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ABSTRACT 

The crux of this study was to investigate the relationship between employee development and information 

success of tertiary institutions in Rivers State. The study identified time optimization and quality decision-

making as measures of information success. The research tested 2 hypotheses based on a descriptive research 

design adopted. The population of the study comprise 5 tertiary institutions in Rivers State. The research 

selected sixteen administrative (non-academic) staff members from each of the institutions under study making. 

Thus a total of 80 sample elements were surveyed. Data was generated from respondents using structured 

questionnaire. Pearson’s product moment correlation was used to test the hypotheses with the aid of statistical 

packages for social science (SPSS) version 23.0. The results revealed positive and statistically significant 

relationships between employee development and the measures of information success (time optimization and 

quality decision-making). The study concludes that employee development has positive significant relationship 

with information success of tertiary institutions in Rivers State; and recommends that management of tertiary 

institutions should prioritize their employee development if they want improved information success in terms of 

time optimization and quality decision-making. 

Keywords: Employee development, information success, quality decision-making, time optimization 

INTRODUCTION 

Advances in technology have ushered many innovations into our offices and businesses. The most 

remarkable of these innovations is the use of technology for process and content management. 

Administration is the "backbone of every successful organization." It is responsible for managing 

resources, implementing policies, and ensuring smooth running of the organization. Without good 

administration, an organization will have difficulty achieving its goals and objectives. 

An administration however, requires competent employees that have the ability to collect, analyze and 

use information in decision-making (Akani, 2015) and effectively manage resources and operations. 

Based on the thinking that competent employees constitute strategic resources for firms, Nwulu and 

Ateke (2018) contends that success in today’s highly competitive business-scape require firms to 

possess competent employees that proficiently perform tasks assigned to them. 

Thus, firms must invest in programmes that improve the skills, knowledge, and abilities of their 

employees. Education, training, mentoring and coaching are competence development programmes 

firms invest in (Haralson, 2010), and which improve employees' skills and behaviours and orient them 

towards meeting the demands of changing business conditions. 
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Present day tertiary institutions are greeted with stagnation and redundancy in their administrative 

process and procedures. Salient amongst the stagnation issues is the dissemination of information 

within these institutions. Though there are information communication and technology (ICT) centers 

in these institutions, they are still stuck to the traditional modes of dispatching memos and notices. 

Management of these institutions invest heavily in the running of their ICT centers. However, they 

still incur high administrative costs and suffer wastages as a result of running traditional (paper-based) 

systems. This is in addition to issues of delayed information and misinformation, stemming from 

fatigue and stress of administrative officials responsible for dispatching memos and notices. 

Information is no doubt the livewire of organizations, especially tertiary educational institutions. 

Tantua and James (2019) aver that no institution can function without giving keen attention to 

information and its management. Employee development is viewed as a cogent tool for information 

success of Tertiary institutions. Employee development suggests the chances for institutions to adopt 

the use of emerging technologies such as artificial intelligence, machine learning, augmented reality, 

internet of things, enterprise content management, etc. in managing the flow and dissemination of 

information. 

Prior research have shown that employee development can be used to solve various organizational 

problems. Ateke and Nwulu (2018) suggests that employee competence development informs 

resilience of firms. Nwulu and Ateke (2018) showed that employee competence development 

enhances responsiveness of organizations. Akani (2015) suggests that management succession 

planning facilitate corporate survival, while Asiegbu et al. (2011) aver that salesforce competence 

development improves marketing performance. This study joins the discourse by examining the link 

between employee development and information success of Tertiary Institutions in Rivers State. The 

study takes guidance from the null hypotheses formulated below: 

Ho1: There is no significant relationship between Employee development and Time optimization in 

tertiary institutions in Rivers State. 

Ho2: There is no significant relationship between employee development and quality decision-making 

in tertiary institutions in Rivers State. 
 

 

 

 

 

 

 

  

Fig. 1: Conceptual framework of employee development and information success of tertiary 

institutions in Rivers State. 

LITERATURE REVIEW 

Theoretical Foundation 

This study is founded on Rational Choice Theory (RCT) (Becker, 1976) which holds that people 

make decisions based on analysis of cost-benefits, potential-benefits and costs of their actions. RCT 

has been applied to many areas including economics, health and crime (Scott, 2000). Rationality is the 

main focus of RCT. According to the theory, every person follows a path that benefits them. Everyone 

make decisions they believe are the best and most beneficial for them. RCT regarding the relationship 

between employee development and information success in tertiary institutions argue that people 

make decisions based on their personal preferences and choose options that provide the most benefits. 

Therefore, Institutional administrators with higher levels of intelligence will be more likely to 

influence the use of information success because they can identify risks and benefits. 
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Concept of Employee development 
Employee development includes all activities aimed at improving employees’ competencies to 

prepare them for greater responsibilities and challenges or enable them achieve set objectives of the 

firm (Asiegbu et al., 2011). Jacobs and Hawley (2010) view employee development as policies and 

programmes that give individuals the potential for a sustainable livelihood and assist organisations 

achieve exemplary goals that are consistent with the societal context. 

Succession planning, talent management, workforce planning, manpower planning, replacement 

planning, career development, and knowledge transfer are some other terms associated with 

workforce continuity in management and human resource literature. Each term has a slightly different 

focus, but they all aim to ensure that organizations have the right people in the right positions at the 

right time (William, 2015). Employee development is critical for organisations that wish to build and 

retain high-quality staff. 

Fisher (2006) states that employee development is a continuous process that enhance skills, 

knowledge and abilities of employees to meet changing job demands. Investing in staff development 

enable increased productivity, job satisfaction and employee retention. However, Prince (2003) opine 

that to gain and maintain competitiveness, organisations require productive talents. Organisations 

adopt different methods to develop their employees. These include training, mentoring, coaching, job 

rotation, career planning. Employee development is important to the growth of the firm and for the 

personal and professional growth of employees. 

It is the key to achieving competitive advantage in today's rapidly changing business environment, 

and enable organizations adapt and innovate in response to new challenges and opportunities. It also 

enhance the productivity and employability of individuals. Herein, we contend that investing in 

employee development is an important strategy for organizations looking to develop new capabilities. 

By investing in employees, companies can create effective and efficient ways to develop new ideas 

and bring them to market. 

Information success 

Information is essential to tertiary institutions because it helps them streamline operations, reduce 

costs and increase revenue generation. The ability to analyze information, make informed decisions, 

and manage resources effectively is treasured among these organizations. They therefore search and 

try to retain individuals that possess the ability to analyze information and make informed decisions 

that results in organizational success. Success means different things to different people (Freeman & 

Beale, 1992). Success for an architect is in terms of aesthetic appearance; for an engineer, it is in 

terms of technical ability. 

Within the context of this study, success is the ability to achieve set goals or perform according 

expectation. It is broad and include perceptions of multiple stakeholders (Wateridge, 1998), including 

customers, investors, and employees (Shenhar et al., 2001). Information success is viewed two 

perspectives (Shenhar et al., 2001; Shenhar et al., 1997). One perspective is that all business goals can 

be achieved even if information management does not meet schedule, budget, and quality. Another 

perspective is that although information management can be successful in terms of scope, quality, 

budget, etc., the information may not meet customers’ expectations. 

Westerveld (2003) explains that successful information management requires a focus on results 

(related to information success criteria) and organizational areas (related to success factors). Success 

factors are related to circumstances, facts and influences (Lim & Mohamed, 1999). Success criteria 

are structures for determining whether information is successful or not (Turner, 2014). Examples of 

success criteria include customer and information team satisfaction, cost, time and scope compliance 

(Osei-Kyei & Chan, 2018). Success factors include experience as an information manager, ability to 

work in a team, and support from top management (Gunduz & Almuajebh, 2020). 
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Delone and McLean (2003) identifies six factors associated with information success: Quality of 

information, Quality of Service, Intended Use/Purpose, User satisfaction, and Net impact. However, 

this study identified time optimization and quality decision-making as measures of information 

success. The rational for adopting time optimization and quality decision-making is that the study 

focuses on examining the link between employee development and information success. The study 

consider employee development as prerequisite to efficiency in terms of cost mitigation and time 

optimization time based on informed decision-making (Nwinyokpugi & Alikornwo, 2022). 

Time Optimization 

Time optimization is recognized as an important component of work efficiency (Downs, 2008). It is a 

way of developing and using processes and tools for maximum efficiency, effectiveness, and 

productivity (Downs, 2008); and involves mastery of skills like goal-setting, planning and decision-

making that promote efficiency (Brogan, 2010). According to Thompson et al. (2010), accurate and 

timely information about daily operations is essential if managers are to gauge how well strategy 

execution is proceeding. 

Time is an essential irrecoverable, limited and dynamic resource (Downs, 2008). It is irrecoverable 

because every minute spent is gone forever, limited because only 24 hours exist in a day and dynamic 

because it is never static (Claessens et al., 2009). According to North (2004) time management is the 

organization of tasks or events by estimating how much time a task will take to be completed, when it 

must be completed, and then adjusting events that would interfere with its completion at the 

appropriate time. 

Effective time management is key to high efficiency because it affects employee performance and 

help them manage stress, conflict, and pressure more effectively (Nord (2004). Companies strive to 

minimize time spent on a task. Time is a source of competitive advantage (Bateman & Snell, 1999). 

Companies respond to market needs by rapidly introducing new products, respond to customers’ 

requests and deliver orders (Bateman & Snell, 1999). There are three possible metrics for time 

optimization: design-to-market time, product delivery time, and order completion time. These 

indicators are based on the concept of time as the period spent completing a task (Zeb-Obipi, 2015). 

Quality Decision-Making 
The term “decision-making” conjures the image of choice among alternative courses of action in a 

way appropriate to the demand of the situation. The ability of decision makers to choose the best 

option that is capable of achieving set objectives or solving problems demand structured decision 

guidelines. These guidelines put together are referred to as decision-making strategies (Obi & Agwu, 

2017). Donelan et al. (2015) identified data quality, time of decision making, and awareness of the 

decision as factors affecting quality of decision making. 

Hastie and Dawes (2010) states that a good decision should be measured not by the outcome of the 

decision, but by how reasonable the decision is. Rationality here means the use of available means in 

certain situations to achieve a decision-making goal (Abazeed, 2019). Elbanna et al. (2014), suggests 

that ttrust, collaboration, track record, failure and quick decision making also affect decision making. 

Dietrich (2012) stated that factors affecting decision making are experience, personal differences, 

cognitive uncertainty, self-actualization beliefs and commitment. In addition, Van Riel et al. (2016) 

and Negulescu and Doval (2014) states that good information is an important factor affecting good 

decision-making. 

METHODOLOGY 

This study followed a descriptive approach. The study through census sampling, investigated 5 

tertiary institutions in Rivers State. 80 administrative staff (senior and junior) of information and 

communication technology centres of 5 tertiary institutions in Rivers State comprised the test units. 80 

copies of structured close ended 4-point Likert scale questionnaire served as the research instrument. 
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The reliability of instrument was ascertained using the test-re-test method. The reliability of the 

instrument was determined using the Cronbach’s Alpha test at 0.7. 

At the primary level of data analysis, this study adopted descriptive statistical tool such as mean, 

standard deviation, frequency counts, simple percentages, bar charts and histograms to present the 

data generated; while Pearson’s Product Moment Correlation was employed at the secondary level of 

analysis, to test the hypotheses formulated for the study. All the statistical analyses were performed 

using the Statistical Package for Social Sciences (SPSS) version 23.0. 

Table 1: Correlation between Employee Development and Time Optimization 

 

Employee 

Development 

Time 

Optimization 

Employee 

Development 

Pearson Correlation 1 .794** 

Sig. (2-tailed)  .000 

N 76 76 

Time Optimization Pearson Correlation .794** 1 

Sig. (2-tailed) .000  

N 76 76 

**. Correlation is significant at the 0.01 level (2-tailed). 

Table 1 shows a correlation coefficient of 0.794** between employee development and time 

optimization. This indicates strong positive correlation between employee development and time 

optimization. The probability value (0.000) produced by test is less than the critical value (0.05), 

implying that the correlation between the variables is statistically significant. Thus, we reject the null 

hypothesis that there is no significant relationship between employee development and time 

optimization of tertiary institutions. 

Table 2: Correlation between Employee Development and Quality Decision-Making 

 

Employee 

Development 

Quality Decision-

Making 

Employee 

Development 

Pearson Correlation 1 .934** 

Sig. (2-tailed)  .000 

N 76 76 

Quality Decision-

Making 

Pearson Correlation .934** 1 

Sig. (2-tailed) .000  

N 76 76 

**. Correlation is significant at the 0.01 level (2-tailed). 

Table 1 displays a correlation coefficient of 0.934** between employee development and quality 

decision-making. This high correlation coefficient indicate a very strong positive correlation between 

employee development and quality decision-making. The probability value (0.000) is less than the 

critical value (0.05). This shows that there is a significant relationship exists between employee 

development and quality decision-making. Based on this, we reject the null hypothesis that there is no 

significant relationship between Employee development and quality decision-making in tertiary 

institutions. 

CONCLUSION AND RECOMMENDATIONS 

In lieu of the findings of this study and to the extent of its consistency with results of extant studies, 

we conclude that employee development has significant relationship with information success of 

tertiary institutions in Rivers State. We therefore recommend that management of tertiary institutions 

should prioritize their employee development as it is seen to be a key determinant in information 

success. 

 

 



 

Nigerian Journal of Management Sciences           Vol. 25(1) February 2024 

Pg. 250 
 

REFERENCES 

Aaronson, S. (2014). Why I am not an integrated information theorist (or, the unconscious expander). 

Abazeed, R. A. M. (2019). Factors influencing decision quality: An Empirical Study on Managers in 

Public Institutions in Jordan. Global Journals of Management and Business Research, 19(1). 

Akani, V. C. (2015). Management succession planning and corporate survival in Nigeria: A Study of 

Banks in Port Harcourt. European Journal of Business and Management, 7(2), 153- 176 

Asiegbu, I. F., Awa, H. O., Akpotu, C., & Ogbonna, U. B. (2011). Salesforce competence 

development and marketing performance of industrial and domestic products firms in Nigeria. 

Far East Journal of Psychology and Business, 2(3), 43-59. 

Ateke, B. W., & Nwulu, C. S. (2018). Employee competency development and organisational 

resilience of deposit money banks. International Journal of Social Sciences and Management 

Research, 4(3), 31-44. 

Becker, G. (1976). The economic approach to human behavior. The University of Chicago Press. 

DeLone, W. H., & McLean, E. R. (1992). Information systems success: The quest for the dependent 

variable. Information Systems Research, 3(1), 60–95. 

Dietrich, C. (2012). Decision making: Factors that influence decision making, heuristics used, and 

decision outcomes. Inquiries Journal, 2(2), 1-3. 

Donelan, R., Walker, S., & Salek, S. (2015). Factors influencing quality decision making: regulatory 

and pharmaceutical industry perspectives. Pharmacoepidemiol Drug Saf. 24(3), 319-328. 

Elbanna, S., Thanos, I. & Colak, M. (2014). An exploratory study of the determinants of the quality of 

strategic decision implementation in Turkish industrial firms. Journal of General 

Management, 40(2), 27-46. 

Fisher, E (2006). Development of a new competence and behaviour model for skills in working with 

people for project managers. GRIN Verlag 

Freeman, M., & Beale, P. (1992). Measuring project success. Project Management Journal, 23(1), 8–

17 

Gunduz, M., & Almuajebh, M. (2020). Critical success factors for sustainable construction project 

management. Sustainability, 12(5). 

Haralson. L. E. (2010). What is employee development?  

Hastie, R. & Dawes, R. (2010).  The psychology of judgment. Sage Publications Inc. 

Ijaz, H. (2014). Biological dimensions of beauty. HAIDER Publishers. 

Jacobs, R., & Hawley, J. (2010). Emergence of employee development: Definition, conceptual 

boundaries, and implications. In R. MacLean & D. Wilson (eds.). International handbook of 

technical and vocational education and training. Kluwer. 

Lim, C. S., & Mohamed, M. Z. (1999). Criteria of project success: An exploratory re-examination. 

International Journal of Project Management, 17(4), 243–248. 

Mandel, S. (2012). What new teachers really need? The Journal of Educational Leadership, 65(5), 9-

14. 

Negulescu, O., & Doval, E. (2014). The quality of decision making process related to organizations’ 

effectiveness. Procedia Economics and Finance, 15, 858-863. 

Nwinyokpugi, P. N., & Alikornwo, P. M. (2022). Enterprise content management: Corollary for 

administrative efficiency of manufacturing firms. Journal of Research in Humanities and 

Social Science, 10(10), 84-99 

Nwulu, C. S., & Ateke, B. W. (2018). Frontline employee competence development and 

responsiveness of quick service restaurants. European Journal of Social Sciences Studies, 

2(10), 1-17. 

Obi, J. N., & Agwu, E. (2017). Effective decision-making and organizational goal achievement in a 

depressed economy. International Journal of research and Development Studies, 8(1), 2057 

Osei-Kyei, R., & Chan, A. P. C. (2018). Stakeholders’ perspectives on the success criteria for public-

private partnership projects. International Journal of Strategic Property Management, 22(2), 

131–142. 

Sanchez, A., Lago, A., Ferras, X., & Ribera, J. (2011). Innovation management practices, strategic 

adaptation, and business results: Evidence from the electronics industry. Journal of 

Technology Management & Innovation, 6(2), 14-38. 



 

Nigerian Journal of Management Sciences           Vol. 25(1) February 2024 

Pg. 251 
 

Schultz, C., Salomo, S., de Brentani, U., & Kleinschmidt, E. J. (2013). How formal control influences 

decision-making clarity and innovation performance. Journal of Product Innovation 

Management, 30(3), 430-447 

Scott, J. (2000). Rational choice theory. In G. Halcli, A., & F. Webster (eds.). Understanding 

contemporary society: Theories of the present. Sage Publications. 

Shenhar, A., Levy, O., & Dvir, D. (1997). Mapping the dimensions of project success. Project 

Management Journal, 28(2), 5–13. 

Shenhar, A., Dvir, D., Levy, O., & Maltz, A. (2001). Project success: A multidimensional strategic 

concept. Long Range Planning, 34(6), 699–725. 

Tantua Jr. E., & James, P. G. (2019). Information security and organizational efficiency of deposit-

money banks in Port Harcourt, Rivers State, Nigeria. International Journal of Business & 

Entrepreneurship Research, 13(1), 1-11 

Turner, J. (2014). The Handbook of project-based management: Leading strategic change in 

organizations (3th edition). McGraw-Hill Education. 

Ugwu, F. O., & Amazue, L. O. (2014). Psychological ownership, hope, resilience and employee work 

engagement among teachers in selected mission schools. European Journal of Business and 

Management, 6(10), 98-106. 

Van Riel, W., Langeveld, J., Herder, P., & Clemens, F. (2016). The influence of information quality 

on decision-making for networked infrastructure management. Structure and Infrastructure 

Engineering, 13(6), 696-708. 

Wateridge, J. (1998). How can IS/IT projects be measured for success? International Journal of 

Project Management, 16(1), 59–63.  

Westerveld, E. (2003). The project excellence model®: Linking success criteria and critical success 

factors. International Journal of Project Management, 21(6), 411–418. 

Williams, P. D. (2015), Security Studies: An Introduction. London: Routledge Taylor andFrancis 

Group. 

Zeb-Obipi, I. (2015). Corporate productivity performance: A harmonist framework. International 

Journal of Business and General Management, 4(1), 19. 


