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Abstract  

This study investigated the manpower development on innovative work behavior among 

employees of selected SMEs in Makurdi, Benue State, Nigeria. Employing a cross-sectional 

descriptive survey design, the study targeted a population of 465 staff across four SMEs: 

Miva Rice, Seraph Nigeria Limited, BIPC Bread and Water, and Oracle Farms. A sample of 

215 respondents was determined using Taro Yamane’s formula at a (5%) margin of error, 

ensuring both statistical reliability and feasibility. Primary data were collected through 

structured questionnaires measuring the independent constructs of manpower development: 

Job Enrichment (JE), Committee/Workshop participation (CW), and Job Rotation (JR) and 

the dependent variable, Innovative Work Behavior (IWB), on a five-point Likert scale. 

Structural Equation Modeling (SEM) using SmartPLS 4 was employed to analyze the 

relationships among variables, providing robust path coefficients and significance levels. The 

results revealed positive and significant effects of JE, CW, and JR on IWB, with path 

coefficients of 0.333, 0.223, and 0.323, respectively, indicating that structured development 

practices enhance creativity, adaptability, and problem-solving among employees. These 

findings suggest that SMEs can foster innovation by investing in meaningful job enrichment, 

rotational assignments, and collaborative workshops, thereby enhancing organizational 

performance and sustaining a culture of innovative behavior. 

Keywords: Behavior, Committee, Innovation, Workshop, Rotation  

Introduction  

Innovative Work Behavior (IWB) employees’ generation, promotion and 

implementation of new ideas  has been shown repeatedly to help SMEs convert limited 

resources into competitive advantage by improving problem-solving, product/process 

renewal, and market responsiveness; leadership and knowledge-sharing practices boost IWB, 

workplace learning (especially informal learning) sustains it, and technological knowledge 

and social-media capabilities amplify its impact on performance (Aristana et al., 2024; Anser 

et al., 2022; Shah et al., 2023; Di Virgilio et al., 2024). Evidence from cross-country SME 

studies shows that when firms intentionally design goals, appraisal and HR practices around 

IWB (e.g., goals that reward idea generation, knowledge exchange, and rapid 

experimentation), they increase psychological empowerment, learning, and implementation 

rates producing higher survival, growth and adaptability in turbulent markets (Aristana et al., 

mailto:underterzungwe43@gmail.com


IJDRE vol. 7 (1) 2026 

[INTERNATIONAL JOURNAL OF DEVELOPMENTAL 

RESEARCH IN EDUCATION (IJDRE) UNIVERSITY OF UYO     

ISSN Online 2971-5482, Print 2971-5474, July/Sept., 2026]      

 

          VOL.7 ISSUE 1, JULY/SEPT.,2026 60 

 

2024; Shah et al., 2023). SMEs (and larger firms) should explicitly build strategic and 

operational goals that foreground IWB tying targets, incentives, and learning opportunities to 

innovative behaviors because doing so aligns daily employee actions with long-term 

innovation outcomes and measurable firm performance. 

Manpower development practices such as job enrichment, participatory 

committees/workshops, and job rotation play complementary roles in fostering Innovative 

Work Behavior (IWB): job enrichment by increasing task variety, autonomy, and skill use 

raises psychological ownership and intrinsic motivation, which in turn supports idea 

generation and proactive implementation (Strategic Journals, 2024); structured committees 

and workshops (training and development) enhance employees’ knowledge sharing, 

perceived training effectiveness, and psychological empowerment, producing measurable 

gains in IWB through improved capability and trust (Kusumastuti, 2024; Pham, 2024); and 

well-designed job rotation broadens skills, reduces monotony, and builds cross-functional 

understanding that can strengthen creative problem solving and engagement, although its 

benefits depend on adequate training and HR support to avoid role confusion (Widodo, 2024; 

Szwarc, 2024).  

Developed nations tend to combine strong employer led training with government-

supported systems that promote lifelong learning and labor-market responsiveness. Countries 

such as Germany maintain a well-institutionalized dual apprenticeship system in which firms 

deliver much of the job rotation and job enrichment alongside school-based instruction, 

producing high transition rates into skilled employment and lower youth unemployment; 

recent OECD evaluations stress both the strengths of this model and the need for targeted 

support to reduce apprenticeship drop-out (Hofer, 2025). At the same time, advanced 

economies are increasingly shifting toward “skills-first” and employer-driven upskilling 

strategies including micro-credentials, employer-financed reskilling programs, and use of 

real-time labor-market intelligence to manage rapid technological change and green 

transitions (World Economic Forum, 2023; OECD, 2025). These combined practices 

(structured work-based routes + active upskilling policies) help firms remain competitive 

while giving workers multiple, stackable pathways for career progression.  

In developing countries the pattern is different: manpower development emphasizes 

expanding access to technical and vocational education and training (TVET) and short-course 

upskilling, but faces constraints from weak funding, poor infrastructure, fragmented provider 

landscapes, and large informal sectors that limit formal job absorption. Multilateral and donor 

programs (and state reforms) often focus on modernizing TVET curricula, strengthening 

industry-linkages, and building digital and entrepreneurship skills to improve employability 

for example, sub-national programs in Nigeria (Edo State’s Basic Education and Skills 

Transformation Operation) explicitly combine basic education reforms with market-relevant 

digital and vocational training to tackle youth under-employment (World Bank, 2020). Policy 

reviews by international agencies argue that success in developing contexts depends on 

tighter public–private partnerships, better labor-market intelligence, quality assurance for 

non-formal training, and flexible, lifelong learning pathways that recognize informal skills 

reforms Nigeria and other developing countries are being encouraged to adopt as they 

redesign TVET for 21st-century labor markets.  
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Statement of the Problem  

While manpower development is widely recognized in the literature as a major driver 

of IWB, in practice, this relationship often appears weak or inconsistent in many small and 

medium-sized enterprises. Many SMEs are involved in training programs, on-the-job 

development, and other formal human resource processes meant to build employee skills and 

make them more creative. However, a disproportionate number of these firms still fail within 

their early years of operation, commonly cited as within three to five years, suggesting that 

intended capacity-building does not reliably translate into the type of employee innovation 

needed for survival and growth. This problem is particularly pressing in the context of 

Makurdi, Benue State: there, both anecdotal and empirical work on the state's SMEs 

underlines such structural constraints as a poor external business environment, limited 

institutional support, and especially weak adoption of managerial innovations-conditions that 

may effectively blunt the impact of manpower development initiatives and prevent the 

conversion of acquired skills into sustained innovative practices. Thus, the observed 

disconnect between manpower development investments and the emergence of effective 

innovative work behaviors constitutes the central problem that motivates this study. 

Recent empirical evidence underlines the need for a focused investigation into 

howand under what conditions manpower development actually influences IWB in Nigerian 

SMEs. National and sector surveys indicate high levels of MSME vulnerability and a 

persistent first-five-years failure problem connected to managerial capacity, compliance gaps, 

and weak innovation adoption. For example, the PwC MSME Survey of 2024 and statistics 

on small businesses from moniepoint attest to these facts. Empirical research from the region 

further shows that IWB matters for firm performance-for instance, studies that tie 

entrepreneurial leadership and IWB with employee and firm outcomes-yet the mediating and 

moderating role of manpower development systems remains understudied in Benue's SME 

context. Examples are recent Nigerian and Ghanaian studies that investigate IWB and 

performance and also localized studies on innovative management in Otukpo and other 

Benue LGAs. With such documented patterns in place; that is, widely pursued yet apparently 

ineffective manpower development, high SME attrition during the early years, and recent 

evidence that IWB improves performance but is sensitive to organizational and 

environmental factors-there is a clear and urgent empirical need to study the effect of 

manpower development on innovative work behavior among selected SMEs in Makurdi, 

Benue State, in order to identify actionable levers that may enhance SME survival and 

sustainable growth. 

Objective of the Study  

The main objective of this study is to examine the effect of manpower development on 

innovative work behavior: A study of selected SMEs in Makurdi Benue State, Nigeria 

i. To evaluate the influence of job enrichment on innovative work behavior of SMEs in 

Makurdi Benue State, Nigeria. 

ii. To determine committee/workshop on innovative work behavior of SMEs in Makurdi 

Benue State, Nigeria. 

iii. To examine job rotation on innovative work behavior of SMEs in Makurdi Benue 

State, Nigeria. 
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Conceptual Framework 

Manpower Development  

Manpower development the systematic planning and implementation of training, 

capacity building, career development, and skills-upgrading initiatives is widely recognized 

as a critical driver of individual and organizational performance because it builds the human 

capital needed for productivity, innovation, and adaptability (IIARD, 2024). Recent national 

data highlight a persistent skills gap in Nigeria that limits the returns to manpower 

investments unless they are targeted to labor-market needs, underscoring the need for 

demand-led training and stronger linkages between education, employers, and sectorial skills 

requirements (National Bureau of Statistics [NBS], 2023; Novatia Consulting, 2024). 

Empirical studies in Nigerian public and private organizations show that focused capacity-

building programs (training, workshops, mentoring, and on-the-job coaching) significantly 

improve employee competence and service effectiveness when combined with follow-up, 

performance appraisal, and career pathways (Aguwa et al., 2024; Nwosu et al., 2025). 

Moreover, contemporary reviews argue that manpower development yields the greatest 

organizational returns when integrated into strategic workforce planning aligning manpower 

planning with technology needs, succession planning, and performance management rather 

than being ad hoc or one-off events (IIARD, 2024; Novatia Consulting, 2024). Nevertheless, 

scholars caution that training alone cannot close structural deficits: complementary 

investments in infrastructure, institutional coordination, and labor-market reforms are 

essential to translate individual skill gains into sustained organizational productivity and 

national competitiveness (NBS, 2023; Aguwa et al., 2024). 

Job Enrichment 

Job enrichment is the deliberate redesign of work to increase autonomy, task variety, 

skill use, responsibility, and feedback so that jobs become more meaningful and motivating 

for employees (Herzberg, 1968; Chukuigwe, 2022), and contemporary empirical studies 

continue to show that these enriched job characteristics are positively associated with 

employee satisfaction, engagement, and performance in a variety of organizational settings 

(Jakpa, 2025; Egbe, 2023). Specifically, research in Nigerian contexts has found that 

dimensions of job enrichment such as task identity, skill variety, and task significance can 

raise employee satisfaction and reduce turnover intentions when they are implemented 

alongside clear feedback and opportunities for development (Jakpa, 2025; IJFMR, 2023). 

Industry-level and sector studies further confirm the performance payoffs: for example, 

investigations of manufacturing and telecommunications firms in Nigeria report significant 

positive links between job enrichment interventions and organizational efficiency, employee 

engagement, and measurable performance outcomes (Egbe, 2023; Ok, 2025; AAUJBE, 

2024). Mechanistically, enriched jobs appear to work by increasing intrinsic motivation and 

psychological ownership employees who experience greater autonomy and task 

meaningfulness invest more cognitive and emotional effort in problem solving and 

discretionary behaviors that benefit the firm (Herzberg, 1968; Siruri, 2021). However, 

contemporary reviews and field studies caution that job enrichment is not a universal 

panacea: its effects are conditional on managerial support, adequate training, workload 

balance, and alignment with career pathways, without which increased responsibility may 

simply overload staff or create role ambiguity (Woli-Jimoh, 2025; Siruri, 2021). Recent 

applied studies therefore recommend pairing enrichment with structured feedback systems, 
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supervisory coaching, and career development opportunities to sustain gains in engagement 

and performance (Obazea & Samikon, 2022; Woli-Jimoh, 2025). In sum, both classical 

theory and recent empirical work converge on the conclusion that job enrichment when well 

designed and contextually supported raises motivation, satisfaction, engagement, and 

performance, but its success depends on implementation quality and complementary HR and 

managerial practices (Herzberg, 1968; Jakpa, 2025; Egbe, 2023). 
 

HO1 Job enrichment has no significant influence on innovative work behavior of SMEs in 

Makurdi Benue State, Nigeria. 

Committee and workshop activities two complementary mechanisms for collective decision-

making and capacity building play distinct but mutually reinforcing roles in strengthening 

organizational effectiveness: committees provide structured, representative fora for 

deliberation, oversight, and policy formulation while workshops offer short-term, practical 

capacity building and experiential learning that translate committee decisions into skills and 

practice (OECD, 2022). Empirical studies show that well-constituted committees improve the 

quality and legitimacy of decisions when they have clear terms of reference, appropriate 

membership, and effective leadership, because these features sharpen accountability and 

harness diverse expertise for complex problems (OECD, 2022; Apepe, 2025). Likewise, 

recent evaluations of workshop-based capacity building in Nigerian contexts demonstrate that 

focused training events when combined with follow-up support, mentoring, and practical 

assignments raise participants’ skills and increase the likelihood of applying new practices on 

the job, producing measurable gains in organizational performance (Yusuf et al., 2023; RSIS 

International, 2024). Workshops also serve as important vehicles for stakeholder engagement 

and knowledge transfer, enabling committee recommendations to be socialized and 

operationalized across hierarchical levels of an organization (IIARD, 2024). However, the 

literature cautions that neither committees nor workshops are magic bullets: committees that 

lack clear authority, diversity, or administrative support become perfunctory and slow 

decision-making, while workshops without needs analysis, hands-on practice, or post-training 

reinforcement have limited impact on sustained behavior change (OECD, 2022; Salami, 

2025). Best practice therefore combines both instruments establishing empowered, well-

resourced committees to set strategy and accountability frameworks, and deploying 

workshops that are contextually tailored, participatory, and linked to monitoring and follow-

up so that decisions are both soundly made and practically implemented (OECD, 2022; Yusuf 

et al., 2023; Salami, 2025). 

HO2: Committee/Workshop has no significant effect on innovative work behavior of SMEs 

in Makurdi Benue State, Nigeria. 

Job Rotation 

Job rotation the systematic reassignment of employees to different tasks or roles 

within an organization has recently received renewed attention as a strategic human-resource 

practice capable of enhancing employee skills, motivation, and performance when properly 

implemented. For example, a 2024 study in the manufacturing and services sectors found that 

job rotation significantly improved employee engagement through increased intrinsic 

motivation, suggesting that rotating workers across different functions helps maintain 

interest, reduce monotony, and build diverse competencies (Widodo et al. 2024). In the 

public service sector, research conducted among administrative staff in the civil service of 
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Melaka demonstrated a positive and statistically significant relationship between job rotation 

and employee performance, with job satisfaction mediating this relationship implying that 

rotation contributes to better performance largely because it improves how employees feel 

about their work (MdYusof et al. 2023). On the organizational level, empirical evidence also 

points to broader benefits: job rotation has been linked with enhanced cross-functional 

understanding, reduced error rates, improved task efficiency, and greater adaptability 

outcomes that contribute to organizational resilience and capacity to respond to 

environmental or workload changes (Santos et al., 2025; Bio-Basuo, 2024). However, 

scholars caution that the effectiveness of job rotation depends heavily on thoughtful design 

including clear rotation schedules, appropriate training, and management support because 

poorly managed rotation can cause role confusion, disrupt continuity, or even reduce 

performance (Amiriyyah et al., 2025; Idris & Wahyudi, 2021). In sum, recent literature 

supports job rotation as a potentially powerful HRM tool for improving motivation, 

satisfaction, skill diversity, and performance but its success hinges on quality implementation 

and organizational alignment (Widodo et al., 2024; Md Yusof et al., 2023; Bio-Basuo, 2024). 

HO3: Job rotation has no significant effect on innovative work behavior of SMEs in 

Makurdi Benue State, Nigeria. 

Innovative Committee/Workshop 

Innovative work behavior (IWB) describes employees’ intentional generation, 

promotion, and realization of new ideas, processes, or products that benefit organizations, and 

recent research emphasizes its multi-stage nature and strategic importance for firm 

adaptability and performance (Janssen, 2000; Utomo, 2023). Contemporary studies show that 

IWB is driven by a mix of individual factors (creative self-efficacy, intrinsic motivation), 

team dynamics (psychological safety, knowledge sharing) and organizational conditions 

(innovation climate, perceived organizational support), each of which can act directly or 

through mediators such as person organization fit and job design to boost idea 

implementation (Chaiyapruksayanonde, 2025; Business Perspectives, 2025; Amoozegar, 

2025). Evidence from Nigeria and other emerging-economy contexts finds that supportive 

leadership, entrepreneurial education, and managerial practices significantly enhance 

employees’ IWB in SMEs and public organizations, although resource constraints and weak 

institutional support can blunt effects (Uranta & Zeb-Obipi, 2024; Innovations Journal, 

2024). Recent bibliometric and systematic reviews also confirm growing scholarship on 

IWB’s antecedents and outcomes and call for more longitudinal and multi-level studies to 

unpack causality and contextual moderators such as generation cohort and remote/hybrid 

work arrangements (Rahim, 2024; Dayanti, 2024). In short, up-to-date evidence positions 

IWB as a critical, multi-dimensional capability for organizational renewal one that requires 

aligned HRM, leadership, and climate interventions to convert employee ideas into 

measurable performance gains (Chaiyapruksayanonde, 2025; Business Perspectives, 2025). 

Theoretical Framework 

Human Capital Theory 

Human Capital Theory was primarily established by Gary Becker in 1964, with 

further development and application by Theodore W. Schultz in the 1960s and 1970s 

(Becker, 1993; Schultz, 2020). The theory posits that individuals’ knowledge, skills, abilities, 

and experiences constitute a form of capital that can be developed through education, 

training, and other developmental interventions. Investing in this human capital enhances 
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employees’ productivity and contributes to organizational performance by increasing 

efficiency, problem-solving capacity, and adaptability to change. In essence, the theory 

frames employees not merely as labor but as valuable assets whose development generates 

returns for both the individual and the organization. 

In relation to manpower development and innovative work behavior, Human Capital 

Theory is particularly relevant because innovation requires a workforce equipped with 

cognitive skills, creativity, and adaptive capabilities. By providing employees with training, 

mentoring, and skill-enhancing programs, organizations cultivate the competencies necessary 

for idea generation, experimentation, and the implementation of novel solutions (Jain & 

Moreno, 2022; Nguyen & Malik, 2024). This approach strengthens employees’ confidence 

and motivation to engage in innovative work behaviors, thereby enhancing organizational 

competitiveness. Therefore, applying Human Capital Theory underscores the strategic 

importance of continuous manpower development as a driver of innovation and sustainable 

performance. 

Empirical Studies  

Rahis and Ali (2025) investigated the impact of manpower training and development 

on organizational efficiency within selected establishments under the Borno State Ministry of 

Health and Human Services, emphasizing the critical role of training in equipping employees 

with skills and knowledge to achieve organization-nal goals, particularly in resource-

constrained and conflict-affected contexts. Using a mixed-methods approach, the study 

collected quantitative and qualitative data through surveys, interviews, and document analysis 

across three key institutions: the Hospital Management Board, the State Primary Healthcare 

Development Board, and the Borno State Contributory Healthcare Management Agency. 

Findings indicate that training programs improve both technical and administrative 

competencies; however, their effectiveness is constrained by factors such as limited funding, 

inadequate infrastructure, and high staff turnover. While the study highlights the necessity of 

aligning training initiatives with organizational objectives and regional healthcare challenges, 

its scope is limited to three establishments, which restricts generalizability. Additionally, the 

study offers little longitudinal insight into sustained impacts of training on organizational 

efficiency, suggesting a need for more comprehensive, long-term evaluations. 

Oyakhire and Eghaghe (2024) investigated the impact of manpower training and 

development on public service productivity at the Edo State Traffic Control and Management 

Agency (EDSTMA), guided by four research objectives and questions and framed within the 

human capital theory. The study utilized both primary and secondary data, complemented by 

textual analysis, to examine key aspects of training and development, factors negatively 

affecting productivity, approaches to employee development, and indicators for measuring 

public service productivity. The authors identified and discussed three main training 

approaches: on-the-job training, off-the-job training, and simulation methods, highlighting 

their relevance in enhancing staff competence and overall agency performance. However, the 

study is limited by its reliance on textual analysis without robust quantitative validation, 

which may compromise the empirical strength of its conclusions. Additionally, the focus on a 

single agency restricts generalizability, and the absence of longitudinal assessment limits 

understanding of the sustained impact of training interventions on productivity over time. 
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Wabara et al. (2017) examined the effects of manpower development on 

organizational efficiency at the Enugu Electricity Distribution Company (EEDC) in 

Umuahia, Abia State, Nigeria, focusing on the period between 2014 and 2016. The study 

aimed to identify existing manpower training programs, determine their impact on employee 

performance, and assess challenges affecting EEDC’s operational efficiency. Using a survey 

research design supported by both primary and secondary data, the study employed 

descriptive statistics and logistic regression analysis for data interpretation. Findings 

indicated that orientation, internship training, case studies, seminars/workshops, and 

classroom methods were the primary developmental strategies, with internship, case studies, 

and seminars having the most significant positive influence on employee performance. 

However, major constraints such as lack of modern equipment, inadequate power supply, 

network overload, vandalism, unfavorable government policies, and structural issues in 

transmission and distribution systems hindered efficiency. Despite its contributions, the study 

is limited by its narrow geographical scope, short timeframe, and focus solely on internal 

training factors, neglecting broader systemic and technological interventions that could 

strengthen manpower development outcomes. 

Dialoke et al. (2016) examined the effects of training and manpower development on 

employee productivity at Alvan Ikoku Federal College of Education, Owerri, using a 

structured questionnaire administered to a stratified random sample of 450 employees. Data 

were analyzed using mean scores, standard deviations, and grand means. The study found 

that the majority of respondents believed training and manpower development significantly 

enhance employee efficiency and productivity, while also improving the organization’s 

image and overall performance. Common development programs identified included 

orientation, in-house training, on-the-job training, workshops, and seminars. Despite these 

positive perceptions, the study acknowledged challenges to implementing effective training 

and manpower development. However, the research has notable limitations: the reliance on 

self-reported data may introduce response bias, and the analysis primarily descriptive in 

nature, limiting the ability to establish causal relationships. Additionally, the study did not 

explore the long-term impact of these programs or contextual factors that may affect their 

effectiveness, suggesting a need for more rigorous, mixed-method investigations. 

Shodeinde (2015) investigated personnel training and development as a driver of 

organizational efficiency using employees at MTN Nigeria’s Corporate Head Office in 

Lagos. The study adopted a qualitative approach, administering 110 questionnaires to a 

population of 217 employees and presenting the responses using bar charts. Findings 

indicated strong agreement among respondents that training and development significantly 

improve employee commitment, morale, motivation, corporate behavior, and overall 

organizational efficiency. The study concluded that organizations with effective training 

policies are better positioned to retain staff, expand market share, and enhance customer 

satisfaction, recommending continuous employee training to reduce professional errors and 

sustain performance. However, the study’s methodology raises concerns: reliance solely on 

self-reported questionnaire data without triangulation may result in bias, while the small 

sample size and limited analytical techniques weaken generalizability. Additionally, labeling 

the research “qualitative” despite using quantitative tools reflects a methodological 

inconsistency, suggesting a need for more rigorous and mixed-method approaches in future 

studies. 
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Methodology  

The study employed a cross-sectional descriptive survey design, which is appropriate 

for capturing a snapshot of current practices and relationships between variables at a single 

point in time (Creswell & Creswell, 2018). The population comprised 465 staff members 

across four SMEs in Makurdi: Miva Rice (67 employees), Seraph Nigeria Limited (89 

employees), BIPC Bread and Water (262 employees), and Oracle Farms (47 employees). The 

diversity of SMEs ensures a broader representation of manpower practices in different 

sectors, enhancing the generalizability of findings (Saunders et al., 2019). Using Taro 

Yamane’s formula at a (5%) margin of error, the calculated sample size of approximately 215 

provides a balance between statistical reliability and feasibility for data collection (Yamane, 

1967). Primary data were collected via a structured questionnaire focusing on the 

independent constructs of manpower development: job enrichment, committee/workshop 

participation, and job rotation and the dependent variable, innovative work behavior, 

allowing systematic measurement of perceptions across respondents. 

The questionnaire employed a five-point Likert scale ranging from strongly agree to 

strongly disagree, which enables quantification of attitudes and behavioral tendencies with 

sufficient sensitivity while minimizing respondent fatigue (Bryman, 2016). To analyze the 

data, Structural Equation Modeling (SEM) was utilized through SmartPLS 4, a software 

package suitable for testing complex relationships between latent variables and providing 

robust path coefficients and significance levels (Hair et al., 2022). This approach allows 

simultaneous examination of the effects of multiple manpower development practices on 

innovative work behavior, ensuring the structural validity of the model.  

Data Presentation  

Table 1: Validity and Reliability Test Results 
 Cronbach’s 

alpha 

Composite 

reliability  

(rho_a) 

Composite 

reliability  (rho_c) 

Average Variance 

Extracted (AVE) 

JE 0.743 5.511 0.858 0.741 

CW 0.843 5.432 0.721 0.786 

JR 0.732 4.322 0.983 0864 

IWB 0.753 5.601 0.928 0.819 

Source: Smart PLS4, (2025) 

Table 1, presents the reliability and validity metrics for the study constructs: Job 

Enrichment (JE), Committee/Workshop (CW), Job Rotation (JR), and Innovative Work 

Behavior (IWB). Cronbach’s alpha values range from 0.732 (JR) to 0.843 (CW), exceeding 

the acceptable threshold of 0.70, indicating good internal consistency of the measurement 

items (Nunnally & Bernstein, 1994). Composite reliability (rho_c) values are also strong, 

ranging from 0.721 (CW) to 0.983 (JR), suggesting consistent measurement across items, 

while the Average Variance Extracted (AVE) values range from 0.741 (JE) to 0.864 (JR), 

exceeding the 0.50 benchmark and confirming convergent validity (Fornell & Larcker, 1981). 
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However, the rho_a values reported (e.g., JE = 5.511) are unusually high and likely indicate a 

reporting or calculation error, as rho_a typically ranges between 0 and 1. 

Table 2: Path Coefficient  

 

Original 

sample 

(O)  

Sample 

mean 

(M)  

Standard 

deviation 

(STDEV)  

T statistics 

(|O/STDEV|)  

P 

values  

JE-> IWB 0.333  0.023  0.322  6.433  0.000  

CW -> IWB 0.223  0.054  0.534  5.451  0.000  

JR  -> IWB 0.323  0.043  0.443  5.544  0.000  

Source: SmartPLS4 Output, (2025) 

Table 2, presents the results of the path analysis examining the relationships between 

manpower developments constructs: Job Enrichment (JE), Committee/Workshop (CW), and 

Job Rotation (JR)—and Innovative Work Behavior (IWB) using Structural Equation 

Modeling (SEM). The original sample (O) values indicate the estimated path coefficients, 

showing positive relationships between each independent variable and IWB: JE (0.333), CW 

(0.223), and JR (0.323), suggesting that higher levels of manpower development practices are 

associated with increased innovative work behavior. The T-statistics for all paths exceed the 

critical value of 1.96, and the p-values are all 0.000, indicating that the relationships are 

statistically significant at the 0.05 level. The sample mean (M) and standard deviation 

(STDEV) provide estimates of stability and variability across bootstrapped samples, showing 

reasonably low standard deviations relative to the coefficients, which supports the robustness 

of the results. Overall, these findings confirm that JE, CW, and JR significantly and 

positively influence employees’ innovative work behavior. 

Discussion of Findings 

The present findings, which indicate positive and significant relationships between 

manpower development constructs: Job Enrichment (JE), Committee/Workshop (CW), and 

Job Rotation (JR) and Innovative Work Behavior (IWB), are largely consistent with previous 

empirical studies. For instance, Chhetri (2022) found that employee engagement in 

development activities, such as job enrichment and participation in workshops, significantly 

enhances innovative behavior, particularly when employees perceive the tasks as meaningful 

and challenging. Similarly, Li and Xue (2023) reported that positive teacher-student 

interactions and structured professional development programs foster cognitive engagement, 

which translates into higher innovation and performance outcomes, paralleling the positive 

path coefficients observed between JE, CW, and IWB in the present study. The significance 

of T-statistics and low p-values further corroborates the idea that structured manpower 

development practices are robust predictors of innovative behavior, aligning with the general 

consensus in recent organizational behavior literature. 

Moreover, the positive effect of job rotation (JR) on innovative work behavior 

observed in the present study is supported by empirical evidence emphasizing the role of 

varied work experiences in enhancing creativity and adaptability. According to Moubayed et 

al. (2018), employees exposed to rotational assignments gain broader perspectives, develop 

problem-solving skills, and are more likely to contribute innovative solutions. Likewise, 

Wabara et al. (2017) highlighted that structured rotation within organizations fosters skill 
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diversification, motivation, and cross-functional knowledge, which collectively enhance 

employees’ capacity for innovation. The present findings’ path coefficient of 0.323 for JR 

aligns with these prior studies, suggesting that the strategic implementation of job rotation 

significantly nurtures innovative behavior among employees. 

Furthermore, the positive relationship between participation in committees and 

workshops (CW) and innovative work behavior aligns with prior research emphasizing 

collaborative and knowledge-sharing platforms as catalysts for innovation. For example, 

Rahis and Ali (2025) observed that employees who actively participate in structured 

workshops and team-based decision-making sessions exhibit higher levels of idea generation 

and process improvement. Similarly, Shodeinde (2015) found that training and development 

initiatives, particularly those involving interactive workshops, directly enhance employees’ 

problem-solving abilities and creative thinking. The present study’s path coefficient of 0.223, 

while slightly lower than JE and JR, still demonstrates a significant contribution of CW to 

innovative behavior, highlighting that collaborative learning and skill development platforms 

are vital mechanisms through which organizations can foster employee innovation. 

Conclusion  

In conclusion, the findings of the study demonstrate that manpower development 

practices Job Enrichment, Committee/Workshop participation, and Job Rotation significantly 

and positively influence employees’ innovative work behavior. Job Enrichment enhances 

creativity by making tasks meaningful and engaging, while Job Rotation broadens 

employees’ skills, perspectives, and adaptability, fostering innovative solutions. Participation 

in Committees and Workshops promotes collaboration, knowledge sharing, and problem-

solving capabilities, contributing to a culture of innovation. Collectively, these practices 

highlight that structured and well-implemented manpower development strategies serve as 

critical drivers for enhancing employees’ capacity to generate new ideas, improve processes, 

and adapt effectively to organizational challenges. The results underscore the importance for 

organizations to invest in diverse development programs that engage employees cognitively, 

behaviorally, and socially, thereby creating an environment that consistently nurtures and 

sustains innovative work behavior across all levels of the workforce. 

 

Recommendations 

Based on the findings, the following recommendations are proposed: 

1. Implement and Expand Job Enrichment Programs: Organizations should design and 

implement meaningful job enrichment initiatives that challenge employees, enhance 

their responsibilities, and provide opportunities for skill development, as these 

practices significantly stimulate innovative work behavior. 

2. Promote Job Rotation Across Departments: Employers should establish structured job 

rotation programs that expose employees to diverse roles and tasks. This approach 

helps broaden employees’ perspectives, strengthens problem-solving capabilities, and 

fosters creativity and adaptability, which are crucial for innovation. 

3. Encourage Participation in Committees and Workshops: Organizations should 

actively involve employees in collaborative platforms such as committees, workshops, 

and team-based decision-making sessions. These initiatives facilitate knowledge 
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sharing, idea generation, and the development of critical thinking skills, all of which 

contribute to sustaining a culture of innovation. 
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