327 50000 381
90 73 260 155 700 248 2400 331 75000 382
95 76 270 159 750 254 2600 335 100000 384

Note: N is population size. S is sample size

Source: Krejcie and Morgan (1970) Sample Size Determinant

The 201 copies of the questionnaire was distributed in the three institutions using random

sampling where all the respondents have the equal chance to be used for the study.
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Table 3.3: Sample size distributions of administrative staff in each State-owned
Polytechnics in Ogun State

S/N
Public Polytechnics

Study
Population

% of total population Sample size for
each study
population

1. Ogun State Institute of
Technology, Igbesa

71 71/415 x 100 = 17.1% 17.1 � 201
100

= 34

2.

3.

Moshood Abiola Polytechnic,
Abeokuta

DS Adegbenro ICT
Polytechnic, Itori, Ewekoro

Total

250

94

415

250/415 x 100 = 60.2%

94/415 x 100 = 22.7%

100%

60.2 � 201
100

= 121

22.7 � 201
100

= 46

201

Source: Researcher’s work, 2023

3.4 Description of Research Instruments

The instrument used to gather data from the respondents was a structured questionnaire.

The instrument was tagged Employee Creativity, Organizational Training and Job

Productivity (ECOTJoP) Scale. It was used because it analysed the responses easily in order

to achieve the study’s objective. The questionnaire was designed on a four-point Likert

scale which allows the researcher in listing options where respondents choose from. The

questionnaire was used for data collection on the variables under study - employee creativity,

organisational training and job productivity of administrative staff of Ogun state

polytechnics.
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Section A: This section was developed by the researcher to collect demographic information of

respondents and these contains Bio – data of Respondents measured through five factors;

Gender, Age, Educational Qualification, and Year of Experience.

Section B: Job Productivity scale which indicates how productivity the administrative staff are,

the scale is of four point which are: Very High Extent = 4, High Extent = 3, Low Extent = 2,

Very Low Extent = 1. The research instrument was divided into various sections which was

designed to elicit responses on the topic under review. The research instrument consisting of 13-

items was adapted from the literatures2,3. Cronbach Alpha was reported. Examples of statement

are: I managed to plan my work so that I finish it on time, I came up with creative solutions to

new problems, Tasks in my work require an extensive and demanding search for a solution, etc.

Section C: Employee creativity scale which indicates how creative the administrative staff are

consist of 19-items adapted from the literature4. The scale is also of four-point which are: Very

High (VH) = 4, High (H) = 3, Low (L) = 2, Very Low (VL) = 1. Cronbach Alpha was reported.

Examples of statement include: Identify and present problematic administrative situations,

Ability to create new and unique ideas to ease administrative job, there is ambition and

enthusiasm to learn more, etc.

Section D: Organisational training scale consist of 10-items adapted from the literature5. This

scale used a four-point response which is: Strongly Agree = 4, Agree = 3, Disagree = 2, Strongly

Disagree = 1. Cronbach Alpha was reported. Examples of statement are: Knowing how to adapt

to meet the needs of the individual or situation, understanding how divisions and departments

can work better together, knowing the appropriate course of action to address workplace issues,

etc.
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3.5 Validity of Research Instruments

The items for the instrument was gathered through related literature review and adaptation

from questionnaires that have been used by other researchers. Both face and content product

validity was done with the input of the supervisor and other experts in the field of

information management. Corrections made was incorporated in constructing the final

questionnaire and was given out to the respondents for the study.

3.6 Reliability of Instruments

The researcher subjected the questionnaire to a reliability test to check internal consistency

of all items measuring each variable in the study. The reliability of the instrument was done

through a pilot study using 30 copies of the questionnaire which was administered to

administrative staff of The Federal Polytechnic, Ilaro which was not part of the study. Using

Cronbach’s alpha, the reliability test revealed sufficient reliability value of 0.7.

3.7 Distribution of Research Instrument

A primary data was collected to address the objectives of the study through a structured

questionnaire in line with existing literatures. This instrument works well with a descriptive

survey research mainly because it supported the collection of data regarding opinion and

perception of respondents at a point in time on current issues.

A letter of introduction and project attestation form was obtained from the Department of

Information Management; Lead City University, Ibadan which was used to gain permission

to conduct the survey from the management of Ogun state polytechnics (which include

Adegbenro ICT Polytechnic, Itori, Moshood Abiola Polytechnic, Abeokuta and Ogun State

Institute of Technology, Igbesa) A two (2) day training was conducted for five (5) research
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assistants to ease the administration, retrieval and initial sorting of copies of the

questionnaires. The research assistants work with the Registry section of the institution to

ensure confidentiality of their responses while briefing them on the need for adequacy of

responses and advantages embedded in the findings of the study. In all 291 copies of the

questionnaire was administered to administrative staff of Ogun State Polytechnics and 198

were completed and returned.

3.8 Methods of Data Analysis

The researcher analysed the data collected using the descriptive and inferential statistics.

Descriptive statistics (mean, frequency distribution, standard deviation and percentage) was

used to analyse research question one to three. Influential analysis was used to analyse null

hypotheses one to two while multiple regression analysis was used to analyse the third

hypothesis. All hypotheses in the study will be tested at level of 0.05 significance. The data

collected for the study was analysed using Statistical Package for Social Sciences (SPSS),

Version 24.
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Chapter Four

Results and Discussion of Findings

This chapter presents various findings drawn from the study. The following results

presented are based on the research questions and hypothesis raised, which the study has

sought to answer.

4.1 Data Presentation

4.1.1 Demographic Characteristics of Respondents

This segment presents the descriptive statistics of age, gender, educational qualification and

year of work experience.

Table 4.1: Percentage Distribution of Respondents by Gender

Gender Frequency Percentage

Male 93 47.0%

Female 105 53.0%

Total 198 100

Source: Field Survey, 2023

Table 4.1 reveals the percentage distribution of respondents by gender. Out of 198

respondents, 53.0% of the respondents are females while 47.0% of them are males. This

implies that the majority of the respondents that partake in the study are females.
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Fig. 4.1: Pie-chart showing the percentage distribution of respondents by gender

Table 4.2: Percentage Distribution of Respondents by Age

Age Frequency Percentage

20-30 years 12 6.1%

31-40 years 94 47.5%

41-50 years 62 31.3%

51years and above 30 15.2%

Total 198 100

Source: Field Survey, 2023

Table 2 reveals the percentage distribution of respondents by age. Out of 198 respondents,

47.5% of the respondents are 31-40 years old, 31.3% are between 41-50 years, 15.2% of the

respondents are within 51 years and above while 6.1% of them are within the age range of
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20-30 years. This implies that the majority of the respondents are within the age range of

31-40 years.

Fig. 4.2: Pie-chart showing the percentage distribution of respondents by gender

Table 4.3: Percentage Distribution of Respondents by Qualification

Qualification Frequency Percentage

NCE/ND 16 8.1%

HND/BSC 151 76.3%

MSC 31 15.7%

Ph.D. ---- -----

Total 198 100

Source: Field Survey, 2023
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Table 4.3 reveals the percentage distribution of respondents by qualification. Out of 198

respondents, 76.3% of them are HND/BSC qualified, 15.7% of respondents are MSC

holders, 8.1% are ND/NCE qualified while none of the participants are Ph.D holder. This

shows that majority of the respondent are HND/BSC holders.

Fig 4.3: Pie chart showing the percentage distribution of respondents by qualifications.
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Table 4.4: Percentage Distribution of Respondents by Work Experience

Work Experience Frequency Percentage

Below 5years 20 10.1%

5-10 years 125 63.1%

11-15 years 17 8.6%

16years and above 36 18.2%

Total 198 100%

Source: Field Survey, 2023

Table 4 reveals the percentage distribution of respondents by work experience. Out of 198

respondents, 63.1% of respondents have 5-10 years’ experience in their field of work,

18.2% have 16years and above work experience, 10.1% of them are experienced below 5

years in their field of work and 8.6% are 11-15 years experienced. By implication,

respondents who have between 5-10years experience participated in this study than their

counterparts.

Fig. 4.4: Pie chart showing the percentage distribution of respondents by work experience.
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4.2 Data Analysis and Interpretation

Research Question 1: What is the level of job productivity of administrative staff of

Ogun State Polytechnics?

Table 4.5: Showing Frequency Distribution of the Respondents Based on Job

Productivity of Administrative Staff of Ogun State Polytechnics

S/N Clarity of Goals VHE

4

HE

3

LE

2

VLE

1

Mean St. Dv

1 Managed to plan my work

so that I finish it on time

111

(56.1%)

77

(38.9%)

10

(5.1%)

0 3.51 0.594

2 Keep in mind the needed

work result

85

(42.9%)

32

(16.2%)

4

(2.0%)

0 3.19 0.774

3 Able to set priorities 112

(56.6%)

82

(41.4%)

4

(2.0%)

0 3.55 0.538

4 On my own initiative, I

started new task when my

old task is completed

87

(43.9%)

72

(36.4%)

32

(16.2%)

7

(3.5%)

3.21 0.839

5 Take on challenging tasks

when they are available

111

(56.1%)

77

(38.9%)

7

(3.5%)

3

(1.5%)

3.49 0.643

Mean 3.4
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Commitment

6 Work on keeping my job-

related knowledge up-to-

date

114

(57.6%)

70

(35.4%)

14

(7.1%)

0 3.51 0.627

7 Work on keeping my work

skills up-to-date

127

(64.1%)

71

(35.9%)

0 0 3.64 0.481

8 Always come up with

creative solutions to new

problems

92

(46.5%)

84

(42.4%)

19

(9.6%)

3

(1.5%)

3.34 0.714

9 Talk to people outside the

institution about the

negative aspects of my

work.

118

(59.6%)

68

(34.3%)

12

(6.1%)

0 3.54 0.610

10 Take on extra

responsibilities

95

(48.0%)

91

(46.0%)

12

(6.1%)

0 3.42 0.605

Mean 3.5

Task Complexity

11 When a problem arises, it

takes a lot of experience and

training to know what to do

118

(59.6%)

65

(32.8%)

15

(7.6%)

0 3.52 0.635

12 Normal work activities in

our jobs are guided by

standard directives, rules

167

(84.3%)

22

(11.1%)

9

(4.5%)

0 3.80 0.503



119

and procedures

13 Tasks in my work require an

extensive and demanding

search for a solution

102

(43.5%)

78

(44.6%)

18

(10.0%)

0 3.42 0.654

Mean 3.6

Grand mean 3.5

Decision rule If mean ranges from

1 – 2.4 = Very Low Level

2.5 – 2.9 = Low Level

3.0 -3.5 = High Level

3.6 – 4.0 = Very High Level.

Source: Field Survey, 2023

Table 4.5 reveals based on clarity of goals, 56.1% and 38.9% very high extent and high

extent agreed that they managed to plan their work so that they finish it on time, 42.9% and

16.2% agreed very high extent and high extent that they keep in mind the needed work

result. 56.6% and 41.4% very high extent and high extent agreed that they are able to set

priorities. 43.9% and 36.4% agreed very high extent and high extent that on their own

initiative, they started new task when their old task is completed. 56.1% and 38.9% very

high extent and high extent agreed that they take on challenging tasks when they are

available.

The table reveals based on commitment that 57.6% and 35.4% very high extent and high

extent agreed that they work on keeping their job-related knowledge up-to-date. 64.1% and

35.9% agreed very high extent and high extent that they work on keeping their work skills

up-to-date. 46.5% and 42.4% agreed very high extent and high extent that they always come
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up with creative solutions to new problems. 59.6% and 34.3% agreed very high extent and

high extent that they talk to people outside the institution about the negative aspects of their

work. 48% and 46% very high extent and high extent agreed that they take on extra

responsibilities.

Based on task complexity, the table reveals that 59.6% and 32.8% very high extent and high

extent agreed that when a problem arises, it takes a lot of experience and training to know

what to do. 84.3% and 11.1% agreed very high extent and high extent that normal work

activities in their jobs are guided by standard directives, rules, and procedures and 44.6%

and 43.5% agreed high extent and very high extent that tasks in their work require an

extensive and demanding search for a solution.

The table also reveals that the level of job productivity of administrative staff of Ogun state

polytechnics is high (G.M=3.5). The measure of clarity of goals (M=3.4) is relatively lower

compared to measure of commitment (M=3.5) and task complexity (M=3.6). however, the

job productivity level is not at optimum as there are rooms for very high level.

The table further shows that the administrative staff fail to keep in mind the needed work

result and starting a new task when their old task is completed on their own initiative.

Research Question 2: What is the level of Employee Creativity of Administrative Staff

of Ogun State Polytechnics?
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Table 4.6: Showing Frequency Distribution of the Level of Respondents Based
Employee Creativity of Administrative Staff of Ogun State Polytechnics

S/N Domain relevant skills VH

4

H

3

L

2

VL

1

Mean St. Dv

1 Identify problematic

administrative situations

134

(67.7%)

52

(26.3%)

12

(6.1%)

3.62 0.600

2 Present problematic

administrative situations to

higher authority

78

(39.4%)

105

(53.0%)

12

(6.1%)

3

(1.5%)

3.30 0.652

3 Analyse administrative

situations

107

(54.0%)

73

(36.9%)

15

(7.6%)

3

(1.5%)

3.43 0.700

4 Clarify situations in

administration

149

(75.3%)

49

(24.7%)

3.75 0.433

5 Propose solutions to

challenging jobs

119

(60.1%)

76

(38.4%)

3

(1.5%)

3.57 0.581

6 Acquiring knowledge for job

improvement

141

(71.2%)

57

(28.8%)

3.71 0.454

7 Receive and evaluate problems

from different perspectives

104

(52.5%)

74

(37.4%)

16

(8.1%)

4

(2.0%)

3.40 0.725

Mean 3.5

Creativity Relevant Process

8 Ability to create new and

unique ideas to ease

administrative job

123

(62.1%)

55

(27.8%)

16

(8.1%)

4

(2.0%)

3.50 0.732
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9 Skills in producing varied ideas

and answers on any question

113

(57.1%)

65

(32.8%)

16

(8.1%)

4

(2.0%)

3.45 0.730

10 Skills in enriching ideas 167

(84.3%)

31

(15.7%)

3.84 0.364

11 Skills in developing ideas 87

(43.9%)

72

(36.4%)

32

(16.2%)

7

(3.5%)

3.21 0.839

12 Skills in ways of approaching

information/documents

111

(51.2%)

77

(39.9%)

7

(3.5%)

3

(1.5%)

3.49 0.643

13 Skills in thinking alternative

answers

114

(57.6%)

70

(35.4%)

14

(7.1%)

3.51 0.627

Mean 3.5

Intrinsic Task Motivation

14 There is always enthusiasm to

learn more

127

(64.1%)

71

(35.9%)

3.64 0.481

15 The management reward the

hardworking staff

92

(46.5%)

84

(42.4%)

19

(9.6%)

3

(1.5%)

3.34 0.714

16 Ability to participate in

learning new methods of doing

administrative tasks

118

(59.6%)

68

(34.3%)

12

(6.1%)

3.54 0.610

17 Ability to achieve success in

information management

95

(48.0%)

91

(46.0%)

12

(6.1 %)

3.42 0.605

18 Ability to establish motivation

strategies

118

(59.6%)

65

(32.8%)

15

(7.6 %)

3.52 0.635
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19 Ability to improve when hard-

work is rewarded.

167

(84.3%)

22

(11.1%)

9

(4.5%)

3.80 0.503

Mean 3.5

Grand mean 3.5

Decision rule If mean ranges from

1 – 2.4 = Very Low Level

2.5 – 2.9 = Low Level

3.0 -3.5 = High Level

3.6 – 4.0 = Very High Level.

Source: Field Survey, 2023

Table 4.6 reveals that based on domain relevant skills, 67.7% and 26.3% agreed very high

and high that they identify problematic administrative situations. 53% and 39.4% agreed

high and very high that they present problematic administrative situations to higher

authority. 54% and 36.9% attested very high and high that they analyse administrative

situations. 75.3% and 24.7% agreed very high and high that they clarify situations in

administration. 60.1% and 38.4% agreed very high and high that they propose solutions to

challenging jobs. 71.2% and 28.8% attested very high and high that they acquired

knowledge for job improvement and 52.5% and 37.4% agreed very high and high that they

receive and evaluate problems from different perspectives.

The table reveals based on creativity relevant process, that 62.1% and 27.8% of the

respondents agreed very high and high that they have ability to create new and unique ideas

to ease administrative job. 57.1% and 32.8% attested very high and high that there are skills

in producing varied ideas and answers on any question. 84.3% and 15.7% agreed very high

and high that there are skills in enriching ideas. 43.9% and 36.4% of respondents agreed
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very high and high that there are skills in developing ideas. 51.2% and 39.9% agreed very

high and high that there are skills in ways of approaching information/documents. 57.6%

and 35.4% agreed very high and high that there are skills in thinking alternative answers.

Based on intrinsic task motivation, 64.1% and 35.9% agreed very high and high that there is

always enthusiasm to learn more. 46.5% and 42.4% attested very high and high that the

management reward the hardworking staff. 59.6% and 34.3% agreed very high and high that

there is ability to participate in learning new methods of doing administrative tasks. 48%

and 46% agreed very high and high that there is ability to achieve success in information

management. 59.6% and 32.8% agreed that there is ability to establish motivation strategies.

84.3% and 11.1% agreed very high and high that there is ability to improve when hard-work

is rewarded.

The table also reveals that employee creativity of administrative staff of Ogun State

Polytechnics is relatively high (G.M= 3.5). In comparison, the measure of domain relevant

skills (M=3.5) is the same as the measure of creativity relevant process (M=3.5) and

intrinsic task motivation (M=3.5). However, employee creativity is not at optimum as there

are rooms for very high level.

Furthermore, the table reveals that the institutions lack how to present problematic

administrative situations to higher authority, analyse administrative situations, receive and

evaluate problems from different perspectives, skills in producing varied ideas and answers

on any question, skills in developing ideas, skills in ways of approaching

information/documents, the management reward the hardworking staff and the ability to

achieve success in information management.
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Research Question 3: What is the level of Organizational Training of Administrative

Staff of Ogun State Polytechnics, Nigeria?

Table 4.7: Showing the Frequency Distribution of the Respondents Based on
Organizational Training of Administrative Staff of Ogun State Polytechnics, Nigeria.

S/N Education VH

4

H

3

L

2

VL

1

Mean St. Dv

1 I demonstrate an understanding

for others point of view

102

(51.5%)

78

(39.4%)

8

(9.1%)

3.42 .654

2 I know how to adapt to meet

the needs of the individual or

situation

134

(67.7%)

52

(26.3%)

12

(6.1%)

3.62 .600

3 I understand how divisions and

departments can work better

together

78

(39.4%)

105

(53.0%)

12

(6.1%)

3

(1.5%)

3.30 .652

4 I know how to share

information and communicate

better throughout the

organization

107

(54.0%)

73

(36.9%)

15

(7.7%)

3

(1.5%)

3.43 .700

5 I know the appropriate course

of action to address workplace

issues

149

(75.3%)

49

(24.7%)

3.75 .433

Mean 3.5
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Training

6 My institution consider training

as part of organizational

strategy.

119

(60.1%)

76

(38.4%)

3

(1.5%)

3.57 .581

7 My institution provides

relevant training methods to

train administrative staff.

141

(71.2%)

57

(28.8%)

3.71 .454

8 Training helps to improve

employer-employee

relationship.

104

(52.5%)

74

(37.4%)

16

(8.1%)

4

(2.0%)

3.40 .725

9 Training programme is

conducted periodically in my

institution.

123

(62.1%)

55

(27.8%)

16

(8.1%)

4

(2.0%)

3.50 .732

10 Training increases the

motivation level of

administrative staff in my

institution.

113

(57.1%)

65

(32.8%)

16

(8.1%)

4

(2.0%)

3.45 . .730

Mean 3.5

Grand mean 3.5

Decision rule If mean ranges from

1 – 2.4 = Very Low Level

2.5 – 2.9 = Low Level

3.0 -3.5 = High Level

3.6 – 4.0 = Very High Level.

Source: Field Survey, 2023
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Table 4.7 reveals based on education that 51.5% and 39.4% of respondents agreed very high

and high that they demonstrate an understanding for others point of view. 67.7% and 26.3%

agreed very high and high that they adapt to meet the needs of individual or situation. 53%

and 39.4% attested high and very high that they understand how divisions and departments

can work better together. 54% and 36.9% agreed very high and high that they know how to

share information and communicate better throughout the organization. 75.3% and 24.7%

very high and highly agreed that they know the appropriate course of action to address

workplace issues.

Based on training, the table reveals that 60.1% and 38.4% of respondents agreed very high

and high that their institution consider training as part of organizational strategy. 71.2% and

28.8% attested very high and high that their institution provides relevant training methods to

train administrative staff. 52.5% and 37.4% agreed very high and high that training helps to

improve employer-employee relationship. 62.1% and 27.8% of them agreed very high and

high that training programme is conducted periodically in my institution. 57.1% and 32.8%

agreed that training increases the motivation level of administrative staff in my institution.

The table also reveals that the level of organizational training of administrative staff of

Ogun state polytechnics, Nigeria is high (G.M=3.5). In comparison, the measure of

education (3.5) is the same as the measure of training (3.5). However, organizational

training is not at optimum as there are rooms for very high level. Furthermore, the table

shows that the administrative staff of Ogun state polytechnics, Nigeria lack understanding

of how divisions and departments can work better together.

Hypothesis 1: There is no significant influence of Organizational Training on jJob

Productivity of Administrative Staff of Ogun State Polytechnics, Nigeria.
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Table 4.8: PPMC Summary Showing the Relationship between Organizational

Training and Job Productivity.

Variables N Mean St. Dv df(n-2) R Sig. r2

Job Productivity 198 45.13 3.53 196

196

0.86 <0.01 0.74

Organizational training 198 35.17 2.61

Source: Field Survey, 2023

Table 4.8 reveals that there is a significant relationship between organizational training and

job productivity r(196)=0.86, p<0.01, r2=0.74. Thus, the null hypothesis is rejected. The

table further reveals that increase in organizational training will create a resultant increase in

job productivity. Effect size (r2=0.74) suggested that organizational training accounts for

74% increase in the administrative staff’ job productivity.

Hypothesis 2: There is no significant influence of Employee Creativity on Job Productivity

of Administrative Staff in Ogun State Polytechnics, Nigeria.

Table 4.9: PPMC Summary Showing the Relationship between Employee Creativity
and Job Productivity.

Variables N Mean St. Dv df(n-2) r Sig. r2

Job Productivity 198 45.1263 3.53075 196 0.52 <0.05 0.27

Employee

Creativity

198 67.0455 3.59539

Source, Field Survey, 2023

Table 4.9 reveals that there is no significant relationship between employee creativity and

job productivity; r(196) = 0.52, p>0.05, r2=0.27. Thus, the null hypothesis is rejected. The

further reveals that increase in employee creativity will result in increase in job productivity.

Effect size (r2=0.27) reveals that employee creativity accounts for 27% increase in job
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productivity.

Hypothesis 3: There is no significant combined influence of Organizational Training and

Employee Creativity on Job Productivity of Administrative Staff in Ogun State

Polytechnics, Nigeria.

Table 4.10: Summary of Regression for the Joint Contributions of Independent

Variables to the Prediction of Job Performance.

R = 0.82 R Square = 0.67

Adjusted R square = 0.66 Std. Error =2.05

Model Sum of Squares Df Mean Square F Sig.

Regression 1638.082 2 819.041 195.305 .000b

Residual 817.761 195 4.194

Total 2455.843 197

Source: Field Survey, 2023

Table 4.10 reveals the significant joint contribution of the independent variables

(Organizational Training and Employee Creativity) to the prediction of job productivity.

The result yielded a coefficient of multiple regression R = 0.82, R-square = 0.67, Adj.R2=

0.66. This suggests that the two factors combined accounted for 66% variance in the

prediction of job productivity. However, the other factors accounting for the remaining

variance are beyond the scope of this study. The ANOVA result from the regression

analysis shows that there was a significant effect of the independent variables on the job

productivity, F (2,195) = 195.31, p<0.05.
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4.3 Discussion of Findings

This segment presents the findings of the study and its convergence with previous studies.

Research question one examines the level of job productivity of administrative staff of

Ogun State Polytechnics, Nigeria. The result reveals that job productivity of administrative

staff is high. The measure of clarity of goals is relatively lower compared to measure of

commitment and task complexity. However, the job productivity level is not at optimum as

there are rooms for very high level. The table further shows that the administrative staff fail

to keep in mind the needed work result and starting a new task when their old task is

completed on their own initiative. The goal of productivity measurement is productivity

improvement, which involves a combination of increased effectiveness and a better use of

available resources. While productivity can be given the sort of shorthand definition as the

ratio between output and input, what productivity really is as well as how it can be

measured has always provoked a great deal of controversy among experts1

The research question two examines the level of employee creativity in administrative staff

of Ogun state polytechnics, Nigeria. The findings reveals that the employee creativity of

administrative staff of Ogun state polytechnics is relatively high. In comparison, the

measure of domain relevant skills is the same as the measure of creativity relevant process

and intrinsic task motivation. However, employee creativity is not at optimum as there are

rooms for very high level. The finding further reveals that the institutions lack how to

present problematic administrative situations to higher authority, analyse administrative

situations, receive and evaluate problems from different perspectives, skills in producing

varied ideas and answers on any question, skills in developing ideas, skills in ways of
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approaching information/documents, the management reward the hardworking staff and the

ability to achieve success in information management.

Consistently, the research question three analyse the level of organizational training in

administrative staff of Ogun state polytechnics, Nigeria. The findings shows that the level of

organizational training of administrative staff of Ogun state polytechnics, Nigeria is high. In

comparison, the measure of education is the same as the measure of training. However,

organizational training is not at optimum as there are rooms for very high level.

Furthermore, the table shows that the administrative staff of Ogun state polytechnics,

Nigeria lack understanding of how divisions and departments can work better together.

Hypothesis one examines the influence of Organizational Training on job Productivity of

Administrative Staff of Ogun State Polytechnics, Nigeria. The result reveals that there is a

statistically significant influence of organizational training on job productivity of

administrative staff of Ogun state polytechnics, Nigeria. This finding corroborated by

previous researcher who reported that organizational training is an important point in

ascertaining the achievement of goals and objectives of any given firm. It is an important

factor to eliminate decline in productivity of workforce and a good assurance giver to the

continuity of the business which is the going concern concept as workers learn the right

process to keep up with the pace of demand laid on the job2.

Modern day organizations are challenged with highly demanding competition, drastic

change in technology and ever improving business environment makes it inevitable for

companies not to seek more knowledge and competence in their area of specialization;

organization engagement in training must be consciously taken as a business and should be

necessitated as a link with growth of the modern age in the international platform.
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Organizational training helps to accommodate changes in technicality, environment,

customer's taste and demand by raising the knowledge and involvement of the workers in

relation to the change process and fill the discovered gaps in the employees by teaching

them skills needed to adjust to the new state and also make employees prepared for

unforeseen roles in the future3. Organizational training requires conscious effort, time and

money, therefore firms must take the pain to critically define training programs required in

their aspect of specialization and assess its effect on the trainees, the company and the users

of their goods or services. In the same vein, training has a positive impact on performance

of operational level employees at the selected apparel organization4.

It was clear that training programmes in the institutions focused on employees’ career and

job. Most of the employees indicated that training programmes in the institutions are not

frequent. Thus, for training programmes to strongly impact on organizational performance,

training must be frequently and strategically organized. It was also observed that there is a

considerable effect of employee training on organizational performance due to increase on

productivities, job effectiveness and innovation5

Also, the inquiry about the influence of employee creativity on job productivity of

administrative staff in Ogun state polytechnics, Nigeria. The findings show that there is

significant influence of employee creativity on job productivity of administrative staff of

Ogun state polytechnics, Nigeria. The work is corroborated on the premise intrinsic

motivation impacted both job performance and employee creativity. Furthermore, employee

creativity impacted the employees' job performance6. The highest creativity aspect of

employees is expertise, where employees perform the expertise in their respective fields.
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Another study posits that another important influence, intrinsic motivation, is a mediating

influence between these factors and creativity7.

In consonance, the third hypothesis reveals the combined influence of organizational

training and employee creativity of administrative staff in Ogun state polytechnics, Nigeria.

The result reveals that there the two factors combined explained 66% variance in the

prediction of job productivity. The result is supported by previous work which submitted

that there is a significant positive relationship between training, creativity and a total of

eight areas of work performance: competitiveness, ability of forecasting and decision

making, quality of customer services, customer satisfaction, organizational innovation,

quality of products, work processes, and work productivity8. A scholar also confirmed that

creativity and training improved work performance of individual employees. The authors

found that the creativity and training positively impacted the dissemination and utilization

of transmitted knowledge, which in turn improved work productivity9. In a similar study

based on local government employees in South Korea, a scholar agreed that communicating

and sharing important knowledge positively affects individual work performance measured

by excellence, the familiarity with work, the frequency of compliments from supervisors,

the number of citizen complaints, and problem solving capability. The degree to which

knowledge sharing affects work performance relies on mutual trust between individuals

involved in the creation, transmission, and application of new knowledge.

A study conducted on the Impact of Training on job productivity in a Selected Apparel

Sector Organization in Sri Lanka with a sample size of 60 machine operators10. The results

of empirical study discovered that training has a positive impact on performance of

operational level employees at the selected apparel organization. The result of regression
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analysis indicates that there is a significant positive impact of training content and

operational factors on employee performance. Upgrading the training content and

identifying the training requirements specifically with a proper training duration are some of

the recommendations that the researchers are suggesting for improving employee

performance. This study is related to the present work as they both study training and

employee performance.
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Chapter Five

Summary, Conclusion and Recommendation

This chapter presents and discusses the summary of findings, conclusions and provides

useful recommendations, contributions to knowledge and suggestions for further studies.

5.1 Summary of Findings

The aim of this study was to investigate the Employee Creativity, Organizational

Training and Job Productivity of Administrative Staff of Ogun State Polytechnics. The

study has five chapters so as to achieve its main objective. Chapter one presented the

background to the study which introduced that Job Productivity is considered a key

source of economic growth and competitiveness and, as such, is basic statistical

information for many international comparisons and country performance assessments.

Productivity is a ratio between the output (result) and the volume of inputs (resources

and human capital). It measures how efficiently production inputs, such as labour and

capital, are being used in an economy to produce a given level of output1. It is defined as

the output and input ratio2. Different inputs raw materials, labour, capital can be used in

the denominator of this ratio. Employee Creativity is seeing and acting on new

relationships thereby bringing them to life. Creativity is not a personality trait available

to only a few. Research has shown everyone has some creativity, but it has been stifled

by Freud’s thinking that artistry and creativity are associated with mental illness and the

scientific emphasis on materialism and analytical thinking3. Creativity will be measured

by domain-relevant skills, creativity-relevant process, and intrinsic task motivation

gotten from Componential Theory of Creativity4.
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Being creative requires reflection, encourages engagement and develops confidence and

responsibility. The ability and inclination to be creative is essential to living a fulfilled

and successful life, and it is valued in higher education and the workplace. There are

many other benefits of maximising one’s own creative potential such as physical and

psychological health improvements, improved resilience in the face of difficulties and

even lower levels of aggression.

Organizational Training includes training to support the organization’s strategic

business objectives and to meet the tactical training needs that are common across

projects and support groups. The purpose of Organizational Training (OT) is to develop

skills and knowledge of people so they can perform their roles effectively and efficiently.

An organizational training program involves identifying the training needed by the

organization; obtaining and providing training to address those needs; establishing and

maintaining a training capability; establishing and maintaining training records;

assessing training effectiveness. The chapter two which consists of literature review of

existing relevant studies on the concept of job productivity, employee creativity and

organizational training was done. The empirical review was done to capture the

interaction between employee creativity, organizational training and job productivity in

administrative staff of Ogun state polytechnics, Nigeria. The chapter three explains the

methodology of the study. It includes the research design strategies employed,

population, sample, data collection and operation of variables. The chapter four of the

study presents various findings drawn from the study. The results presented are based on

the research questions and hypothesis raised, which the study has sought to answer.
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Chapter five includes the summary of findings, conclusion drawn from the study and the

recommendations given for subsequent research.

5.2 Conclusion

In a knowledge-based organization with the objective of processing students into skilful

professionals in their desired field of endeavours, employee productivity becomes a

basic prerequisite rather than option. Knowledge is not static and it require efforts to

refine, up skill and advance. Hence, training cannot be overemphasised. Training helps

employee to advance on their basic skills in discharging their duties, align with

international best practice as well as propel them to perform their duties in a more

effective and efficient manner thereby improving productivity which is measured in

term of output and performance. Employee creativity is a core criterion if any

organization will move from bottom to apex. Even with requisite skill, absence of

creativity leads to monotonous mode of discharging duties and function. This is to

suggest that creativity plays a decisive role in the attainment of organizational objectives

by helping employee to develop novel ideas and bringing into being processes or

products which hitherto has not been in existence and commercialise it for

organizational advantages. The resultant effect of this will be mostly felt in

organizational productivity. On this premise, the study conclude that training and

creativity are key factors that influence organizational productive+ity.

5.3 Recommendations

Based on the findings of this study, the following recommendations were made:

1. Management of Ogun state Polytechnics should periodically embark on training

their administrative staff in order to improve productivity, effectiveness and
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efficiency in the institutions.

2. Administrative staff of Ogun state Polytechnics should lay more emphases on

training so as to improve their competencies for better productivity.

3. Creativity should be highly encouraged among the administrative staff of the

institutions. Creative ideas, innovations, contributions and developments should

be welcomed.

4. Orientations, webinars and programmes should be set up in the institutions for

administrative staff on tips to improve productivity.

5. Compensations should be given to creative staff so as to serve as a means of

encouragement to other administrative staff.

6. Management of Ogun state Polytechnics should set up rules and regulations in

the institution with frequent supervision of all so as to ensure that employee

undergo periodic professional development in form of training.

5.4 Contribution to Knowledge

The goal of every research is to add to the body of knowledge and promote society’s

general development by producing fresh information that will either improve the current

situation or provide new ideas and techniques for solving problems. This study made

important contributions to knowledge in several key areas. The study enhances the

public understanding of the multidimensional nature of productivity. It emphasises how

productivity of administrative staff is influenced with a combination of factors: employee

creativity and organisational training. This expanded conceptual understanding can guide

future research and organisational strategies. The study also provides empirical evidence

of the relationship between employee creativity, organisational training and productivity
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of administrative staff of State Polytechnics in Ogun state Nigeria. This real-world data

contribute to the body of knowledge on productivity in a specific organisational context.

Furthermore, the study advances theoretical understanding by highlighting the

interconnectedness of employee creativity and organisational training in shaping the

clarity of goals, commitment and task complexity of administrative state in Ogun state

polytechnics. It underscores the need for a holistic theoretical approach to productivity

that recognises the interplay of these two factors.

5.5 Suggested Areas for Further Studies

1. Impact of Employee creativity and organisational training on Productivity focusing

on the remaining two components of goal setting theory - challenge and feedback.

2. Employee creativity, organisational training and Service delivery.

3. Impact of Employee creativity and organisational training on Job satisfaction.
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Appendices

Appendix I

LEAD CITY UNIVERSITY, IBADAN, OYO STATE
Faculty of Communication and Information Sciences (FCIS)

Department of Information Management

Dear Respondent,

Completion of Research Questionnaire

I am a Master’s student in the above-named institution gathering data for the purpose of
academic research on the topic: Employee Creativity, Organizational Training and Job
Productivity of Administrative Staff of Ogun State Polytechnics. To achieve this, your
optimum cooperation is needed to fill the questionnaire; there are no right or wrong answers.
All your responses will be kept confidential and used for research purpose only.

Thank you for your cooperation.

Yours faithfully,

Sarah C. Ugochukwu
Researcher

Section A: Demographic Information

Instruction – Please tick the appropriate option

Gender: Male ( ), Female ( )

Age: 20 – 25 years ( ), 26 – 30 years ( ), 31 – 35 years ( ), 36 – 40 years ( ),

41years and above( )

Educational Level: NCE/ND ( ) HND/Bachelor’s degree ( ) Master’s degree ( ) PhD ( )

Years of experience: Below 5years ( ), 5 – 10 years ( ), 11years and above ( )
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Section B: Job Productivity of Administrative Staff of Ogun State Polytechnics

The statement in this section concerns productivity as observed by Ogun State Polytechnics.

Using the four-point Likert scale provided below. Please tick the appropriate choice that

indicates your opinion on Productivity of administrative staff in your department.

Very High (VH) =4, High (H) = 3, Low (L) = 2, Very Low (VL) = 1

S/N Items VHE
4

HE
3

LE
2

VLE
1

Clarity of goals

1 Managed to plan my

work so that I finish it

on time

2 Keep in mind the

needed work result

3 Able to set priorities

4 On my own initiative,
I start new task when
my old task is
completed

5 Take on challenging

tasks when they are

available

Commitment

6 Work on keeping my

job-related

knowledge up-to-date

7 Work on keeping my

work skills up-to-date

8 Always come up with

creative solutions to

new problems

9 Talk to people
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outside the institution
about the negative
aspects of my work.

10 Take on extra

responsibilities

Task complexity

11 When a problem
arises, it takes a lot of
experience and
training to know what
to do

12 Normal work
activities in our jobs
are guided by
standard directives,
rules and procedures

13 Tasks in my work
require an extensive
and demanding
search for a solution
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Section C: Employee Creativity

The statement in this section is concerned with level of creativity of employees
(administrative staff). Using the four-point Likert scale provided below. Please tick the
appropriate choice that indicates your opinion on creativity of your institution.

Very High (VH) = 4, High (H) = 3, Low (L) = 2, Very Low (VL) = 1

S/
N

Items V
H

H L V
L

Domain relevant
skills

1. Identify problematic
administrative
situations

2. Present problematic
administrative
situations to higher
authority

3. Analyse
administrative
situations

4. Clarify situations in
administration

5. Propose solutions to
challenging jobs

6. Acquiring knowledge
for job improvement

7. Receive and evaluate
problems from
different perspectives
Creativity relevant
process

8. Ability to create new
and unique ideas to
ease administrative
job

9. Skills in producing
varied ideas and
answers on any
question

10. Skills in enriching
ideas

11. Skills in developing
ideas
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12. Skills in ways of
approaching
information/document
s

13. Skills in thinking
alternative answers
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Intrinsic task motivation

14. There is always enthusiasm to learn more

15. The management reward the hardworking staff

16. Ability to participate in learning new methods of
doing administrative tasks

17. Ability to achieve success in information
management

18. Ability to establish motivation strategies

19. Ability to improve when hard-work is rewarded.

Section D: Organizational Training of Administrative Staff of Ogun state Polytechnics,
Nigeria.

The statement in this section concerns organizational training as perceived by the Ogun state
Polytechnics, Nigeria. Using the four Likert-type scale below.

Please tick the appropriate response that indicates your opinion of organizational
training as observed by your institution.

Strongly Agree (SA) – 4 Agree, (A) – 3, Disagree (D) – 2, Strongly Disagree (SD) – 1

S/
N

Items SA A D SD

Education

1. I demonstrate an
understanding for
others point of view

2. I know how to adapt to
meet the needs of the
individual or situation

3. I understand how
divisions and
departments can work
better together

4. I know how to share
information and
communicate better
throughout the
organization
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5. I know the appropriate
course of action to
address workplace
issues
Training

6. My institution consider
training as part of
organizational strategy.

7. My institution
provides relevant
training methods to
train administrative
staff.

8. Training helps to
improve employer-
employee relationship.

9. Training programme is
conducted periodically
in my institution.

10. Training increases the
motivation level of
administrative staff in
my institution.

Thank you.
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Bio-Data

A. Personal Data

1. Full Name: Sarah Chinenye UGOCHUKWU

Block 7, Highrise Staff Quarters,

The Federal Polytechnic

Ilaro, Ogun State.

sarah.ugochukwu@federalpolyilaro.edu.ng

08057679530/08132665251

2. Date and Place of Birth: 5th May, 1978; Ijebu-Ode, Ogun State

3. Nationality: Nigerian

4. Name and Address of Next of Kin: Samuel I. Ugochukwu

Block 7, Highrise Staff Quarters,

The Federal Polytechnic

Ilaro, Ogun State.

B. Educational Background
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