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Abstract
Boredom proneness can stifle employees’ potential 
with reduced job outcomes. Librarians in Nigeria 
are experiencing attention disengagement from their 
workplace due to dwindling readership culture and 
over reliance on routine.  This study evaluates possible 
consequences in the light of association among innovative 
work behaviour, employee efficiency and boredom 
proneness. The sample for the study was 211 (86 males 
and 125 females) librarians selected from high institution 
libraries in Anambra State. Participants’ ages ranged from 
25 to 49 years with an average age of 31.50 years and 
standard deviation of 2.20. The participants were selected 
using multi-stage sampling which employed purposive 
and simple randomization. Purposive sample was used 
to select participants’ institutions; while simple random 
sampling was used to select each participant from the 
selected libraries. The study utilized correlation design 
and moderated regression analysis as appropriate design 
and statistic. The result revealed that for innovative work 
behaviour (IWB), the adjusted aR2 for step 1 is .29 at β = 
58*, p < .01 (F = 21.01). In the second model, the adjusted 
R2   for workplace boredom is .38 and R change differential 
is .9 indicating 9% contribution of workplace boredom 
to the model which was significant at β = .32*, p < .05 
(F = 14.3). In the step 2, the model indicated that jointly, 
the aR2 was .46 indicating a contribution of 8% of both 
factors (IWB and WB). The contribution was significant 
at β = .63**, p < .01 (F = 24.6). Given this, the model is 
accepted the proposed association in hypotheses 1-3 as 
confirmed. Findings imply that workplace boredomness is 

a negative antecedent on innovative work behaviour and 
employee efficiency.
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 INTRODUCTION 
Today’s organizational climate is the bed rock of 
organizational  success.  Many organizations are 
beleaguered by many challenges including boredom 
proneness which necessarily task the resources of the 
employees. Among library workers, organizational factors 
have many employee outcomes (Nwangwu et al., 2021); 
some of them may be responsible for boredom proneness 
including the dwindling fortunes in the education sector 
and the culture of reading and research which is at its 
lowest ebb among Nigerians. The rise in ICT typically of 
the search engines for educational resources (Ikwuka et 
al., 2020) has also affected the uses of library. Also, public 
sector corruption in Nigeria (Ezeh et al., 2016) has seen 
basic library infrastructure unattended to by the Ministry 
of Education. Although, there are possible antecedence to 
employee ineffectiveness such Machiavellian traits in the 
workplace and climate of abuse (Madubuze, et al., 2021) 
in the public service, this study was only interested on 
how boredom proneness in the workplace and innovation 
could influence it. 

Van (2015) conceptualized workplace boredom 
as a state of high arousal marked by negative affect 
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coupled with a state of attention disengagement from 
one’s environment. It is likened watching the paint dry 
characterized by tastelessness and lack of excitement 
in the workplace (Danckert, 2013). Boredom proneness 
is a problem occasioned by routine and bad inter-
relationship among workers and lack of motivation 
(Merrifield, & Danckert, 2014).  Workplace boredom 
is something inherent in routine jobs except they are 
spiced with curricular activities, introduction of new 
roles and rotation of jobs and line of task performance. 
Despite the growing attention that boredom has gained 
as a construct of scientific inquiry, it is still poorly 
understudied and understood especially how it affects 
organizational effectiveness (Danckert, 2013). Boredom 
as a motivational state portrays an opportunity to explore 
potential antecedents of the experience. If boredom 
acts as a signal to motivate individuals to explore more 
stimulating alternatives, it is thus likely that conditions 
that prevent effective exploration may play a key role in 
an individual’s tendency to experience boredom.  In the 
workplace, boredom is something commonly associated 
with different types of loafing behaviour (Chine et al., 
2019). This is also consistent with the idea that boredom 
arises when individuals are not able to effectively explore 
their environment or those inhibited or prevented in doing 
so. There are remarkable patterns in which workplace 
boredom has manifested itself in the civil or public service 
which unfortunately librarians belong to especially if 
the workers are relegated in decision making (Ike et al., 
2017). For example, Elpidorou (2014) contended that 
boredom affects civil servants’ mentality towards the 
workplace as a result of over repeated routine and that 
is why most of them see their workplace as a place of 
passivity which explains why most of them come late 
to work and leave the workplace earlier than the closing 
hour. Secondly, a good number of them are not occupied 
with tasks to the extent that they provide other ancillary 
services or sales while in the offices such as selling of 
snacks and peeling of melon seeds for sale. Many civil 
servants due to workplace boredom waste their time with 
office gossip, slander and other uncharitable misdemeanor. 
There are also the social aspects which can hinder 
employees thriving leading to boredomness (Joe-Akunne 
et al., 2019).  Without control, boredom proneness may 
lead to employee turnover intention if the causes of the 
boredom appear to be political, relational or insecurity 
(Ezeh et al. 2017). This in evidence shows that workplace 
is not actually fully engaged and motivated and may 
be subject to workplace boredom (Van, 2015).  Among 
Librarians, there is a growing concern that low ebb in 
reading culture and associated disinterest in educational 
materials among students and the general public may not 
be unconnected to boredom proneness.  

The importance of  l ibrarians cannot  be over 
emphasized considering that as school library media 

specialists, library information specialists and library 
directors etc., librarians are part and parcel of knowledge 
formation and dissemination. School librarian and 
public librarians help students to learn, to support other 
educators, and offer expertise on print and technological 
resources available in the library (Omeluzor & Ogo 
2018). According to Quadri and Idowu (2016), librarians 
are not just helpers; they are also educators for school 
and community development who provided education 
resources for both academic and social knowledge. 
Without innovation and employee efficiency, librarians 
may be prone to boredom in the wake of poor reading 
culture in Nigeria which is on all time high!

Librarians equally play roles in helping other educators 
to provide resources for academic and community 
development (Quadri & Idowu, 2016). The librarians 
also assist in curriculum and teaching given their 
experiences in available texts and access to educational 
materials. Despite the critical roles librarians play in 
and out education sector and public enlightenment in 
general;  the roles of the librarians may have reduced 
significantly owing to poor funding and poor integration 
into programmes geared towards mass enlightenment, 
information dissemination, resource sharing and  
education assistantship (Bello & Ezeri, 2020). Considering 
that work is linked to life satisfaction (Etodike et al., 
2017), boredom proneness is a negative organizational 
stimulant as many factors could be leading factors of 
boredom including counterproductive behaviour, abusive 
supervision and lack of trust in the workers (Etodike et al. 
2017).  Also, given the typical unemployment situation 
in Nigeria (Etodike et al., 2018), many librarians are 
round pegs in square holes. There are expectations that 
this reduced roles coupled with poor funding allocations, 
may be consequential to boredom proneness of librarians 
which may equally affect their ability to innovate except 
the librarians are effective. 

According to Chatchawan et al. (2017), innovative 
work behavior is an intentional behavior of an individual 
to introduce or apply new ideas to their assigned work 
role. It is a behaviour that may be exhibited in the areas 
of work processes, personnel hiring, product and service 
changes, supply chains, quality improvement, production 
cost reduction, reduction of production time, introduction 
of ancillary products and services to support existing 
products and services and even changes in production 
equipment, chain and location. For Afsar and Badir (2015),  
innovative work behaviour is regarded as all employee 
behaviour aimed at the generation, introduction and/
or application (within a role, group or organization) of 
ideas, processes, products or procedures, new dimensions 
intended to benefit the relevant unit of adoption or the 
organization in whole. There are many antecedents to 
innovative work behaviours and many factors have been 
associated to innovation in the workplace (Ezeh et al., 
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2020).  Among librarians, these innovative behaviours 
may arise as a result of the realities which have reduced 
their roles due to poor policy regarding the width and 
breadth of the roles of librarians and inadequate funding 
of the education system and by extension the libraries.  
However, the school librarian position is far from being 
a luxury. Librarians engage in collaboration for the sake 
of student learning by teaming up with other teachers. 
School library educators have the expertise to teach the 
21st-century student the skills necessary for competing in 
today’s world (Dow, 2013).  To actualize this, librarians 
need to be properly engaged, motivated and supported so 
as to bring out the best in them through innovation. The 
innovative skills of librarians may never be exploited if 
they are bored and unmotivated due to poor management 
of libraries and inadequate provisions to enhance the 
effectiveness of libraries as resource centers for national 
development.  

Innovative work behavior (IWB) has become a 
competitive edge for organizations as means to breaking 
even and actualizing organizational goals (Černe, et 
al., 2017; Anderson et al., 2014). The reason for this is: 
innovation enables organizations to gain competences 
to survive and have competitive advantage over their 
rivals. And during this time, employees are a key factor 
in innovation process (Tsai, 2016). It consists of creating 
and implementing new perspectives and ideas (Janssen, 
2004). Rather than just consisting generating new ideas 
and solutions for situations, innovation consists also 
implementing those ideas (Teng et al., 2016). This means 
that innovation is a multiphase procedure that involves 
individual behaviors (Parjanen et al. 2020). However, 
despite the importance of innovation, without efficiency, 
employees may not ideally innovate.  

Employee efficiency has more to do with employees’ 
ownership of organizational interests, objectives and 
goals in a way that helps the organization deliver timely 
with minimized cost and maximized output. Employee 
efficiency is a capability of employees to produce a 
specific, desired effect with minimized costs and in 
strict compliance with initial requirements (Wang et 
al., 2019). It is a qualitative characteristic that indicates 
the extent to which targeted problems are addressed 
and the degree to which preset goals and objectives 
are achieved by employees (Shinde & Bachhav, 2017). 
According to Teo and Low (2016), it means a situation 
when a worker produces a desired outcome in the best 
possible way. Labor output acts as a key parameter for 
measuring employee effectiveness. Employee efficiency 
can be improved through a range of activities that create 
a better working environment. Here’re some examples 
of such activities: training and recertification (Mira & 
Odeh, 2019), better communications (Kang & Sung, 
2017), rewarding and remuneration (Stachowska, 2016), 
employee recognition (Owoeye et al., 2020), improved 

leadership and teamwork (Hanaysha, 2016), retooling 
and re-equipment (Utami, 2020), better corporate culture 
(Maamar & Saheb, 2018) and organizational climate 
(Shanker et al. 2017). 

According to Shinde and Bachhav (2017), employee 
efficiency involves ability to act in a way that actualizes 
both the short term and the long term visions of 
the organization and this involves taking the right 
decision, understanding all aspect of one’s tasks, having 
competence to execute them within the resources to the 
organization and maintaining good atmosphere which 
encourages co-operation among fellow employees (Teo 
& Low, 2016). Despite its importance, many authors (e.g. 
Mackay, 2016) have argued that employee effectiveness 
is not employee’s thing alone. There are other aspects of 
the organization that affect employees effectives. Aspects 
such as; management policy, availability of resources, 
leadership styles and skills, organizational support towards 
the employees themselves, organization justice, reward 
systems and a host of others have consistently proven to 
be factors of employee effectiveness (Shinde & Bachhav, 
2017; Mackay, 2016). These organizational variables 
theoretically affect employee effectiveness in several 
ways and this is the reason behind the success and failure 
of many organizations. Without an effective workforce, 
chances of improved innovative work behaviour which 
optimizes performance are usually reduced. For instance 
Parjanen et al. (2020) contended that an effective 
employee-driven innovation manual process supports 
innovativeness.  

Given that effectiveness is central to actualizing 
the goals of library as resource sharing and knowledge 
centers, this study conceptualizes that if librarians put 
greater effort at being more effective at their works; 
they may reduce the boredom associated with low pro-
activity due to policy and management lapses. The model 
therefore proposed that given the current neglect of 
education sector which have affected library institutions 
leading to less involvement of librarians in the academic 
activities, workplace boredom will be inevitable.  

From the literature reviewed above, the relationship 
among variables could be drawn and hence; the proposed 
model of the study as previously highlighted by the 
conceptual model in Figure 1 will test the following 
hypotheses:

• Workplace boredom will negatively and significantly 
predict employee efficiency among librarians in Anambra 
State. 

• Innovative workplace behaviour will positively 
correlate employee efficiency among librarians in 
Anambra State

•  Workplace boredom will negatively predict 
innovative work behaviour among librarians in Anambra 
State.
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METHOD
Sample
The sample of the study was 211 which are made up of 86 
male and 125 female librarians. Their ages ranged from 
25 to 49 years with an average age of 31.50 years and 
standard deviation of 2.20.The participants were randomly 
selected from high institution libraries in Anambra State. 
The participants were selected using multi-stage sampling 
which employed purposive and simple randomization. 
Purposive sample was used to select participants’ 
institutions; while simple random sampling was used to 
select each participant from the selected libraries.  

Measurement 
Measures for the study include Innovation work behaviour 
scale by Jackson, Scott and Bruce (1994), employee 
effectiveness scale by Alrub (2004) and workplace 
boredom scale by Van (2015). Three scales were deployed 
in the survey for measurement. Innovative workplace 
behaviour scale was developed by Jackson, Scott and 
Bruce, (1994). It is a 22-item scale formulated to measure 
workers’ idea generation, idea search, idea communication, 
implementing ideas, overcoming obstacles and innovation 
outputs. Some of the samples contained in the scale 
include: “I am interested in how things are done elsewhere 
in order to use the acquired ideas in my own work”, I try 
new ways of doing things while at work.” The authors 
of the scale (Jackson, Scott and Bruce, 1994) reported 
a Cronbach alpha of r = .88.  The researcher carried out 
a pilot test to enhance the reliability of the instrument 
and obtained a Cronbach’s alpha of α = .68. Another one 
is the Employee effectiveness scale which is a 15-item 
questionnaire developed in Nigeria by Alrub (2004). It has 
cronbach’s alpha validity of r = 0.94.  It is a measure of 
effectiveness of an employee. Having been standardized 
with the Nigerian sample, the researcher carried no further 
validity and reliability tests before using the instrument.  
Also, the Workplace boredom scale which is a 6-item 
scale developed by Van (2015) to measure employees’ 
state of high arousal marked by negative affect and the 
state of attentional disengagement from work environment 
was deployed too. Sample items include “At work, time 
goes by very slowly”, “I feel bored at my job”, “It seems 
as if my working day never ends” and “I tend to do other 
things during my work”.  The author established an 
alpha coefficient of α = .78; ω = 0.78, (i.e. the internal 
consistency was acceptable compared to the commonly 
accepted guidelines). The scale if item showed reliability 
of 0.83 with South African sample. For its use in Nigeria, 
using 20 participants Cronbach’s Alpha reliability analysis 
was carried out and the researcher obtained an alpha 
coefficient of .75.  All the scales were measured on a 
5-point Likert type scale ranging from fully disagree (1) 
to fully agree (5).

Design 
The design of the study is correlation and regression 
analysis was used as the appropriate statistical tool to 
establish the relationship among the variables and the 
moderating effects of the moderator variable. All statistical 
analyses were managed using SPSS v21. 

Procedure
Responses from 211 participants were elicited from 
librarians selected from Anambra State University 
Igbariam with the aid of research assistants. During 
the data collection for the main study, the researcher 
approached the school librarians in each of the tertiary 
institutions in Anambra State and obtained permission 
to carry out the study with the participants. The copies 
of the questionnaire were prepared in booklets and were 
be hand-distributed to the participants. The participants 
were given instruction on how to fill in the items in the 
questionnaire. They were assured of the genuineness 
of the study and confidentiality of their responses. The 
survey was for research purpose and as such there was no 
right or wrong answers. The survey lasted for 15 minutes 
and at the end of the exercise, the researcher collated the 
filled questionnaire from the respondents and prepared 
them for analysis.

Result 
Table 1
Zero order corre lat ion matr ix  for employee 
effectiveness, workplace boredom, and innovative 
work behaviour

Variables   N M 1 2 3

Innovative work behaviour 211 79.3 1.00

Employee efficiency 211 60.5  .543* 1.00

Workplace boredom 211 20.5 -.383* -.199* 1.00

*Correlation is significant at p < 0.05; N = Sample population, M = 
Mean score.

Data in Table 1 is indicative that there is significant 
positive correlation between innovative work behaviour 
and employee effectiveness at r = .54*, p < .05(n = 211). 
However, significant negative relationship was observed 
between innovative work behaviour and work boredom 
at r = -.38, p < .05(n = 211) and also between employee 
effectiveness and work boredom at r = -.20, p < .05 (n = 
211). The findings are indicative that there is significant 
interrelationship among the variables. 
Table 2
Summary of predictive effects of innovative work 
behaviour and employee efficiency on boredom 
proneness  

Model aR2 Df1 (df2) F t β p <
Step 1
IWB .29 2 (211) 21.0 6.32 .58** .012
WB .38  1 210 14.3 4.10 -.32* .038
Step 2
WB   IWB .46 1 209 24.6 5.28 - .63** .009

aR2 = adjusted R square, *p < .05, **p <01
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Data in Table 2 reveal that for innovative work 
behaviour (IWB), the adjusted aR2 for step 1 is .29 at 
β = 58*, p < .01 (F = 21.01). In the second model, the 
adjusted R2   for workplace boredom is .38 and R change 
differential is .9 indicating 9% contribution of workplace 
boredom to the model which was significant at β = .32*, 
p < .05 (F = 14.3). In the step 2, the model indicated that 
jointly, the aR2 was .46 indicating a contribution of 8% 
of both factors (IWB and WB). The contribution was 
significant at β = .63**, p < .01 (F = 24.6). Given this, the 
model is accepted and hypotheses 1-3 are confirmed.   

DISCUSSION
From the result, a mixed result was observed. While it is 
indicative that there is significant negative relationship 
between workplace boredom and employee efficiency 
and between innovative work behaviour and workplace 
boredom, there is significant positive correlation between 
innovative work behaviour and employee efficiency. 
The findings are indicative that workplace boredom is 
unhealthy to both employee efficiency and workplace 
innovation.  Whereas the line of relationship indicated 
that there is reduced innovation and efficiency when 
employees experience boredom, however, innovative 
work behaviour positively enhances employee efficiency. 
The findings confirm the model of the study that there is 
association among innovative work behaviour, workplace 
boredom and employee efficiency.  

The finding is in congruence with Alneadi, et al. 
(2020) which linked innovative leadership to enhanced 
organizational performance. Their finding is indicative 
that innovative behaviours have the tendency to improve 
employee outcomes such as efficiency and overall 
organizational performance. Also, Shanker et al. (2017) 
confirmed that organizational climate such as one that 
is boredom prone can negatively influence employee 
outcomes such as effectiveness and performance. Equally, 
Teng et al. (2016) while evaluating the influence on 
employee outcome linked reduced employee engagement 
or involvement with workplace boredom. Hoever, they 
contended that organizational climate that supports 
members’ creativity can reduce the negative effects of 
workplace boredom. In addition, the result is indicative 
that with the growth employees’ innovative work 
behaviour in organization rife with workplace boredom 
is likely to reduce while employee efficiency is most 
likely to improve. This, in evidence shows that boredom 
proneness is a negative predictor of employee innovative 
work behaviour and employee efficiency moderated the 
relationship between workplace boredom and employee 
efficiency. This is equally supported by the findings of 
Parjanen (2020) that an effective employee is innovation 
driven and can have significant outcomes on the 
organization.  

The finding is further consistent with the findings 
of Rehman and Iqbal (2020) which indicated that 
knowledge-oriented leadership has direct and positive 
effect on organizational performance. Moreover, Rehman 
and Iqbal’s (2020) findings reveal that KM processes and 
innovation partially mediate the effect of knowledge-
oriented leadership on organizational performance. Their 
findings imply that innovation could positively influence 
organizational performance and hence; could be linked 
to the current model which found association among 
innovation, efficiency and boredom proneness.  

Implication of the Study
Boredom proneness is a negative influence on employees’ 
innovative mindset and it retards their efficiency 
potentials. Findings imply that boredom behaviour in 
the workplace may be a factor that is organizationally 
engineered due to prevailing climate in the workplace. 
Many organizations may not be benefiting from the 
innovative and creative processes because the employees 
are experiencing boredomness and as such may not reach 
innovation potential. However for organizations with such 
challenges, helping the employees grow their innovative 
capacity represent a significant way of reducing the 
effects of workplace boredom on and enhancing employee 
efficiency. 

Limitations
Boredom proneness is inherent in most jobs which follow 
a pattern of routine without an essential part of the job 
which challenge and task the competence of the worker on 
a day-to-day basis. Although, the current study made effort 
to evaluate the contents of measures in order to ensure 
they apply and are relevant in the measurement of the 
constructs of the study, however, what has been measured 
remain on the ambit of generalized boredom model 
without adapting to specific job environment such in the 
library setting. To reduce the effects of this limitation, the 
researchers ensured the boredom behaviours measured 
in the scale were work attitudes similarly found among 
workers in school and public libraries.  

CONCLUSION
The study was driven on the need to ascertain the 
proximate associations of boredomness sweeping library 
officers due to lack of meaningful job involvement caused 
by routine and dwindling readership culture among 
Nigerians. The study considered that boredom behaviours 
in the workplace are capable of reducing employees’ 
potentials. The potentials of interest remain innovative 
workplace behaviour and employee efficiency. The study 
adopted a correlation design and regression analysis 
and the after analysis of the data; findings reveal mixed 
result for the association among variables. Whereas 
boredomness influenced innovative work behaviour 
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and employee efficiency negatively and significantly, 
innovative work behaviour influence employee efficiency 
positively. The implications of the study was given as well 
as the limitations. 

REFERENCES
Alneadi, K. M., Almatrooshi, M. J., Khalifa, G. S., El-Aidie, S. 

A., Alhaj, B. K., & Morsy, M. A. (2020). Linking knowledge 
oriented leadership and innovation towards organizational 
performance. Academic Leadership, 21(4), 107-118. 

Bello, S. A., & Ezeri, C. N. (2020). Globalisation of library and 
information services: An assessment of the level of ICT 
deployment in academic libraries in Oyo State, Nigeria. 
Library Philosophy and Practice, 1-20. 

Butler, R. P. (2015). School libraries 3.0: Principles and 
practices for the digital age. Lanham, MA: Rowman & 
Littlefield Pub Incorporated.

Chine, B.C., Etodike, C.E., & Joe-Akunne, C.O. (2019). 
Cyberloafing in the workplace: A by-product of perceived 
workplace incivility and perceived workers’ frustration. 
Scholars Journal of Arts, Humanities and Social Sciences, 
7(5), 308-317. http://www.saspjoournals.com/sjahss DOI: 
10.21276/sjahss.2019.75.2

Etodike, C.E., Ezeh, L.N & Chukwura E.N. (2017). Abusive 
supervision: A predictor of employee cynicism and 
counterproductive workplace behaviour among industrial 
workers. Scholars Journal of Arts, Humanities and Social 
Sciences, 5(9c), 1276-1283. ISSN 2347-5374. http://sasp 
journals.com/sjahss. DOI: 10.21276/ sjahss.2017.5.9.25

Etodike, C.E., Ezeh, L.N. & Chukwura, E.N. (2017). Life 
satisfaction and perceived social support as predictors of 
retirement stress among Nigeria public service. Retirees. 
International Journal of Current Advanced Research, 6(2), 
2301-2311.www. journalicar.org.

Etodike, C. E., Ezeh, L. N., Ogbeide, Davies E. O., & Ike, P. R. 
(2018). Typical solution to the unemployment problems in 
Nigeria: The convergence utility of the entreprenuership 
models. European Journal of Human Resource Management 
S tud ies  1 (2) ,  130-138 .  h t tp : / /www.oapub.or / soc 
DOI:10.5281/zenodo.1253337

Ezeh, L. N., & Etodike, C. E. (2016). Corruption in Nigeria 
organizations: Theories & implications. In Proceedings 
of Annual Scientific Conference of Nigeria Psychological 
Association (NPA), held at Nnamdi Azikiwe University 
Awka, Nigeria, 11th – 14th Oct. 2016.

Ezeh, L. N., Etodike, C. E. & Ike, P. R. (2017). Employee 
turnover intention: A predictive Study of organizational 
politics, leader-member exchange and job insecurity. 
International Journal of Current Advanced Research, 6(2), 
2294-2300. www.journal icar.org 

Ezeh, L.N., Etodike, C.E., Nnaebue, Collins I., Okafor, R.A., 
& Iloke, S.E. (2020). Association of Innovative Work 
Behaviour, Organizational Frustration and Work-Family 
Conflict among Private Sector Employees. Asian Journal of 
Advanced Research and Reports, 8(2), 20-29. DOI:10.9734/

AJARR/ 2020/v8i230195//journalajarr .com/index.php/
AJARR/article/view/30145

Hanaysha, J.  (2016). Testing the effects of employee 
empowerment, teamwork, and employee training on 
employee productivity in higher education sector. 
International Journal of Learning and Development, 6(1), 
164-178.

Ike, P.R., Ezeh, L.N & Etodike, C.E. (2017). Employee 
Participation in Decision Making: A correlate of Employee 
Citizenship Behaviour and Counterproductive Workplace 
Behaviour. Journal of Academic Research in Business and 
Social Sciences, 7(7), 934-948. http://dx.doi.org/10.6007 /
IJARBSS/v7-i73179 DOI: 10.6007/IJARBSS/v7-i73179

Ikwuka, O. I., Onyali, L. C., Olugbemi, O. P., Etodike, C. E., 
Igbokwe, I. C., &  Adigwe, E. J. (2020). Teachers’ 
Attitude towards the Use of ICT for Quality Instructional 
Delivery in Onitsha North Secondary Schools, Anambra 
State,  Nigeria. International Journal of Academic 
Research in Progressive Education & Development, 9(3), 
1-11. http://dx.doi.org/ 10.6007/IJARPED/v9-i3/7980

Joe-Akunne C.O., Etodike, C.E., & Okonkwo. K.I. (2019). 
Social Dynamics in the  Workplace: Does Social Support 
Enhance Thriving at Work of Newbie Employees in the 
Private Sector? Asian Journal of Advanced Research and  
Reports, 6(1), 1-9. http://journalajarr. com/index.php/
AJARR/article/view/30145

Kang, M., & Sung, M. (2017). How symmetrical employee 
communication leads to employee engagement and 
positive employee communication behaviors. Journal of 
Communication Management, 21(1), 82-102.

Maamari, B. E., & Saheb, A. (2018). How organizational culture 
and leadership style affect employees’ performance of 
genders. International Journal of Organizational Analysis, 
26(4), 630-651

Mackay, M. M. (2016). The link between employee attitudes 
and employee effectiveness: Data matrix of meta-analytic 
estimates based on 1161 unique correlations. Data in brief, 8, 
1391-1394.

Madubueze, M. H., Etodike, C. E., Onyekwelu, R. U., & Ananti, 
M. O. (2021). Machiavellian Traits in Public Service: 
Subordinate Silence and Workplace Abuse as By-products 
and the Moderation of Work Ethics among Public Servants 
in Anambra State. Canadian Social Science, 17(3), 129-137.

Mira, M., & Odeh, K. (2019). The mediating role of authentic 
leadership between the relationship of employee training 
and employee performance. Management Science Letters, 
9(3), 381-388.

Nwangwu, N. I., Etodike, C. E., Okeke, H. C., & Nnaebue, C. I. 
(2021). Organizational factors in job creativity among public 
university librarians in Anambra State. South Asian Journal 
of Social Studies and Economics, 10(1), 34-44.

Nwankwo, T. V., Ike, C. P., & Anozie, C. O. (2017). Mentoring 
of young librarians in South East Nigeria for improved 
research and scholarly publications. Library Management, 
2(3), 102-111.



114Copyright © Canadian Research & Development Center of Sciences and Cultures

Association of Innovative Work Behaviour,  
Employee Efficiency and Boredom Proneness 
Among Librarians in Anambra State, Nigeria

Ogbu Edeh, F., & Blessing, U. E. (2019). Knowledge 
management and employee effectiveness of Nigerian deposit 
money banks. International Journal of Management & 
Entrepreneurship Research, 1(1), 31-41.

Omeluzor, S. U., & Ogo, E. P. (2018). Role of Nigerian libraries 
for sustainable educational system, information literacy and 
national development. Annals of Library and Information 
Studies (ALIS), 65(2), 122-127.

Owoeye, I., Kiiru, D., & Muli, J. (2020). Recognition Practices 
and Employee Performance: Understanding Work 
Engagement as a Mediating Pathway in Kenyan Context. 
Journal of Human Resource Management, 8(3), 163-171.

Parjanen, S. M., Saunila, M., Kallio, A., & Harmaakorpi, V. 
(2020). An effective employee-driven innovation (EDI) 
manual process supporting innovativeness. European 
Journal of Innovation Management, 2(1), 109-119

Quadri, G. O., & Adebayo Idowu, O. (2016). Social media use 
by librarians for information dissemination in three federal 
university libraries in Southwest Nigeria. Journal of Library 
& Information Services in Distance Learning, 10(1-2), 30-
40.

Rehman, U. U., & Iqbal, A. (2020). Nexus of knowledge-
oriented leadership, knowledge management, innovation and 
organizational performance in higher education. Business 
Process Management Journal, 6 (26), 1731-1758. https://
doi.org/10.1108/BPMJ-07-2019-0274

Shanker, R., Bhanugopan, R., Van der Heijden, B. I., & 
Farrell, M. (2017). Organizational climate for innovation 
and organizational performance: The mediating effect of 
innovative work behavior. Journal of vocational behavior, 
100, 67-77.

Shinde, S., & Bachhav, A. (2017). The potential of managerial 
coaching for employee effectiveness: A brief review. Indian 
Journal of Positive Psychology, 8(2), 181-185.

Stachowska, S. (2016). The role of remuneration in building 
employee engagement. World Scientific News, 57, 503-512.

Teng, M., Hassan, Z., & Kasa, M. (2016). Antecedents and 
outcomes of boredom: Why we should know. In 6th Asia 
Pacific Marketing and Management Conference. Kuching: 
UNIMAS.

Teo, T. C., & Low, K. C. P. (2016). The impact of goal setting 
on employee effectiveness to improve organisation 
effectiveness: Empirical study of a high-tech company in 
Singapore. Journal of Business & Economic Policy, 3(1), 
1-16.

Tsai, C. J. (2016). Boredom at work and job monotony: An 
exploratory case study within the catering sector. Human 
Resource Development Quarterly, 27(2), 207-236.

Uche, A. C., & Udo-Anyanwu, A. J. (2019). Awareness and 
Utilization of Social Media by Tertiary Institutions’ 
Librarians in Abia and Imo States, Nigeria.

Utami, S., Ramdani, P. M., Junadi, B., & Masshitah, S. (2020). 
The Implementation of Patient Information System 
Technology on Employee Effectiveness in Chasbullah 
Abdulmadjid Hospital. Journal of Research in Business, 
Economics, and Education, 2(3), 694-701.

Velasco, F. (2017). Understanding workplace boredom among 
service employees: qualitative insights and employee 
outcomes. Journal of Managerial Issues, 29(3), 278-241.

Wang, M., Guo, T., Ni, Y., Shang, S., & Tang, Z. (2019). The 
effect of spiritual leadership on employee effectiveness: An 
intrinsic motivation perspective. Frontiers in psychology, 9, 
2627.


