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Abstract: The purpose of the study was to establish the best fit model of creativity and innovation as influenced by organizational 
commitment, employee engagement and work environment of library personnel in Davao Region. A total of 400 library personnel 
were selected using the universal sampling technique. Structural equation modelling was used to find the best fit model. The results 
showed that organizational commitment, employee engagement and work environment have a significant relationship with 
creativity and innovation of library personnel. Moreover, the best fit Model 4 depicted the direct causal relationship of 
organizational commitment, employee engagement and work environment was found to be the final and best fit model on creativity 
and innovation of library personnel. 
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I. Introduction 
 
Libraries are challenged to embrace innovation and creativity. This presents the importance of organizational 

efficiency as well as threats and pressures to reinvent librarians by updating programs and facilities to stay essential in 
the organization (Gichohi, 2014). Brundy (2015) confirmed that librarians are under pressure to make prudent choices on 
how to adopt and implement innovations in the library. Serrat (2017) also believed that the absence of creativity and 
innovation leads to stagnation of staff and leave an organization incapable of performing or meeting change. In some 
instances, creativity and innovation are hampered and overlooked (Atata, Eyene, & Sam, 2015; Carine, Shukla, & Oduor, 
2015; Ohuoha, Anyanwu, Ossai-onah, & Amaechi, 2015) as it needs staff to modify, think, behave differently and deviate 
from standard procedures. This unprecedented challenge and unparalleled change restrict creative production for staff 
(Walter, 2012) where creativity and innovation is an inevitable requirement (Jantz, 2013). 

 
Creativity and innovation are continuous improvement processes that change the way things are accomplished in 

the library (Atata, Oji, & Tom, 2014) and become the main organizational survival requirements (Bilal, Ahmad, & Majid, 
2018). The most important considerations in creating and maintaining a competitive advantage are creativity and 
innovation (Iqbal, 2011; Maier, Olaru, & Maier, 2013) and these are crucial for excellent performance in any organization 
(Anderson, Potocnik, & Zhou, 2014). Furthermore, creativity and innovation help enhance and improve the quality of 
library services and generate possibilities for librarians to reposition their roles for viable growth (Onuoha, Anyanwu, 
Ossai-onah, & Amaechi, 2015). Jamiu and Ndubuisi (2017) stressed that the creative and innovative efforts of the 
organization's staff change certain elements of their work just to meet organizational objectives. 

 
The link between organizational commitment and creativity and innovation is emphasized by Dousti, Moosaci, and 

Yousfi (2013) who stated that organizational commitment has a significant impact on creativity. A committed employee 
who stays with the organization performs and displays innovative behavior. Certainly, an organization needs an 
employee who can innovate, which is of high importance and necessity.  The link between employee engagement and 
creativity and innovation is highlighted by Gichohi (2014). He pointed out that employee engagement helps unleash 
creativity and innovation of employees in the workplace. As such, engaged employees are pleased with their duties and 
responsibilities that lead them to think creatively. The link between work environment and creativity and innovation is 
underscored by Serrat (2017), who contended that work environment has the ability to induce creativity and innovation 
among employees in the organization. A good environment and well-built workplace is considered as drivers to more 
innovative and creative employees.  

 
It is in the above context that the researcher decided to conduct the study dealing with the three variables as 

constructs of creativity and innovation. The study also embarked on the premise that libraries have not yet fully 
integrated innovation and creativity. The library professional and practice scenario is no longer what it used to be, and 
we cannot pretend to be unaware of the library staff’s innovative and creative skills in transforming the way information 
and other library services are delivered. Moreover, since there has been no research undertaken covering all the above-
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mentioned variables among library staff in the Philippines, especially in the Davao region, this current study aimed to 
produce a model for creativity and innovation that hopes to offer a fresh direction specifically to library staff, making 
this research an important contribution to a new body of knowledge. In this light, the researcher is prompted to conduct 
this study. 

 
Research Objective 
 This study was conducted to determine the best fit model that predicts creativity and innovation of library 
personnel in Davao Region. This study specifically has the following objectives: 

1. To know the level of organizational commitment of library personnel in the Davao Region in terms of: 
1.1 affective commitment; 
1.2 continuance commitment; and 
1.3 normative commitment. 

2. To identify the level of employee engagement of library personnel in the Davao Region in terms of: 
2.1 vigor; 
2.2 dedication; and 
2.3 absorption. 

3. To ascertain the level of work environment of library personnel in Davao Region in terms of: 
3.1 work pressure; 
3.2 task orientation; 
3.3 supervisory support; and 
3.4 physical comfort. 

4. To find out the level of creativity and innovation of library personnel in Davao Region in terms of: 
4.1 problem identification and information searching; 
4.2 atmosphere for creativity and innovation; 
4.3 leader encouragement for creativity and innovation; and 
4.4 empowerment. 

5. To determine the significant relationship between: 
5.1 organizational commitment and creativity and innovation;  
5.2 employee engagement and creativity and innovation; and 
5.3 work environment and creativity and innovation. 

6. To recognize the best fit model that predicts creativity and innovation of library personnel in the Davao 
Region. 

 
Hypothesis 
 
 The following null hypotheses were tested at 0.05 level of significance: 

1. There is no significant relationship between: 
1.1 organizational commitment and creativity and innovation;  
1.2 employee engagement and creativity and innovation; and  
1.3 work environment and creativity and innovation. 

2. There is no best fit model that predicts creativity and innovation of library personnel in Davao Region. 
 
Review of Related Literature 
 
 Written in this section are the review of studies for each variable that have been conducted in international and 
local settings, and that have made a substantial contribution to the conceptualization of this study. Below is an 
ephemeral review of the related studies. The review of literature starts with organizational commitment (Ajie, Soyemi, & 
Omotunde, 2015) with the following indicators: affective, continuance and normative commitment; followed by 
employee engagement (Li, 2016) with vigor, dedication and absorption as indicators; then work environment (Mayowa-
Adebara & Aina, 2016) with indicators such as work pressure, task orientation, supervisory support and physical 
comfort; and lastly, creativity and innovation (Gichohi, 2014) with the following indicators: problem identification and 
information searching, atmosphere for creativity and innovation, leader encouragement for creativity and innovation, 
and empowerment. 
 
Organizational Commitment 
 
 Commitment is an internal decision which can never be forced on anybody in the organization (Adio & Popoola, 
2010; Dixit & Bhati, 2012). Dabas and Pandey (2015) have described organizational commitment as a state that connects 
the person to the organization in which they operate. In the same light, Al Zefeite and Mohamad (2017) view 
organizational commitment as the degree to which staff identify with their organizations and their attachment and 
willingness to remain in the organization. While Mangundjaya (2012) argued that organizational commitment is a way 
of thinking of individuals about how much of their value and objectives are aligned with the organization, how to 
resolve disputes, and how to be attached to the organization.  
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 Organizational commitment, according to Ahmad, Amin, and Ismail (2009) and Ajie et al. (2015) is a psychological 
state that characterizes the relationship between the employee and his organization and its implications for the 
employee’s decision to stay or continue to work in the organization. For Umamaheswari and Krishman (2016) 
organizational commitment is attracting attention owing to its capacity to generate desirable results for individuals and 
the organization. It is an emotional reaction measured by individuals’ behaviors, beliefs and attitudes and can range 
from very low to very high forms anywhere. Ajie et al. (2015) stressed that it also reflects the attitude of people towards 
the organization’s goals and objectives, as well as their intention to stay. 
  
 Organizations need to be innovative to compete with their competitors and they need committed employees to stay 
in the organization with appropriate performance and innovation (Hakimian, Farid, Mohd, & Nair, 2016). Committed 
employees enjoy being in the organization and consequently this commitment means focusing on organizational goals 
and applying more effort and positive performance that leads these employees to display innovative behavior. 
Committed employees work diligently to promote the services of the organization and strive for ongoing enhancement 
(Mayowa-Adebara & Aina, 2016).  
 
 Committed employees can also be described as those who are highly involved with their organizations and would 
like to remain in the organization (Ahmad et al., 2009). Having committed employees are advantageous to the 
organization as these people are less likely to resign and tend to be present and more ready to share and make sacrifices 
for the sake of their organization. In addition, individuals who showed higher commitment to their organization were 
also found to have higher loyalty and lower work stress, higher performance and much more willing to accept 
organizational change. In contrast, the research of Rostami, Veismoradi and Akbari (2012) disclosed that if individuals 
do not feel any commitment, they will not accept order and discipline under any condition.  
 
 Meanwhile, Susanty, Jie, and Miradipta (2013) pointed out that employees are considered to be committed to an 
organization if they voluntarily continue their connection with the organization and make significant attempts to attain 
organizational objectives. The high level effort exerted by staff with high levels of organizational commitment would 
lead to greater rates of person and organizational level efficiency. Bozlagan, Dogan, and Daoudov (2010) also stated that 
organizational commitment extends beyond the traditional concept of commitment. It involves a more active kind of 
commitment. Employees are interested in making their personal contribution to the organization’s well-being. 
Therefore, organizational commitment reflects not only their expressions and statements but also their actions and 
deeds. 
 
 Organizational commitment is a matter of concern for the organization’s better job setting for both worker and 
employer (Ogunlana, Oshinaike, & Ibrahim, 2016). It improves the employee’s attitude towards job and organizational 
retention. Organizational commitment is a method and ongoing process that shows the dedication of the staff to the 
organization and its ongoing accomplishment. Organizational commitment is merely a triangle that demonstrates the 
recognition, involvement and dedication of an employee to a particular organization. In the research undertaken by 
Njenga, Kamau, and Njenga (2015) job environment is a main motivator for employee commitment; excellent working 
climate allows staff to work harder and attain organizational objectives. Organizations should therefore equip 
employees with the right tools and equipment for the job. 
 
 The employees’ commitment to the organization is also related to their behavior towards other members of the 
organization as well as trust, and employees will be committed to the organization if there is a healthy relationship with 
their colleagues (Wong & Tong, 2014). Organizations can motivate positive conduct and promote stronger interaction 
between employees by enabling them to share the objectives and values of organizations, understanding that doing so 
will benefit them. Similarly, as Awolusi (2014) studied the commitment level of employees in the banking industry in 
Nigeria, the result indicated that most of respondents particularly junior employees, thought that they were not 
correctly driven, hence bad worker commitment. 
  
 On the other side, there must be adequate motivation in the form of rewards for employees to be committed to their 
job and organizations (Akinyemi & Ifijeh, 2013). If the employees find that they cannot get the desired reward, they will 
surely leave the organization and join another. If this is not feasible, they accept those rewards which they can obtain 
and may at the same moment feel less committed to the organization. It also becomes evident in Sheikh’s study (2017) 
that developing commitment among faculty members had important implications for academic organizations. He 
further stressed that highly committed faculty members are eager to stay with their present organization and perform at 
higher level of commitment compared to their uncommitted peers. As such, highly committed faculty members showed 
reduced absenteeism rates as well as more enthusiasm in their work.  
 
 Consequently, organizations can attain their goals and objectives by having employees with high levels of 
organizational commitment (Al Zefeiti & Mohamad, 2017). In fact, the organization strives to increase the organizational 
commitment of employees as it is expected that employees who are psychologically attached to an organizational will be 
more satisfied and subsequently more productive (Morrow, 2011). In Abigail and Oluwatobi's research (2015), it was 
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disclosed that the desire for fulfillment and engagement are the same regardless of staff level and skills. The 
respondents in this study affirmed that they had a high degree of organizational commitment and satisfaction with 
work-self, supervision, salary, co-workers and promotional opportunities. However, library managers need to work 
hard in hand with human resources department to attract, select, recruit and retain library staff ready to be committed 
in their jobs. Steps to improve commitment should not be overlooked. 
 
 In terms of organizational commitment among librarians, Ajie et al. (2015) argued that commitment is essential to 
the survival and satisfaction of the mandate of any academic library. To fulfill this mandate, they must be committed to 
the mission of the library. Commitment can be defined as an intention to continue in an action course. The study of 
Ademodi and Adepoju (2009) also revealed that if librarians lack the abilities and expertise, it will endanger their 
approach to work and service delivery and how information and other library services are delivered. It was also noted 
in the research of Amusa, Iyoro, and Olabisi (2013) that when librarians showed lack of dedication and commitment, 
this leads to poor user services. These librarians’ adverse dispositions are linked with their job settings and other 
occupational stress they experience. 
 
 Moreover, organizational commitment portrays the feeling of dedication, readiness to work hard, and intent to stay 
with the organization (Susanty et al., 2013). In addition, Anttila (2014) averred that organizational commitment has the 
ability to impact the well-being of staff. However, as exposed in the study of Ortiz, Lau, and Qin (2013), disengagement 
erodes the enthusiasm and commitment of the organization's employees. On the other side, Bonds (2017) shows that 
more than 68 percent of U.S. employees were disengaged at their work in 2015, indicating a lack of commitment to their 
job.  
 
 Undoubtedly, employees’ lack of commitment is a responsibility for the organization and hardly a challenge the 
status quo, while committed employees display emotional attachment to work, unreserved dedication, enhanced 
productivity, high job enthusiasm, and in most instances go extra miles (Shuck, Rocco, & Albornoz, 2011). Similarly, 
Igbokwe (2011) stated that some librarians are still exhibiting poor attitude towards their work which can be linked to 
their absence of commitment. This attitude can be attributed to low library budget allocation and poor working 
environment. Their performance is negatively affected by their job dissatisfaction and lack of commitment which could 
give rise to lateness to work, laziness, and lack of motivation, inability to meet goals, constant sick leave and poor health 
condition. 
 
 The first component of organizational commitment is affective commitment. Affective commitment is regarded a 
key component of organizational commitment that most closely follows other organizational outcomes (Dixit & Bhati, 
2012; Chen, Wang, & Sun, 2012). This component represents the degree to which an individual feels part of the 
community and is satisfied with his organization’s participation (Kwantes, 2009). All in all, affective commitment 
includes the affective attachment, identification, involvement with the organization and employees’ desire to be part of 
the organization (Abigail & Oluwatobi, 2015; Meyer & Parfyonova, 2010). Employees who have demonstrated a high 
level of affective commitment exhibit a higher level of creativity in the workplace (Nazir, Qun, Hui, & Shafir, 2018). 
 
 Undeniably, affective commitment defines the affective loyalty of staff to the organization (Bozlagan et al., 2010). In 
this approach, the source of the commitment of the employees is their feelings towards the organization. In this type of 
commitment, being part of the organization provides enjoyment and pride from an emotional perspective. The 
organization provides a great deal for the employees’ material and spiritual needs. Affective commitment is recognized 
as a strong type of commitment. Employees with this kind of commitment fully identify with the organization. 
Therefore, they are prepared to create sacrifices for their organization’s sake and do not intend to leave it.  
 
 Correspondingly, individuals with strong affective commitment will continue working in the organization because 
they want to do so, which is also owing to their strong sense of loyalty and belief that what they do is essential 
(Wolowska, 2014). The primary method leading to the growth of affective commitment is the personal satisfaction of an 
individual-the organization satisfies their personal requirements, meets their expectations and helps them attain their 
objectives. In the research undertaken by Rusu (2013) on educators of higher education institutions, he pointed out that 
the predominant organizational commitment is the affective one, which supports the organizational performance. In his 
research, Jafri (2010) disclosed that affective commitment is strongly linked to employees’ innovative behavior. 
 
 Obviously, affective or moral commitment occurs only when people fully embrace the goals and values of the 
organization, become emotionally attached with the organization and feel responsible for the organization’s 
achievement (Wong & Tong, 2014). These people generally show high levels of performance, favorable working 
attitudes and a willingness to stay with the organization. For Mangundjaya (2012), an affectively committed worker will 
strongly identify with the organization’s objectives and have the willingness to stay in the organization. This worker is 
committed to the organization because he or she wishes to stay within the organization. Such commitment is affective 
because it is the employee’s personal decision to be committed to the organization. In other words, affective 
commitment represents commitment based on the emotional ties that the employee creates with the organization 
through positive work experiences. 
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 The second component of organizational commitment is continuance commitment. In this component, people are 
bound to be committed to stay with the organization (Dixit & Bhati, 2012; Gunlu, Aksasarayli, & Percin, 2010). 
Continuance commitment includes commitment based on the costs of leaving the organization (Abigail & Oluwatobi, 
2015). This results either from the reality that benefits associated with staying with the organization outweigh the cost of 
leaving or because the cost of leaving is higher than the reward of leaving the organization (Kwantes, 2009). Thus, this is 
a more extensive definition of economic and non-financial continuity assets that an employee would sacrifice by leaving 
the organization (Cho & Huang, 2012). 
 
 Another research of Bozlagan et al. (2010) states that continuance commitment is a type of commitment in which the 
employees are financially dependent on the organization. It is the material or financial advantage in this type of 
commitment that makes the employees remain with the organization. Their personal benefit is measuring the 
importance that the organization has in their eyes. Therefore, the continuance commitment is not regarded as a strong 
type of commitment. Employees do not create sacrifices for their organizations except if they are forced to do so, and 
they leave the organization at the first change, e.g. if they discover a better job with decent economic opportunities. 
 
 Additionally, continuance commitment according to Wong and Tong (2014) happens when people base their 
connection with the organization on what they receive in exchange for their efforts and what would be lost if they were 
to quit (i.e. pay, benefits, associations). These people make their best efforts only when the benefits suit their 
expectations. Wolowska (2014) also argued that a continuance commitment may evolve as a result of an intervention or 
event that increases the costs associated with leaving the organization on the condition that, in the perspective of the 
employees, these costs will have to be incurred by themselves. Another viewpoint, that of Mangundjaya (2012) is that 
continuance commitment is a type of commitment when employees stay committed to the organization because they 
perceive that leaving the organization will be a huge loss for them. Thus, the employee stays in the organization because 
he or she has to. 
 
 The third component of organizational commitment is normative commitment. Aladwan, Bhanugopan, and Fish 
(2013), Dixit and Bhati (2012), and Mangundjaya (2012) denote that normative commitment is the duty of employees to 
stay in the organization as a moral obligation. Norizan (2012) described that employees with high normative 
commitment will stay with an organization because of their belief that it is the correct and moral thing to do. Here 
employees remain with the organization because they should (Abigail & Oluwatobi, 2015; Kwantes, 2009). This 
conviction reflects a mindset of duty to remain in the organization to return organizational investments or as a 
consequence of socializing the belief of maintaining one’s loyalty to an organization (Meyer & Parfyonova, 2010). 
 
 Normative commitment is the type of commitment that stems from the reality that employees think they have to 
work in the organization for conscientious and ethical purposes (Bozlagan et al., 2010). The sources of the normative 
commitment can be as follows: the leadership of the organizations treated the employees with much favor, the worker 
has worked in the organization for a long time, the organization is a life-saver for the worker in challenging times, or the 
organization’s services are regarded socially and spiritually significant. In terms of the normative aspect, they consider 
themselves accountable before the organization. This feeling makes their work meaningful in the organization. 
Employees with such commitment can make significant sacrifices for their organization and usually do not consider 
leaving the organization. 
 
 Moreover, normative commitment happens only when employees stay in the organization based on anticipated 
standards of behavior or social norms that value obedience, caution and formality (Wong & Tong, 2014). They added 
that, based on studies, individuals with normative commitment tend to exhibit the same attitudes and behaviors as 
those with affective commitment. On the other hand, when the organization has invested heavily in training, the 
employee then feels a moral obligation to get on the job and remain with the organization to repay the debt; such 
commitment is not as a result of emotional affinity, nor as result of the perceived high costs of meeting certain goals, but 
as a result of perceived duty. 
 
Employee Engagement 
 
 In any organization, creating more satisfied staff is engaging. Engagement implies that employees discover personal 
meaning and motivation in their job, have a high emotional bond with their organization and are actively engaged and 
dedicated to their job. Engagement now starts with involvement. Employee involvement relates to any activity that the 
employee participates in specific work-related decision-making and improvement operations, with the objective of 
tapping all employees’ creative energies (Evans & Lindsay, 2014). 
 
 The word employee engagement may show both work and organization (Li, 2016). This author defines employee 
engagement as the capacity of employees to contribute to the success of organizations by freely making an additional 
effort to do their work. Witemeyer (2013) defines employee engagement as an approach towards one’s work that 
includes the feelings of vigor, dedication and absorption. Deepa and Premlatha (2015) describe employee engagement as 
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the level of commitment and involvement that an employee has towards their organization and values. In addition, an 
engaged employee is aware of the context, work and colleagues of his organization to improve workplace effectiveness 
to the benefit of the organization. It is the employee’s favorable attitude towards the organization and its values. In the 
study conducted by Devi, Avanesh, and Archana (2012), they defined employee engagement as a state of mind in which 
employees feel a vested interest in the company’s success and are both willing and motivated to perform to levels that 
exceed the stated job requirements. It is the outcome of how employees feel about the job experiences - the organization 
and its leaders. 
 
 Conversely, Yu (2013) argued that an engaged employee’s experiences activate positive affect such as feeling proud, 
inspired and passionate. It has been confirmed that such active and positive feelings support the proactive job of an 
employee, particularly when the employees perceive the situation as significant and have control or impact over that 
situation. Engaged employees also display innovative behaviors. They will proactively involve the creation of a new 
idea, service, procedure or process. As a result, engagement becomes a contributing factor to the performance of 
organizations in terms of improved service, customer satisfaction and long-term outcomes (Sharma & Kaur, 2014).  
 
 Indeed, maintaining employees’ engagement turns out to be the most delicate component that plays a crucial role in 
the organizations’ success or failure (Padhi & Panda, 2015). The authors added that the management should be cautious 
to take care of the employees so that they should feel appreciated and engaged in the job. According to them, the core of 
employee engagement is the emotional and psychological availability and a cordial connection with their peers and 
supervisors. This view is backed by the study of Kim, Khan, Wood, and Mahmood (2016) revealing that employee 
engagement is seen as a critical element for achieving sustainable organizational achievement. 
 
 Another view, that of Padhi and Panda (2015), noted that employees are the main component of each organization 
as they are critical to viability and competitiveness. Kataria, Rastogi, and Garg (2013) also stated that organizations need 
more engaged employees who are vigorous, dedicated and absorbed by their job. Engaged employees are happily 
involved and experience their work as engrossing and something to which they can devote their full concentration. 
Lee’s research (2012) stated that employee engagement is a new human resource practice that allows organizations to 
deal with uncertain and turbulent conditions in the sector. Employee engagement contributes directly and indirectly to 
inherent benefits, job satisfaction, personal attachment to an organization and exchange relationship between leader and 
member. Employee engagement is thus favorably connected with all results factors. 
 
 In the research carried out by Osborne and Hammoud (2017), the reactions of employees on communication 
between an employee and leaders are crucial to the success of employees in the organization. Organization leaders who 
fully assist employees in promoting ongoing learning and are transparent in their decision making have a greater 
impact on the improved level of employee engagement. They added that devoted and meaningful work allows 
employees to understand how important they are within the organization and makes them engaged. Additionally, 
Gichohi (2014) posits engagement outcomes from how employees perceive and assess their work experience, including 
their employer, their leaders, the job itself and the atmosphere of the organization. They also revealed that only 20-21 
percent of employees are truly engaged and that 52-62 percent are not engaged in most organizations. These individuals 
have no passion in what they do, while 17-24 percent of employees are actively disengaged. 
 
 With the above findings, Osborne and Hammoud (2017) discovered that adverse productivity could be caused by 
adverse interpersonal behaviors that reduced employee engagement. In fact, globally, 13 percent of employees are fully 
engaged in the workplace and twice as many are disengaged to the extent that this adverse conduct is communicated to 
other employees. This is due to their limited knowledge, experience, skills and techniques of communication and 
strategies leaders used to engage employees which could have an effect on their productivity (Moody, 2012).  
 
 Moreover, employee engagement is an on-going frustration for leaders in many organizations (Aturamu,2016). This 
is because disengaged employees can infuriate managers and demoralize productive co-workers who become 
responsible for an unfair share of the workload. Krause (2015) revealed that organizational leaders have been plagued 
with consistently low and declining levels of employee engagement despite their on-going efforts to implement 
initiative to retain talent through increased engagement. The study recommends that leaders must increase 
communication with employees regarding their strategy, embrace and model of engagement practices. 
 
 The first element of employee engagement is vigor. Meintjes and Hodmeyr (2018) postulated that vigor can assist 
individuals to foster a more proactive work style. They added that vigor is associated with persistent, conscientious 
efforts to devote oneself to work and when facing difficulties. In addition, Li (2016) and Kataria et al. (2013) believed that 
vigor is a favorable effect defined by high levels of positive energy and mental resilience in employees while doing the 
job. 
 
 Furthermore, Al Mehrzi and Singh (2016) described vigor as a desire to strive further and not give up when faced 
with organizational problems. While, Meswantri and Ilyas (2018) emphasized that vigor is the employee’s attachment 
shown through his physical and mental strength while doing the job. It is characterized by high levels of strength and 
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mental resiliency in work, optimal energy, courage to do the best effort, desire, willingness and willingness to strive 
earnestly in the work so as to give maximum results in any job, persistence, the spirit and survival in the face of 
adversity. 
 
 The second element of employee engagement is dedication. Li (2016) describes dedication as motivational aspect 
which takes into account the perception of engaged employees in terms of significance and meaningfulness of work. 
Kataria et al. (2013) explicates emotional framework of engagement as the extent of employees’ willingness to invest 
considerable time, stronger involvement, energy and effort in doing something meaningful with greater enthusiasm. 
While, Al Mehrzi and Singh (2016) refer to dedication as being strongly involved in the organization and experiencing 
the feeling of being worthy, enthusiastic, inspiring and valuable. 
 
 In another case, engaged employees believe that their dedication and effort are recognized, appreciated and make a 
difference to organizational performance (Alsaad, 2016). For Meswantri and Ilyas (2018), dedication is an emotional 
attachment of employees to their work. It also describes the enthusiastic feelings of employees in the work, pride in the 
work done and in the company where they work and being inspired and diligent to the goals of the company without 
feeling threatened by the challenges encountered. People who have high dedication scores strongly identify their work 
because it makes it a valuable, inspiring and challenging experience. They usually feel enthusiastic and proud of their 
work and organization. While low scores of dedication mean people not identifying with their work, because they have 
no meaningful, inspiring or challenging experience; moreover, they feel unenthusiastic and not proud of their work and 
organization. 
 
 Also, highly engaged employees do not only pursue role-related objectives but are also emotionally and cognitively 
connected to their efforts (Nazir & Islam, 2017). Deepa and Premlatha’s (2015) research disclosed that the human 
resource professionals believe that the engagement challenge has a lot to do with how employees feel about their work 
experience and how they are treated in the organization. This challenge has to do with emotions which are 
fundamentally related to the bottom line success in a company. They also stressed that there will always be individuals 
who never offer their best efforts, no matter how hard the HR and supervisors try to engage them.  
 
 The third element of employee engagement is absorption, which includes concentrating on being happily absorbed 
in one’s job, whereby time moves rapidly and it is difficult to detach from the job. Li (2016) opined that absorption is a 
cognitive aspect characterized by full involvement and engrossment of employees in their work to the extent that one 
has difficulties in detaching one’s self from work. Kataria et al. (2013) highlighted the engaged employees are happily 
involved and experience their work as engrossing and something to which they can devote their full concentration. In 
addition, Al Menrzi and Singh (2016) described absorption as the full concentration of employees to a task given to 
them. Meswantri and Ilyas (2018) also described absorption as employees’ attachment labelled by their behavior that 
gives full attention to their work. It is also describing the state of an employee who is happy to be totally immersed, 
concentrated and serious in doing his or her job. While doing their work, they tend to make the time pass so quickly that 
they find it difficult to let go or separate themselves from work. 
 
Work Environment 
 
 Individuals are highly happy to have a vocation, but a considerable number of them never think that the working 
environment is actually their second home, and they have several opportunities there. This often drives them to feel 
forced to adapt to the unpleasant circumstances (Alabduljader, 2019). According to Al-Omari and Okasheh (2017) the 
working environment of employees is a main determinant of the nature of their job and their level of effectiveness. How 
well the work environment is impacts their ability to perform and their level of inspiration. The basic goals of 
everybody’s job is not just remuneration, but also to attain achievement and reputation.  
 
 Another study revealed that work environment is essential in ensuring employees’ job performance (Naharuddin & 
Sadegi, 2013) which can also influence the morale and productivity of employees in the organization (Chandrasekar, 
2011). Orji and Enyiamaka (2017) also noted that a quality work environment enables employees to make their best 
efforts to attain the organization’s goals and objectives. However, when employees experience a poor quality work 
environment, it makes them less committed to their jobs which end up with work-related issues such as absenteeism, 
tardiness, high turnover and negligence of duties. They further emphasized that an unsuited workplace environment, 
including poorly designed workplaces, inappropriate office furniture, lack of ventilation and insufficient safety 
measures are contributors of low productivity. In addition, another view, that of Hamid and Hassan (2015), highlighted 
that when the workplace environment is inappropriate, productivity and performance of employees will also decrease. 
 
 In like manner, work environment in the view of Orji and Enyiamaka (2017) is often labelled as good or bad. 
Commenting further, a good environment is a place where employees feel at ease and appreciated. These kinds of 
environment are often more productive and happy. A healthy work environment not only boosts commitment but also 
improves the health and needs of employees and employers. This signifies that happy employees are committed to their 
jobs; thus, it leads to high productivity.  
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 A poor environment, however, is a place where employees fell under-appreciated, endangered or unsettled. Due to 
the nature of these environments, there is often a high rate of worker turnover and the employees typically fail to live up 
to their potentials. With this, the management’s new challenge now is to build a work that attracts, retains and motivates 
its employees (Kithuka, 2015). It is worth noting that when looking for a job, many individuals are not only interested in 
the wage scale, but also want excellent working conditions. Workers’ morale, attitude and interest will not be enhanced 
if they know that they are not cared for. 
 
 Additionally, the study of Smith (2013) described work environment as one of the most important factors that keeps 
an employee satisfied in today’s contemporary world because it is diverse in different ways and constantly changing. 
The challenge is to build a work environment that attracts, maintains and motivates its employees, and where they 
appreciate what they do, feel like they have a purpose, are proud of what they do and achieve their potential. The 
condition of the work environment can also greatly affect how employees perform their job (Kurniash, 2017) and can 
also affect employees’ feeling, commitment as well as the goal of the organization (Chandrasekar, 2011). Furthermore, 
Dul and Ceylan (2011) saw the work environment as the first and most effective driver of organizations’ innovation. 
More so, Alabduljader (2019) stated that a healthy work environment has the ability to induce innovation and creativity 
among employees and leaders in an organization and a good work environment and well-built work place can be 
considered as a driver to a more innovative and creative staff.  
  
 Designing a better and higher performing work environment requires consciousness of how the workplace can 
affect peoples’ attitude and how it can enable them to perform optimally. People work separately and communicate 
with others, and need distinct approaches in the workplace (Chandrasekar, 2011). Kurniash (2017) believes that while a 
good working environment provides an enjoyable experience for employees, it helps them actualize their personality as 
well as encourages morale to improve their performance. He further stressed that though employees are immature or 
uncontrolled sometimes, they may change and become responsible and more committed to work in a conducive 
environment. 
 
 Creating a work environment can stimulate and enhance employees’ wellbeing and increase individual 
performance. This is considered by Samon, Waiganjo, and Koima (2015) as an approach to increase organizations’ 
efficiency and productivity as well as boost the organizational effectiveness. On the other hand, Umamaheswari and 
Krishman (2016) highlighted that when employees benefit from the work environment, they have a sense of belonging 
and enhance their motivation levels to stay in the organization. They added that the organization which provides 
employee-friendly work environment will create a good sense of trust among employees because they feel that this 
organization cares about them, and this becomes a factor considerably related to their commitment. 
  
 In similar manner, when employees are given the necessary motivation they need, they display maximum 
willingness in the discharge of their duties (Amusa et al., 2013). As such, satisfied, happy and hardworking employees 
become the biggest asset of an organization (Basara, 2017). Gitonga and Gachunga (2015) stipulated that when 
employees are physically and emotionally satisfied and have desire to work, their performance outcomes will be 
increased. In addition, they also indicated that satisfaction helps to reduce the amount of absenteeism by providing a 
correct workplace atmosphere and thus can boost the efficiency of the staff. Blakey (2015) also disclosed that the work 
environments that an organization offers are increasingly unsuited to emerging trends of work and inhibit workers from 
performing to their full potentials. In the face of rapid developments to elevate the work environment, workplace design 
typically lacks a formal process to measure the value of design investments or its impact on the innovative process 
(Armstrong, 2013). 
 
 The first domain of the work environment is work pressure. Employees are feeling the pressure for the rising 
targets from the employers. Employers have become more aggressive about restructuring work in ways that push for 
higher productivity aided by an array of technologies and management practices (Kithuka, 2015). He added that 
employees feel slightly uncomfortable in both the coolest and warmest of climates, were less motivated and experienced 
their workload as more difficult, with a consequent turn down in productivity. According to Roe and Zijlstra (2000) 
work pressure is a subjective state associated with expectations about the future flow of work, particularly with the 
dynamic balance between the work that needs to be done and the work that can be done. The work that must be done 
can be seen as determined by work demand and work supply, whereas the work that can be done is seen as determined 
by the personal competence to meet the demands and the capacity to manage the work supply. 
 
 Another research disclosed that work pressure is inevitable owing to the requirements of the modern work 
environment (Leka, Griffiths, & Cox, 2004). Pressure perceived by a person as acceptable may even keep employees 
motivated, alert, able to work and learning, based on accessible resources and personal characteristics. However, when 
this pressure becomes excessive or otherwise unmanageable, it leads to stress. Stress can harm the health and 
performance of employees. Poor work design, bad management and unsatisfactory working conditions can cause 
excessive and otherwise unmanageable requirements and pressures. Similarly, these factors may lead to employees not 
seeking adequate assistance from others or not having adequate control over their job and its pressures. 
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 Moreover, excessive work pressure is harmful for creativity. However, sometimes it has been identified that while 
working under pressure, employees try to identify the shortest possible route or method to accomplish the task. This 
shortest route or technique sometimes becomes the most innovative idea of any organization. This innovative technique 
helps employees to accomplish targets. Pressure is a force which motivates individuals to accomplish a task at the 
earliest. They have to search for alternatives or ways to complete the task and perform their best. This helps them to 
achieve organizational goals and to meet the set standards necessary to attain sustainability. This work is an effort to 
reveal the importance of time or work pressure for enhancing creativity and innovation in organization (Gupta, 2015). 
 
 Similarly, an increased workload can enhance short-term productivity, but it may boost long-term expenses as well 
as stress and illness among staff, leading to bad judgement and poor commitment (Orji & Enyiamaka, 2017). This means 
that workload increases short term commitment, but decreases long-term commitment. Due to limited resources, like 
restricted budget and staff, organizations might not be able to hire a sufficient number of employees. With this, the 
organization gives the employees responsibilities that are not part of the job descriptions, thus increasing the workload. 
 
 The second domain of work environment is task orientation. Task orientation is explained as a self-related personal 
accomplishment which helps employees stay committed to the organization (Maqsood, 2011). Chandrasekar (2011) 
argued that a formal workplace communication scheme promotes trust and allegiance among staff and encourages 
better team work and relationships. Naharuddin and Sadegi (2013) stressed that to accomplish a normal output, 
employers need to get the job of the staff on track to accomplish the objectives and goals of the organization. By getting 
to work or accomplishing the task on time, employers can monitor their staff and assist them enhance their efficiency. A 
reward system should also be introduced based on employee performance. This is to motivate staff to carry out their 
assignment. 
 
 The third domain of work environment is supervisory support. Gitonga and Gachunga (2015) stated that 
supervisor support is the extent to which supervisors encourage participation in training, innovation and knowledge 
acquisition and provide recognition to employees involved in these activities. It also the extent to which supervisors 
reinforce and support the use of learning on the job. The role of supervisors (Umamaheswari & Khrisman, 2016) is vital 
for the organization and several studies have confirmed that good relationship between supervisor and subordinates 
enhances employee’s job satisfaction which is considered as a pathway leading to organizational commitment. Thus, 
employees who viewed supervisor support demonstrated greater emotions and allegiance to the organization. 
 
 The study of Chandrasekar (2011) emphasized that superiors behave as advocates for employees as well as 
collecting and distributing the resources required by the latter to do a good job and provide positive encouragement for 
a job well-done. In the research, it can be inferred that most employees at the workplace retain a powerful connection 
with their superior. He added that a superior must treat employees in the workplace fairly and motivate employees to 
do their job with full concentration in their work environment. According to Naharuddin and Sadegi (2013) informal 
mentoring needs to be done by the supervisors to create a mutual understanding and relationship between the 
supervisor and the employees. By having this mutual understanding, a mutual satisfaction is created. 
 
 It was established in the study of Gitonga and Gachunga (2015) that supervisor support influences organizational 
performance. From the results, majority indicated that they were not informed in advance concerning important 
decisions, modifications or plans for the future, they did not obtain all the data they needed to do their job well, and 
their work was not acknowledged and valued by the management. The management at the workplace did not respect 
employees and did not treat them fairly. As revealed by Kula and Guler (2014), supervisor support has a significant and 
positive impact on the job satisfaction levels of law enforcement employees; it is very important to support law 
enforcement employees by their supervisors not only to increase their work-related wellbeing, but also to improve the 
organizational performance. 
 
 The fourth domain of work environment is physical comfort. Chandrasekar (2011) highlighted that physical factors 
in the workplace such as bad design or overcrowding can lead to accidents such as striking or tripping against objects. 
Thus, when it comes to maximizing productivity, the real physical layout of an office becomes highly important. The 
research also disclosed that most staff are satisfied with the organization’s room and equipment. The majority of the 
employees are provided the space and facilities they needed to do their work. He further stressed that organizations 
have to provide a friendly and comfortable workplace. Most employees agree that environmental factors such as 
temperature, lighting and ventilation will not impact on health. Office space is one of the major physical elements 
influencing the work performance of the employees. The majority of the employees ensure that a poor arrangement of 
office space, waste time and energy by failing to provide the means for efficient job practices.  
 
 In addition, physical comfort is claimed to be vital as it will encourage healthier, more productive and less 
absentee employees. The physical environment comfort encompassed optimum room temperature, relative humidity 
and illuminance level. A well designed, and optimum environment comfort office workplace will achieve the objectives 
of the organization. The issue arises when the factors of environment comfort influence their cognitive abilities and 
reduce their work performance. Without proper lighting, employees cannot finish their tasks comfortably. When 
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employees are feeling uncomfortable with their physical environment, they tend to feel tired and are stressed easily. 
This will lead to unethical acts which will affect the performance and productivity of their work. Thus, human response 
towards their surrounding comfort will affect their production level at the end of the day (Chua, Ali, & Lim, 2016). 
 
 Further, those employees and organizations who have their performance affected by the workplace environments 
are those who always complain of the discomfort and dissatisfaction at the workplace (Gitonga & Gachunga, 2015). The 
research further observes that it is the quality of the organization’s workplace environment that most impacts the level 
of employee’s motivation and subsequent organization performance. While, Naharuddin and Sadegi (2013) voiced out 
that physical work environment is the environment where these human beings are fit with their job. This physical work 
environment might include ventilation, lighting and also temperature. The physical work environment components also 
need to be adequate so that the employees will not be stressed while doing their job done. They further state that the 
physical components play an important role in the growth of the network and connection in the workplace. 
 
 Meanwhile, Orji and Enyiamaka (2017) revealed in their study that teachers tend to perform more effectively 
where the necessary facilities that aid work are provided against all odds. Where such facilities are grossly inadequate, 
commitment level significantly declines and the school overall progress level declines as well. Overall, the study 
concludes that teacher commitment levels are significantly determined by the working environment; hence, all hands 
must be put on desk to ensure sustainability of the working environment for guaranteed commitment level which leads 
to school performance. Samon, Waiganjo and Koima (2015) contend that the physical workplace environment includes 
but is not limited to the comfort level, ventilation, heating, natural lighting and artificial lighting. These characteristics 
only help the functional and aesthetic side, the decoration and layout of the workplace setting that eventually helps 
enhance the experience of the employees and requires better output. It only emphasizes that organization services must 
insist on the utility and the role of environmental information, facilitating employees’ engagement with better space 
management and the automation of certain tasks. Similarly, if the tasks to be performed are very complex, efficiency of 
layout and functionality will be more important than when the tasks are simple. 
 
Creativity and Innovation 
 
 Being creative and innovative is more essential in today’s environment (Kumari & Afroz, 2013). This implies 
thinking about new ways and being open to totally distinct ways of seeing the world. Creativity and innovation have a 
part to play in this survival change process. Organizations are bringing creativity to life through creative products and 
service that the customer wants; thus, satisfying the needs of the customer and contributing to the organization’s 
success. Creativity flourishes when organizations allow their employees to enter a space of creative freedom, a freedom 
needed for innovation and creativity to thrive (Blakey, 2015).  
 

 Additionally, Anderson et al. (2014) proposed an integral definition of innovation and creativity at the workplace 
by considering creativity and innovation as two ongoing phases of the process of implementing new and enhanced 
methods of doing stuff at work. Specifically, they argued that creativity and innovation are related constructs. Thus, 
creativity and innovation should not be separated, but rather combined to unveil an organizational phenomenon of 
immense innovativeness. In addition, creativity and innovation are defined as the processes and results of efforts to 
introduce and create new and enhanced methods of doing things.  
 
 In the study of Gichohi (2014), he pointed out that creativity and innovation is vital to the libraries as it seeks to 
support their student learning effort. In many libraries, however, creativity and innovation is haphazard, rare and has 
not become a common practice. This is due to limited resources, lack of qualified library personnel, lack of financial 
support, lack of space and equipment which hinder the very tenets of library service (Batiancila, 2007). In addition, 
Ukachi and Onuoha (2015) stressed that improvement of professional knowledge and competence are necessary for 
creativity and innovation and to cope with the rapid and numerous changes taking place in the library. 
 
 Another research disclosed that despite the advantages of creativity, it is still hard to encourage creativity in the 
workplace because employees feel uncomfortable performing creatively (Yoon, Sung, & Choi, 2015). Given that 
creativity often happens by challenging the status quo and disrupting work processes approved by others, employees 
who continually propose creative thoughts can offer the feelings of being dissatisfied with their present job; thus, cause 
tension among members.  
 
 Meanwhile, Maier et al. (2013) underscored that successful implementation of creativity and innovation can be 
only done with management support because they have a particular role to play in encouraging it in the organization, in 
which they should open up communication between employees and other important people in the organization. They 
added that the aspects which are very important for proper development of creativity and innovation in the 
organization are the allocation of resources and equipment and adaptation of rules and regulation, as well as tolerance 
of mistakes made in the creativity and innovation process. 
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 The proponents of creativity and innovation like Bilal, Ahmad, and Majid (2018) argue that employees’ creativity is 
the seed which helps the tree of innovation to grow in an organization. These views may clearly indicate that creativity 
and innovation have a cause and effect relationship to enhance the overall productivity of the organization. The creative 
employees are the ones who do not only come up with new ideas, but also develop a concrete plan to implement these 
ideas and convert them into innovation. In support, as organizations face an additional challenge, Yesil and Kaya (2012) 
emphasized that the requirement to innovate often is rapid and has to have a strong success pace. The requirement puts 
pressure on organizations to explore methods to foster creative and innovative behavior. 
 
 The library needs to pursue innovation and creativity (Jantz, 2013) and perchance devise an approach to meet the 
demands of its parent institution. Otherwise, the library will likely be left behind. In addition, McKenna and Chauncey 
(2016) averred that libraries are challenged to rethink library spaces, the roles and skills of librarians and to embrace the 
need for radical change. Libraries are further challenged with opportunities to support cutting-edge pedagogies and 
assessments in agile and flexile ways with creative, innovative thinking, involving everyone in the library.  
 
 In the study of Ramalingan, Karim, Piaralal, and Singh (2015), creativity and innovation has become essential to 
any organization that wishes to sustain its competitive advantage in today’s world that has higher growth of new 
knowledge, ideas and accelerated rate of globalization. They also stressed that it is safe to say that building a 
knowledge-based organization that effectively depends on the degree of creative and innovative features will decide the 
organization’s long-term success and survival. Even though some organizations may have already attempted to 
encourage creativity and innovation by promoting human capital development, the extent may have been limited due to 
other influencing factors. 
 
 Further, another study has shown that the driver of the employees to become creative and innovative in 
organizations have become an important question. One of the most significant sources that an organization pays 
attention to is organizational culture that can generate and support an atmosphere in which innovation can thrive (Yesil 
& Kaya, 2012). As argued by Heye (2006), the 21st century information professional needs characteristics of creativity 
and innovation to remain relevant. On other hand, Ohuoha et al. (2015) asserted that the desire of librarians to keep up 
with the pace of growth and development calls for librarians to have innovative and creative skills. Innovation in 
librarianship is all about looking for new ways to improve library services. 
 
 The study conducted by Sheykhan and Saghaee (2011) has shown that there are some organizations which perceive 
innovation as a key driver for organizations’ success in an increasingly competitive global economy. If workers are 
expected to deliver innovation outcomes they must have the surroundings that will foster creativity. Furthermore, the 
authors found that creativity and innovation are two most important items to add value to any organization. A creative 
organization could compete with its rivals more strongly and it could pass economic crisis easier. Therefore, there is a 
need to set up a good environment to build better working conditions to help employees become more creative. Mathew 
(2010) also enunciated that creativity and innovation help the organization achieve its purpose and with the help of its 
leaders can become the norm of the organization. He also stressed that if an organization embraced creativity and 
innovation, it will provide the true source of competitive advantage for efficient organizations as organizations strive to 
produce and encourage creative thoughts while adopting technological changes. 
 
 Meanwhile, employees who considered the physical environment as a driver of engagement and a key component 
to creativity and innovation are those employees who planned to stay in the organization, while those employees who 
are planning to leave the organization were 25 percent less satisfied with their physical workplace (Blakey, 2015). As 
pointed out by Carine et al. (2015), employees should be equipped with knowledge, expertise and technical skills to 
enhance their innovation and hence boost performance in the organization. Creativity-relevant processes that include 
personality features that are conducive to autonomy, risk-taking and taking new viewpoints on issues as well as a 
disciplined job style and idea-generating abilities are critical in maintaining creativity. They also added that supervisors 
need to be supportive of the employees and give them the needed guidance for better performance. Motivated 
employees are more creative and perform better compared to those who are not. 
 
 Certainly, organizations need to have a culture and corresponding physical environment that consistently 
reinforces and spawns’ creativity and innovation (Blakey, 2015). The factors that contributed to creativity and 
innovation in the workplace include consistent sharing of ideas, mutual dependency, focus and authentic relationships. 
In this manner employees require flexibility, increased opportunity for face-to-face interactions, new tools and 
technology to promote creativity and innovation in the workplace (Kuske, 2013). He added that employees, who have 
the ability to access work remotely, are experiencing the effects of distributed work - increased isolation, freedom, less 
collaboration with teammates and hazy lines between work and play. 
  
 To illustrate this, contemporary libraries should be more creative and innovative to effectively deal with 
complexities of scholarly communication and manage information technology (Biranvand, Soheili, & Khasseh, 2015). 
They also stressed that librarians should be creative to increase the quantity and quality of services and to prepare the 
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conditions required to present creativity for them. The librarians should have excellent working conditions and 
favorable social environments that present the finest services instantly which are readily available to the customers. 
 
 Librarians in Imo State encountered problems in implementing innovation and creativity. This was due to the lack 
of funding to acquire technological facilities, the lack of ICT abilities for librarians, the lack of participation at 
conferences or workshops, unconducive working environment and lack of management interest in library services 
(Ohuoha et al., 2015). Despite all these, they strongly believed that innovation and creativity be acknowledged and 
motivated for the library’s success. While, Diala and Ude (2015) pointed out that adopting innovation in the 
organization can create unintended consequences such as diminished collaborative activities of employees and 
destruction of confidence in the workplace. 
 
 The concept of valuing innovation and creativity particularly for newly hired employees in the organizations most 
probably arises from the proposed library tradition of offering understanding with stability and structure along with the 
organizational culture that tradition represents (Germano, 2011). Adding an extra layer of complexity to adversity, 
changing libraries is the reality of strained budgets and decreased funding they are currently experiencing. Cash-
strapped libraries with reduced working budgets with potential layoffs inevitably face an extremely adverse type of 
change that makes them suspicious or even fear change. Atata et al. (2014) opined that libraries as platforms for 
innovation and creativity involve a continuous improvement for individuals, groups, customers and the entire library 
setup. It is a process which aims at continuous improvement. In an innovative and creative society, library services 
embedded in information communication technologies becomes the main source of professional success and capability. 
 
 The first domain of creativity and innovation is problem identification and information searching. Biranvand et al. 
(2015) postulated that library creativity can be explored from both inner and external elements. Internal elements 
monitoring given circumstances for displaying creation among library staff and external aspects, takes into account the 
creativity circumstances of library uses. It also deals with the inner elements of creativity because until librarians are 
creative, they are unable to generate and enhance creativity among their customers. The nature and quality of library 
service relies primarily on the operations of the library staff. In addition, librarians should be creative and provide the 
necessary circumstances for creativity to enhance the quality of services. 
 
 When employees are encouraged to lead themselves in defining problems, solving problems, making decisions 
and identifying opportunities and challenges both now and in the future, their creativity is encouraging (Ghosh, 2015). 
On the other hand, if employees are not encouraged to lead themselves in critical situations, then creativity is not 
encouraged. When employees are given the autonomy to try new ideas, take risks and seek new and different solutions 
to problems they will become passionate and driven to solve and find solutions to the problems (Germano, 2011). 
 
 The second domain of creativity and innovation is atmosphere for creativity and innovation. Maier et al. (2013) 
opined that the degree to which creativity and innovation are promoted within the organization is trust relationships. 
Having a high degree of trust between employees and managers makes people feel emotionally sage and this should 
lead to an atmosphere in which creativity and innovation can be developed. Baldwin (2013) claimed that the 
development of innovation in the organization requires a good environment. Taking Diala and Ude’s (2015) findings in 
which they highlighted that employee acts of resistance to innovation often manifested from the negative responses 
associated with poor perceptions of the effect of implemented innovation on an individual’s career or state of well-
being. The resistance to implementing innovation could affect an employee’s motivation and exacerbate an environment 
conducive to confrontation. 
 
 Innovation is the ability to apply new ideas that will enable employees to undertake activities differently (Ohuoha 
et al., 2015). With this, through individual initiatives, imagination, intuition and insight will be able to change things 
around or devise ways of doing things to accommodate whatever new situation may occur. On the other hand, 
creativity in librarianship is all about discovering new ways of carrying out library and information services. This points 
to the fact that the role of creativity in librarianship cannot be taken for granted. 
  
 The third domain of creativity and innovation is leader encouragement for creativity and innovation. An organizational 
environment that recognizes, appreciates and encourages creativity and innovation is a powerful reinforcement of 
leadership’s influence on employee’s creation and innovation (Moghimi, 2016). In organizations where leaders build 
transparent relations with followers, employees’ creativity and innovativeness can be stimulated when they perceive the 
extent to which these are encouraged and supported. He added that another source of support for innovative practices 
is cooperation and sharing among team members. For innovation and creativity to be materialized, it requires team 
members to share information and resources and assist each other in the development of new ideas and services. 
 
 Further, the library manager should be accountable for fostering creativity and innovation in the workplace. This 
involves accepting the liberty of staff for making decisions and being sure of the stimulating workplace (Biranvand et 
al., 2015). It is important to remember that the assistance provided to librarians and other library staff as underscored by 
Decker (2017) is in the form of workshops, seminars, mentorships, peer-to-peer learning opportunities and other formal 
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and informal training techniques. Information methods of learning such as discussion with colleagues are among some 
of the most effective methods of learning. In fact, transformational leaders let their subordinates think creatively, 
analyze their problems from several angles and look into new and fresh solutions for problems (Khalili, 2016). 
 
 To generate ideas and behavior that encourages innovation is important (Maier et al., 2013). These authors added 
that to exist in the organization, encouraging thoughts must be generated, action encouraged and methods of solving 
issues discovered. The presence of innovative behavior is affected by the work setting. In this work environment every 
conflict should be handled constructively to promote creativity and innovation. It is important for the employees to find 
themselves and promote the creativity and innovation and for this, better work methods need to be developed. 
 
 The fourth domain of creativity and innovation is empowerment. Evans and Lindsay (2014) stressed that 
empowerment merely means giving individuals the power to make choices on what they think is correct, to have 
control over their job, to learn risks, to learn errors and to encourage change. Also, successful employees must step out 
of their traditional positions and make choices earlier taken by their supervisor. Empowerment stood out on both 
employee constructs and workplace creativity and innovation. The fundamental logic is that if people are able to 
monitor their duties and workloads, they can think creatively about alternatives and thus innovative behavior. 
Similarly, empowering employees may make one feel that the confidence in leadership and the input value of people in 
the workplace is likely to have a beneficial effect on creative and innovate conduct among library employees (Gichohi, 
2014). 
 
 Many organizations have come to rely on employee empowerment strategy as a tool to motivate employees to 
become more productive, loyal to the organization and to be more innovative (Erturk, 2012). Employees with elevated 
psychological empowerment generally take a more proactive attitude to shaping and affecting their work environment. 
Empowerment is expected to be positively related to organizational innovation. Having a feeling of control over what to 
do and how to do one’s work would improve the ability of the individual for innovative behavior. In addition, 
Humborstad and Perry (2011) postulated that empowerment includes giving employees the autonomy to make choices 
about how they go about their daily operations.  
 
 In addition, when an employee has feelings of autonomy and empowerment, it is probable that these feelings will 
result in increased commitment to the organization (Seibert, Wang, & Courtright, 2011). Furthermore, employee 
empowerment has been associated with an increase in commitment as the employee would be reluctant to leave their 
work that is empowering, since the employee may view leaving the organization as sacrificing something of value. 
Accordingly, Hon and Lui (2016) averred that empowerment leads to independent motivation which they reported as 
having favorable connection with creativity. This is in the form of enhanced accountability, work, trust and task control. 
In the same light, the study of Moghimi (2016) revealed that employees with high levels of personal initiative tend to be 
more creative and innovative when leaders’ behaviors encourage creativity and innovation. This suggests that personal 
initiative, characterized by a self-starting, persistent and proactive attitude, enhances the impact of innovation – 
enhancing leadership behavior on creativity and innovation. 
 
Correlation between Measures 
 
 Few researches have been conducted by different authors to determine how organizational commitment, 
employee engagement and work environment link creativity and innovation of library personnel within an 
organization. 
 
 Results of the study conducted by Holagh, Noubar, and Bhador (2014) indicated that there is a meaningful positive 
relation between organizational commitment and creativity of employees. Taking the results of the study of Takaishi, 
Hasegawa, and Hasegawa (2016), organizational commitment, has been proven to enhance the innovative behavior of 
employees. The organization should encourage employees to identify with it and execute strategies that suggest, 
evaluate and reward employees’ innovative behavior. Hou, Gao, Wang, Li, and Yu (2011) emphasized the impact of 
organizational commitment on innovation of employees as a long-term organizational growth, so staff with a powerful 
psychological connection to organizations could demonstrate better creative output in line with the organization’s 
objectives. A committed individual in the organizations is someone who seeks to innovate, create and meet customer 
needs. 
 
 Meanwhile, the research conducted by Pedraza, Mesa, and Gaviria (2016) explained that employee engagement 
can affect creative conduct and plays a main role in the organizational operation and service delivery. Colgate (2010) 
stressed that there is a connection between employee engagement and innovation. Engaged staff are more creative and 
ready to accept innovative thoughts from others. Most organizations value creativity and employees who are allowed to 
be creative are more engaged with their current position. An organization’s culture can either promote or suppress 
innovation. This is confirmed by Gichohi’s research in 2014 that employee engagement plays a precursor role to foster 
creativity and innovation at the workplace. Employees who are emotionally attached to the organization are more likely 
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to create more effort to accomplish their job above and beyond their responsibility. It therefore leads to creative conduct 
among staff. 
 
 The finding of the research conducted by Dul and Ceylan (2011) stated that work environment enhances 
employees’ creativity. Szobiova (2015) also agreed that a healthy work environment has the capacity to impact 
innovation and creativity among the organization’s employees. This is in agreement with Awang, Sapie, Hussain, Ishak, 
and Yusof (2014) who stated that work environment has importance impact on the formation of innovative work 
conduct of employees within the organization. Thus, organizations strive to raise employees’ innovative work behavior 
to improve their performance and competiveness. Jamiu and Ndubuisi (2017) avowed that enabling work environment 
facilitated by the organizational culture is the most influential factor in developing and facilitating innovativeness of 
employees in an organization. However, Walter (2012) demonstrated that there is a correlation between work 
environment and the impediments for creativity. His research revealed that the main barriers were fear of risk taking, 
physical work environment, time pressure, autonomy or freedom and organizational impediments in the form of control 
and internal strife.  
 
Theoretical Framework 
 
 The study is anchored on two propositions and one theory. The link between organizational commitment and 
creativity and innovation is anchored on the proposition of Hou et al. (2011) declaring that employees who are highly 
committed in the organization promote creativity and innovation. A committed employee who demonstrates better 
creative and innovative output has the capacity and abilities to integrate resources into the workplace and is looking for 
ways to improve the organization’s activities and thus fulfill to organization’s mandate. Kumari and Afroz (2013) 
explained that a committed employee in the organization is someone who seeks to create, innovate and meet customers’ 
requirements and is working hard to improve the operations of the organization, thus fulfilling the organization’s 
mandate. 
 
 Furthermore, the link between employee engagement and creativity and innovation is anchored on the 
proposition of Rao (2016), that employee engagement positively impacts creativity and innovation of employees. To 
further enhance the creativity and innovation of employees, organizations should provide facilities and support 
employees to foster engagement among them and in return cultivate their creative and innovative behavior. He further 
stressed that employee engagement leads to innovative behavior when there is a collaboration among employees. The 
pronouncement of Rao is supported by Nawaz, Hassan, Hassan, Shukat, and Asadullah (2014), whose findings showed 
positive and supportive links between employee engagement and employee creativity. When employees are given 
training and empowerment, they feel that the organization is more concerned about them. When an organization gives 
consideration to their employees, the performance of employees improves. This sense of consideration leads the 
employees towards employee engagement which ultimately results in more creativity of employees.  
 
 Moreover, the link between work environment and creativity and innovation is based on the Componential 
Theory of creativity and innovation of Amabile (2012). The most important assumptions of this theory is that work 
environment affects creativity of employees by affecting aspects to creativity that are basic sources of organizational 
innovation. The theory defines three individual features that need to be present for creative production: intrinsic 
motivation, domain-relevant skills, and creative-relevant cognitive processes. Of these three, intrinsic motivation is 
regarded to be the individual pursuit of duties for its own sake, which is deemed critical to creative results. As both a 
persistent characteristic and state, intrinsic motivation generates the drive to continue with challenging tasks, which is 
believed to influence creativity and its impacts on intrinsic motivation. Domain-relevant skills refer to the knowledge 
needed to impact significant domain modifications, while creativity-relevant cognitive processes include divergent 
thinking capacity as well as decision-making style.  
 
 Further, supporting Amabile’s theory, Sternberg (2016) emphasized that six separate but interrelated resources are 
needed for creativity at least at the threshold: intellectual abilities, understanding, styles of thinking, personality, 
motivation and environment. In view of these factors, he also pointed out that creative contributors have alternatives 
and make intentional choices about how their creativity is expressed. In other words, although individual characteristics 
are one element of creative production, creative performers themselves will change or change their environments to suit 
requirements. For establishing a creative context, it is essential to acknowledge three things: creative output depends on 
supportive work environment; there are several contributing factors but keeping intrinsic motivation is essential to 
employee success; and creative actors are decision makers and will not stay in location when the first two criteria are not 
met. 
 
Conceptual Framework 
 
 Represented with oval shapes as shown in the model are the exogenous and endogenous variables or latent 
variables which are also known as the unobserved or unmeasured variables. On the other hand, observed or measured 
indicators are represented with rectangular shape. Through the use of SEM, the link of observed or the indicator of 
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variables with latent or the unobserved variables is the first stem in formal statistically valid procedure. The double 
head arrow represents the interrelationship between variables, while the single head arrow represents causal or direct 
relationship of latent endogenous variables, latent exogenous variable and measure variable. 
 
 The first exogenous variable is organizational commitment (Ajie et al., 2015) described in terms of the following 
indicators: Affective Commitment explains the employee’s emotional attachment to, identification with and 
participation in the organization; Continuance Commitment relates to commitment based on the expenses associated 
with leaving the organization by the employee; and Normative Commitment refers to the employee’s sense of duty to 
remain with the organization. 
 
 Consequently, the second exogenous variable is employee engagement (Li, 2016) described in terms of the 
following indicators: Vigor refers to the beneficial key effect of employees, which is characterized by the high level of 
positive energy and mental resilience while working, and a readiness to invest time and efforts in job duties; Dedication 
is a condition in which employees view their work as a meaningful and substantial activity; and Absorption pertains on 
the cognitive aspect where employees experience their job as comprehensive and something they are fully focused on,  
and it is hard to detach themselves from job. 
 
 Finally, the third exogenous variable is work environment according to Mayowa-Adebara and Aina (2016) 
described in terms of the following indicators: Work Pressure refers to the degree to which work environment is 
dominated by elevated work requirements and time pressure; Task Orientation means the degree to emphasize excellent 
planning, effectiveness and performance of the job; Supervisory Support refers to the extent to which management is 
supports employees and promotes employees to be support each another; and Physical Comfort is the extent to which 
the physical environment contributes to an enjoyable working environment.  
  
 The latent endogenous variable is creativity and innovation (Gichohi, 2014) described in terms of the following 
indicators: Problem Identification and Information Searching is an act in identifying and finding alternatives to a 
problem; Atmosphere for Creativity and Innovation is the setting that encourages employees to feel like expressing 
thoughts and experimenting with new items; Leader Encouragement for Creativity and Innovation is the extent to 
which a leader encourages employees to explore new areas for creative and innovative ideas; and Empowerment is a 
degree of autonomy and accountability for decision-making regarding the particular workloads, jobs and duties of 
employees. 
 
 The four hypothesized structural models of the study are illustrated in Figures 1 to 4. These models were explored 
to come up with the best fit model among the variables, namely: organizational commitment, employee engagement, 
work environment and creativity and innovation which would serve as basis for formulating and improving activities 
and policies for creativity and innovation of library personnel. 
 
 Hypothesized Structural Model 1 is the conceptual model showing the direct relationship of the latent exogenous 
variables towards the latent endogenous variable. 
 
 Hypothesized Structural Model 2 is a model showing the interrelationships between organizational commitment, 
employee engagement and work environment and their direct causal relationships towards creativity and innovation. 
 

 Hypothesized Structural Model 3 is a model showing direct causal relationship of organizational commitment, 
employee engagement, work environment and their direct effect to creativity and innovation. 
 
 Hypothesized Structural Model 4 is a model showing the direct causal link of the exogenous variables towards 
creativity and innovation and their relationship towards each other. 
 
Significance of the Study 
 
 This study hopes to shed light on the magnitude of knowledge about creativity and innovation through the 
perspective of the library personnel’s organizational commitment, employee engagement and work environment. 
Further, this study on creativity and innovation helps library personnel to fully understand their roles more specifically 
in the ways and manner library services are done in the library. Creativity and innovation are vital for the performance 
of library personnel and the success of any organization. Similarly, to develop in any organization, the creativity and the 
spirit of innovation, the function of a leader must be acknowledged because a leader can effectivity foster creativity and 
innovation by fostering a flourishing atmosphere conducive to creativity and innovation and developing friendly and 
inclusive working conditions for any of the employees in the organization. Furthermore, this study will open 
opportunities in understanding the global perspective of creativity and innovation, organizational commitment, 
employee engagement and work environment of library personnel in the global arena. 
  
 This study further expresses social importance of creativity and innovation of library personnel, especially in the 
manner they dispense library services. When the social structure of the school helps library personnel feel secure and 
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accepted, value and harness the richness of their ideas, it will develop innovative culture and create common systems of 
values which aims for creativity and innovation in the organization. At the same time, nurturing creative and innovative 
culture generates opportunities that would lead to enhance efficiency and discovery of alternative procedures that is 
more effective to enable library personnel improve their personal job performance. Certainly, library personnel who are 
creative and innovative will definitely produce sounder and more brilliant ideas for the improvement and development 
of the library, its service and satisfying the needs of library users in general.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 Furthermore, this study’s results would directly benefit the School Presidents or Administrators and provide them 
insights in formulating policies and strategies that would respond to library personnel’s needs and aspirations. Thus, 
the best fit model could be the basis in developing strategies and formulating polices towards development of library 
personnel’s creativity and innovation. Human Resource and Immediate Supervisor would help them determine on what 
programs and activities are needed to prioritize and to be implemented to stimulate creativity and innovation of library 
personnel and in the organization in general. Library Personnelwould help them determine how important creativity 
and innovation in their work as well as would give them an avenue to evaluate their performance and the way they deal 
with their work. Furthermore, the study may serve as a reference valuable means of information and a secondary source 
of data for the researchers who may undertake further investigation in this area.   
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Definition of Terms 
 
 The following terms were defined operationally to provide a clear understanding of the terms: 
 
 Organizational Commitment. In this study, these are the different dimensions of organizational commitment such 
as affective, continuance and normative commitments which help identify the attitude and behavior of library 
personnel.  
 
 Employee Engagement. As used in this study, it refers to the degree to which the library personnel are 
enthusiastic and fully involved in his or her work in the library that is characterized by their vigor, dedication and 
absorption. 
 
 Work Environment. As used in this study, it refers to the totality of forces, actions and other factors that could 
affect activities and performance of library personnel such as work pressure, tasks orientation, supervisory support and 
physical comfort. 
 
 Creativity and Innovation. In this study, it refers to the process and outcomes of attempts of library personnel to 
develop and introduce new ideas and innovative approaches to improve ways of doing things in the library as to 
problem identification and information search, atmosphere for creativity and innovation, leader encouragement for 
creativity and innovation and empowerment.  
 

II.   Method 
 

This section presents the research design, research locale, population and sample, research instruments, data 
collection, statistical tools of the data and the ethical consideration of the study. 
 
Research Design 
 

This study used the descriptive-correlation technique using Structural Equation Modeling (SEM). First, it utilized 
the descriptive correlational method. According to Rocina (2016), a descriptive study involves demonstrating the 
importance of facts and concentrating attention on the most significant items to be reported and in determining the 
relationship between two or more variables. In addition, correlation is used to determine the connection between two or 
more factors. Second, the study used structural equation modeling (Bagozzi & Yi, 2012) which aims to determine the 
relationship between the exogenous and endogenous variables through a series of statistical methods that determine 
proposal causal processes and or models concerning a particular phenomenon. It also provides more meaningful 
findings which explore the best fit model. 

 
SEM evaluates direct and indirect and the interrelationships among the determinant (independent) variables, all 

simultaneously. Moreover, SEM provides greater explanatory strength and comprehensiveness than the conventional 
bivariate and multi-regression analysis techniques (Hopper, Coughlan, & Mullen, 2008).  
 
Research Locale 
 

The study was conducted in the Davao Region, designated as Region XI, one of the regions in the Philippines 
situated on the Southern part of Mindanao. Formerly known as Southern Mindanao, Davao Region stands in Region XI 
as an administrative region. As shown in the vicinity map, it is circumscribed on the north of CARAGA region, on the 
east and south by the Philippine Sea, on the west by Bukidnoon and SOCSARGEN region. The Davao Region consists of 
five provinces, namely: Davao Oriental, Davao del Sur, Davao Occidental, Compostela Valley and Davao del Norte. 
Davao Region covers the Davao Gulf and its center of commerce is at Davao City which is pronunciation is derived from 
the Hispanic daba-daba - which means fire in Bagobo, and kalayo in the Cebuano dialect. 

 
The respondents of this investigation were the library personnel of the private schools in Davao Region from 

primary, secondary and higher education institutions. Survey questionnaires were administered in the said institutions. 
 
Population and Sample 
 
 The respondents of this study were 400 library personnel in Davao Region. This number was appropriate for the 
conduct of the study since the study measures and finds the best fit model for creativity and innovation of library 
personnel in Davao Region. Furthermore, this study applied a universal sampling in choosing the respondents. 
Universal sampling is a form of purposive sampling technique where the whole population that meets the requirements 
such as experience, specific skill set etc.  are included in the study being undertaken (Etikan, Musa, & Alkassim, 2016; 
Sharma, 2017). This method is used when the number of cases being researched and/or the size of the population 
having a specific set of features is relatively small. 
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Figure 5. The Philippine Map and the Research Locale 
 

 Certain qualifications of respondents were set by the researcher to qualify for the conduct of the study. The 
respondents of this study possessed the following characteristics: a librarian who works professionally in a library, who 
holds a bachelor’s and/or master’s degree in library science and a license, a library staff who are the non-library science 
degree holders working in the library that have been given a certain amount of special training regarding the operation 
of the library, and all must work at the private institutions. They were chosen as respondents because they were more 
capable in answering the survey questionnaire and would be able to provide the required data for the study.   
 
 Moreover, the library personnel in the public schools (e.g. primary and secondary schools), state and local colleges 
and universities as well as public library were not included in the study, instead they were the subjects for pilot testing. 
Furthermore, the library personnel involved in the study may opt not to continue with the study should they find the 
questions uncomfortable to answer. Thus, the respondents had the freedom to decide to terminate or withdraw before 
or during the conduct of the study. 
 
 In determining the 400 respondents in the study as appropriate for Structural Equation Model (SEM), the rule of 
the thumb was followed (Hoe, 2008) in which any number above 200 is understood to provide sufficient statistical 
power for data analysis. Oke, Ogunsami, and Ogunlana (2012) specified that SEM requires an appropriate sample size in 
order to produce reliable estimates. They further indicate that a sample size of between 300 and 400 should be 
appropriate for structural equation model. This is supported by Bacon (2001) who recommends a sample size of at least 
200 but not exceeding 400. However, Von Der Heidt and Scott (2007)pointed out that when the sample size exceeds 400 
to 500 participants, the SEM assessment becomes too delicate and almost any distinction is identified, making goodness-
of-fit measure show bad fit. It can thus be concluded that a minimum and maximum sample of 200 and 400 respectively, 
is needed for SEM research studies. Hence, the researcher of this study were considered 400 number of respondents to 
answer the survey questionnaire. 
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Research Instrument 
 
 Primary data were used to gather information about this study which consists of four questionnaires, namely: 
organizational commitment (Ajie, Soyemi, & Omotunde, 2015), employee engagement (Li, 2016), work environment 
(Mayowa-Adebara & Aina, 2016), and creativity and innovation (Gichohi, 2014). The survey questionnaires utilized in 
the conduct of the study was sourced from various related researches. Modification of the questionnaire was carried out 
to make the instrument more applicable to the current setting of the study. The draft was first shown to the researcher’s 
adviser for comments and suggestions, after which it was validated by six expert validators with an overall rating of 
4.47 or very good. After the validation, pilot testing was conducted. Cronbach alpha was used to check the reliability of 
the items in the questionnaire with the following measures: organizational commitment (0.709), employee engagement 
(0.835), work environment (0.823) and creativity and innovation (0.908). Cronbach’s alpha consistency coefficient 
customarily ranges between zero to one. However, there was no lower limit to the coefficient. The closer the Cronbach 
alpha coefficient is to one, the larger the internal constancy of the items in the scale (Ritter, 2010). On the other hand, the 
following are the rules of thumb in measuring the reliability of the questionnaire using Cronbach alpha: if the result is 
greater than or equal to 0.9 it is excellent; greater than or equal to 0.8 is good; greater than or equal to 0.7 is acceptable; 
greater than or equal to 0.6 is questionable; greater than or equal to 0.5 is poor and greater than or equal to 0.4 is 
unacceptable. 
 
 In evaluating the level of organizational commitment of library personnel, the 5 point Likert Scale below was used. 

 
Range of Mean Descriptive Level Interpretation 

4.20 - 5:00 Very High This means that the level of organization commitment is always 
observed. 

3.40 - 4.19 High  This means that the level of organization commitment is 
oftentimes observed. 

2.60 - 3.39 Moderate This means that the level of organization commitment is 
sometimes observed. 

1.80 - 2.59 Low This means that the level of organization commitment is rarely 
observed. 

1.00 - 1.79 Very Low This means that the level of organization commitment is not 
observed. 

 
 In determining the level of employee engagement, the 5-point Likert Scale below was used. 

 
Range of Mean Descriptive Level Interpretation 

4.20 - 5:00 Very High This means that the level of employee engagement is always 
observed. 

3.40 - 4.19 High  This means that the level of employee engagement is oftentimes 
observed. 

2.60 - 3.39 Moderate This means that the level of employee engagement is sometimes 
observed. 

1.80 - 2.59 Low This means that the level of employee engagement is rarely 
observed. 

1.00 - 1.79 Very Low This means that the level employee engagement is not 
observed. 

  
 In determining the level of work environment, the 5 point Likert Scale below was used. 
 

Range of Mean Descriptive Level Interpretation 

4.20 - 5:00 Very High This means that the level of work environment is always 
observed. 



www.theijbmt.com                          158|Page 

 

A Structural Equation Model on Creativity and Innovation of Library Personnel in Davao Region 

 

3.40 - 4.19 High  This means that the level of work  environment is oftentimes 
observed. 

2.60 - 3.39 Moderate This means that the level of work  environment is sometimes 
observed. 

1.80 - 2.59 Low 
This means that the level of work environment is rarely 
observed. 

1.00 - 1.79 Very Low 
This means that the level of work environment is not 
observed. 

  
 In assessing the level of creativity and innovation of library personnel, the 5 point Likert Scale below was used. 
 

Range of Mean Descriptive Level Interpretation 

4.20 - 5:00 Very High This means that the level of creativity and innovation is always 
observed. 

3.40 - 4.19 High  This means that the level of creativity and innovation is 
oftentimes observed. 

2.60 - 3.39 Moderate This means that the level of creativity and innovation is 
sometimes observed. 

1.80 - 2.59 Low This means that the level of creativity and innovation is rarely 
observed. 

1.00 - 1.79 Very Low This means that the level of creativity and innovation is not 
observed. 

 
Data Collection 
 
 Several procedures were performed in collecting the data. The researcher asked permission to conduct the study 
from the research adviser. A letter was sent to the respective private school heads duly noted by the Dean of 
Professional Schools, asking permission to conduct a survey to library personnel in Davao Region. The preliminary draft 
of conducted questionnaire was forwarded to the research adviser for possible correction and comments; afterward, the 
said questionnaire was forwarded to the panel of experts for reliability and validation. Upon approval, the researcher 
personally distributed and administered the research instrument to the respondents to ensure one hundred percent 
retrieval of the questionnaire. The researcher also asked the assistance of the library head or chief librarian in 
administering the survey questionnaires to the respondents as well as the retrieval of the filled-up questionnaires. 
 
 After retrieving all questionnaires, screening of the survey responses was performed to minimize the possible 
outliers during the analysis. Then, the researcher collated and tabulated the data taken from the respondents. After 
which, the responses were encoded using MS Excel based on the sequence of items presented in the questionnaire. 
Lastly, analysis and interpretation of data wherein results were done on the purpose of the study. 
 
Statistical Tools 
 
 The data gathered were classified, analyzed and interpreted using the following appropriate statistical tools. 
 
 Mean. This was used to measure the level of work environment, organizational commitment, employee 
engagement and creativity and innovation. 
 
 Pearson Product Moment Correlation (Pearson-r). This was utilized to determine the interrelationships between 
work environment, organizational commitment, employee engagement and creativity and innovation. 
 
 Structural Equation Modeling. This was used in order to explore the best fit model. In testing the factors, there is a 
need to carry out factor analysis on latent variables suggested a cut-off value of 0.50. The essence of the test was to 
ensure the elimination of attributes with low correlations with the attributes of other latent factors in the final structural 
equation mode. The cut-off value was affected by sample size but a range of 0.45 to 0.50 was deemed appropriate. 
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 In evaluating the goodness of best fit of the models, the following indices were computed and should meet the 
criteria: CMIN/DF should be 0<2 with a p-value >0.05; Tucker-Lewis should be >0.9; Comparative Fit Index (CFI) 
should be >0.9; Goodness of Fit Index (GFI) should be >0.9; Normative Fit Index (NFI) should be >0.9; and Root Mean 
Square Error of Approximation (RMSEA) should be <0.05 and P Close File (PCLOSE).  
 
Ethical Consideration 
 
 Ethics were observed in the conduct of the study. Before the floating of the questionnaire, the preliminaries of the 
study were sent for review to the University of Mindanao Ethics Review Committee to ensure that ethics was observed 
in the conduct of the study.  
 
 Voluntary Participation. The researcher ensured that none of the respondents were compelled to engage in this 

study; instead, it was based on their willingness to answer the survey questionnaire with regard to the study’s 
objectives. The participation of the respondents was completely voluntary and anonymous to protect their privacy and 
information was given whenever the respondents did not understand, before deciding whether to participate or not in 
the study. Direction in the questionnaire were clearly stated before administration of questionnaire so that respondents 
don’t have difficulty in answering the questions. 
 
 Privacy and Confidentiality.It is part of the acquisition of primary data that no names of the respondents or answers 
for that matter shall be divulge to anybody because it is strictly confidential and are used only for research purposes. To 
ensure protection of both parties, the name of the respondent did not appear anywhere and no one knew about the 
specific responses of the respondents except the researcher. Moreover, the identity of the respondents was not shown in 
any of the study’s chapter. It is very confidential that is why the researcher assigned a number to the responses, and 
only the researcher had the key to indicate which number belongs to which respondent. After extracting the data in 
questionnaires that the respondents had answered, it was disposed according to standard procedure of the ethics and 
review committee. 
 
 Informed Consent Process.The study had undergone the informed consent process applying the principle of respect 
for person who may solicit consent, how and when it was done. In this study, it was done in the form of letter asking 
permission from respective presidents and/or school administrator from different private schools in Davao Region to 
allow their library personnel as respondents in the study. And to ensure the smooth administration of questionnaires, 
the assistance of the library head is deemed necessary for official action and possible distribution of the same. 
 
 Recruitment.The recruitment process of this research was controlled by the head of institution since the researcher 

asked permission from them to conduct the study where the respondents are currently employed. It was also stated in 
the letter that only library personnel were considered as respondents in this study. In addition, the researcher was asked 
the assistance of the library head of each schools to assist in the administration of the study since they personally know 
their personnel. No other personnel were asked to assist the researcher in meeting the required number of respondents 
in the study. 
 
 Risks.The researcher thought that this study includes future risks and discomforts in which the probability and 
magnitude of possible harms implied by involvement in the research is not higher than those experienced by 
respondents in their daily lives. The research focused only on the respondents’ view; it is feasible that they may also 
experience discomfort when answering some of the survey questions. Just in case this happens, respondents may choose 
not to proceed and withdraw as a research participant. It is the researcher’s responsibility not only to safeguard 
respondents from the hazards of damaged connected with involvement it the study, but also to adhere to ethical norms.  
 
 Benefits. The results of the study were beneficial to the respondents because it would encourage them to start 
analyzing their own creative traits and discover the characteristics that make them a creative person. As such, it would 
stimulate their creative skills and innovative behavior in the workplace. The study would be helpful to the Presidents 
and/or Administrators of each school where the library personnel are currently employed through redesigning systems 
and processes that focused on the creation of atmosphere that inspires library personnel to think beyond their routine 
tasks and duties. With this kind of environment, library personnel would be engaged and committed to think outside of 
the box which generates excitement, passion and creativity. The researcher is optimistic that the findings of the study 
would spur creativity and innovation that would eventually result to high productivity and improve the library output 
of the respondents. 
 
 Plagiarism. The researcher assured that sources used were properly cited. The idea of the authors was paraphrased 

and synthesized properly to avoid any plagiarism throughout the whole study. This paper also underwent Turnitin 
process to guarantee that the paper was not plagiarized.  
 
 Fabrication. The researcher made it a point that information presented in the study was not fabricated; hence, all 

were properly cited to give credit to the authors. Other explanations expounded to support the authors are based on 
personal experience and real life situations and no misinterpretations of conclusions, findings and remarks created.  
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 Falsification. The researcher honestly declared that data or results presented in the study are accurate. There was no 

alteration or omission of the results to support claims and hypothesis in the study. Inappropriately manipulation of 
results or producing fakes data to fit a preferred hypothesis or alteration of data to make them appear more convincing 
is an ethical violation thus the researcher avoided it. Thereby, the researcher made certain that there was no 
exaggeration of explanations and misrepresentation in any manner presented.  
 
 Conflict of Interest. The researcher made sure that conflict of interest that may interfere with the exercise of 

professional discretion and impartial judgement in conducting the study were avoided. If in case a conflict exists, it must 
be managed effectively to maintain the integrity of research and public trust. Disclosure of such interest is required. 
Further efforts are needed to ensures that there is no trace of conflict of interest, financial or otherwise that could affect 
the results of the study. In addition, conflict of interest is strictly observed and avoided in the endeavor of the study. 
 
 Deceit. This study presented the true purpose of having a research; hence, there was no hiding as to the author’s 

identity and the nature of the study. Everything was done honestly, work dedicated towards the development of new 
knowledge. Misleading other people is an act of deception so it is highly discouraged. Thus, any form of deceit on the 
respondents is avoided to prevent potential harm. 
 
 Permission from Organization/Location. The researcher ensured the written permission from the schools in which the 

research was conducted or the location in which the data was collected and make sure that when getting written 
permission, the person to talk has the authority to give the permission sought and that the activities are organized in 
advance. In this study, the permission was addressed to School President and/or School Administrator. 
 
 Authorship. The author of this research was the one whose name appeared in this manuscript’s title page. In which 
he makes significant contributions to the design and acquisition of information or the evaluation and interpretation of 
information; drafts the article or reviews it critically for significant intellectual material and is liable for the final 
approval version to be published. In addition, he made an important contribution to the research and assumed 
responsibility for at least some of the manuscript’s material, including a review of the appropriate raw data; read and 
agreed to the manuscript prior to publishing and agreed to be named as an author. 

 
III.   Results and Discussions 

  
 Introduced in this section are the findings, results and discussions based on the responses of the respondents on 
the creativity and innovation of library personnel in Davao Region. The discussions begin with the level of 
organizational commitment, level of employee engagement, level of work environment, level of creativity and 
innovation; the correlation between organizational commitment and creativity and innovation, employee engagement 
and creativity and innovation, work environment and creativity and innovation. Lastly, the best fit model that predicts 
creativity and innovation. 
 
Level of Organizational Commitment of Library Personnel  
 
 Depicted in Table 1 is the level of organizational commitment of library personnel in the Davao Region. The data 
obtained an overall mean rating of 3.87 with a standard deviation of 0.587, described as high. This meant that the 
organizational commitment of library personnel understudy is oftentimes observed.  

 
 As indicated in the table, all indicators of organizational commitment were rated with a descriptive level of high 
but differed in their mean rating. These are continuance commitment which earned the lowest mean rating of 3.74: and 
affective commitment which obtained the highest mean rating of 4.03.  

 
 Moreover, the high level of organizational commitment is an indication that library personnel have the feeling of 
being part of the library, stay in the library as a matter of necessity, also believe that a person must always be loyal to his 
or her current employer as they were taught the value of loyalty.  
 
 This is an articulation of the pronouncement of Susanty et al. (2013) that employees are regarded as committed to 
an organization if they willingly continue their association with the organization and devote considerable effort in 
achieving organizational goals. In support, Ahmad et al. (2009) opined that committed employees can also be described 
as those who are highly involved with their organizations and like to remain in the organization. Bozlagan et al. (2010) 
also pronounced that employees are willing to give their personal contribution to the well-being of the organization. In 
addition, committed employees enjoy being in the organization and consequently this commitment means focusing on 
organizational goals and applying more effort and positive performance that leads these employees to display 
innovative behavior. Committed employees work diligently to promote the services of the organization and strive for 
ongoing enhancement (Mayowa-Adebara & Aina, 2016). 
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 Table 1 
Level of Organizational Commitment of Library Personnel in Davao Region 

Indicator SD Mean Descriptive Level 

Affective Commitment 0.632 4.03 High 
Continuance Commitment 0.721 3.74 High 
Normative Commitment 0.614 3.83 High 

Overall 0.587 3.87 High 

 
 

Level of Employee Engagement of Library Personnel  
 
 Displayed in Table 2 is the level of employee engagement of library personnel in Davao Region. It had an overall 
mean rating of 3.97 with a standard deviation of 0.527, described as high. This meant that the employee engagement of 
library personnel understudy is oftentimes observed. 
  
 It was noted in the data that the mean score of the indicators of employee engagement were as follows: vigor had 
the lowest mean rating of 3.90 or high; and dedication garnered the highest mean rating of 4.09 or high. 
 
 Meanwhile, the high level of employee engagement of library personnel is an indication that they are enthusiastic 
about their job, proud of the work that they do in the library, persevere even when things do not go well in their work 
and find their work full of meaning and purpose. 
 
 The result supports Yu (2013), who articulated that engaged employees experience activated positive affect such as 
feeling proud, inspired and enthusiastic. It has been verified that such active and positive feelings that result from 
engagement promote employee’s proactively at work, especially when employees perceive the situation as important 
and have control or influence over that situation. Kataria et al. (2013) also stated that organizations need more engaged 
employees who are vigorous, dedicated and absorbed by their job. Engaged employees are happily involved and 
experience their job as engaging and something to which they can devote their complete concentration. On the other 
hand, Meswantri and Ilyas (2018) affirmed that engaged employees are enthusiastic about their work, proud of the work 
they have accomplished and stay inspired and diligent without feeling threatened by the problems they face. 
 

Table 2 
Level of Employee Engagement of Library Personnel in Davao Region 

Indicator SD Mean Descriptive Level 

Vigor  0.546 3.90 High 
Dedication 0.594 4.09 High 
Absorption 0.570 3.91 High 

Overall 0.527 3.97 High 
 
Level of Work Environment of Library Personnel  
 
 Shown inTable 3 is the data for the level of work environment of library personnel in Davao Region. The data 
reflected an overall mean rating of 3.54 with a standard deviation of 0.458, described as high. This meant that the work 
environment library personnel understudy is oftentimes observed. 

 
 It could be gleaned from the table that the mean rating of each indicator of work environment are as follows: 
physical comfort earned the lowest mean rating of 2.99 or moderate; and task orientation obtained the highest mean rating of 
3.81 or high.  
 
 The high level of work environment of library personnel suggests that their supervisor always checks on them to 
discuss future work goals as well as giving them full credit for ideas they contributed, details of assigned jobs are 
explained and they pay a lot of attention on getting the work done.  
 
 The result is congruent with the study of Umamaheswari and Krishnan (2016) that organizations who provide 
employee-friendly work environment create a good sense of trust among employees because they feel that the 
organization cares about them and this will become a factor considerably related to their commitment. Orji and 
Enyiamaka (2017) averred that quality work environment allows employees to put their best effort to achieve the aim 
and objective of the organization. With this kind of environment, employees feel at ease and appreciated. However, 
when employees’ experience poor quality work environment, it makes them less committed to their jobs which end up 
with work-related issues such as absenteeism, tardiness, high turnover and negligence of duties.  
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  Table 3 
Level of Work Environment of Library Personnel in Davao Region 

Indicator SD Mean Descriptive Level 

Work Pressure 0.668 3.63 High 
Task Orientation 0.534 3.81 High 
Supervisory Support 0.598 3.71 High 
Physical Comfort 0.642 2.99 Moderate 

Overall 0.458 3.54 High 
 
 
Creativity and Innovation of Library Personnel  
 
 Divulged in Table 4 is the level of creativity and innovation of library personnel in Davao Region. The data 
indicated an overall mean rating of 3.94 with a standard deviation of 0.467, described as high. This meant that creativity 
and innovation of library personnel understudy is oftentimes observed. 

 
 It could be examined from the data that the mean rating of the indicators of creativity and innovation are as 
follows: empowerment got the lowest mean rating of 3.83 or high; and leader encouragement for creativity and innovation 
obtained the highest mean rating of 3.99 or high. 

 
 The high level of creativity and innovation is a manifestation that library personnel have a supervisor who 
respects, emphasizes and reinforces new ideas, rewards and recognizes employees who are creative and innovative, 
encourages progress and development in career and profession, try to come up with ways of solving problems and have 
the freedom to come up with new and practical ideas.  
 
 The outcome of the study is in consonance with the proposition of Maier et al. (2013) who underscored that 
successful implementation of creativity and innovation can only be done with management support because of the 
latter’s specific role in promoting creativity and innovation in the organization. Creativity flourishes when organizations 
allow their employees to enter a space of creative freedom, a freedom needed for innovation and creativity to thrive 
(Blakey, 2015). In addition, Ukachi and Onuoha (2015) stressed that improvement of professional knowledge and 
competence are necessary for creativity and innovation and to cope with the rapid and numerous changes taking place 
in the library. 
 
 Table 4 

Creativity and Innovation of Library Personnel in Davao Region 

Indicator SD Mean Descriptive Level 

Problem Identification and Information Searching 0.507 3.97 High 
Atmosphere for Creativity and Innovation 0.498 3.95 High 
Leader Encouragement for Creativity and 
Innovation 

0.582 3.99 High 

Empowerment 0.528 3.83 High 
Overall 0.467 3.94 High 

 
 
Correlations between Organizational Commitment and Creativity and Innovation 
  
 Exhibited in Table 5 is the data results of correlations between organizational commitment and creativity and 
innovation of library personnel in Davao Region with an overall computed r-value of 0.460 (p˂0.05); hence, significant. 
The null hypothesis that there is no significant relationship between organizational commitment and creativity and 
innovation was rejected. The finding signified that as organizational commitment increases there is also a corresponding 
increase in the creativity and innovation of library personnel understudy. 
 
 Moreover, when each of the indicators of organizational commitment were correlated with specific indicator of 
creativity and innovation, the obtained overall r-values ranged from 0.356 to 0.458 all with p˂0.05; hence, all significant. 
The variable relationship test shows an important connection between organizational commitment and creativity and 
innovation, leading to the rejection of null hypothesis. This means that there is an association between organizational 
commitment and creativity and innovation.  
 
 This finding is supported by Hou et al. (2011) who disclosed that employees with high organizational commitment 
show strong influence on creativity, because they would be more skilled in integrating resources with the organization’s 
goal. In the same token, Kumari and Afroz (2013) unveiled that a committed person is someone who is innovative, 
creative and able to satisfy customer needs and is also looking for ways to improve the operations and services of the 
organization. 
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 This claim is aligned with the study of Hakimian et al. (2016), which explains organizations need to be innovative 
to compete with their competitors and they need committed employees to stay in the organization with appropriate 
performance and innovation. Committed employees enjoy being in the organization and consequently this commitment 
means focusing on organizational goals and applying more effort and positive performance that leads these employees 
to display innovative behavior. Committed employees work diligently to promote the services of the organization and 
strive for ongoing enhancement (Mayowa-Adebara & Aina, 2016).  
 
 Table 5 
 Correlations between Organizational Commitment and Creativity and Innovation 

Organizational 
Commitment  

Creativity and Innovation 

Overall  

Problem 
Identification 

and 
Information 
Searching 

Atmosphere 
for Creativity 

and 
Innovation 

Leader 
Encouragement 

for Creativity and 
Innovation 

Empowerment 

Affective 
Commitment 

0.345* 
(0.000) 

0.420* 
(0.000) 

0.340* 
(0.000) 

0.411* 
(0.000) 

0.428* 
(0.000) 

Continuance 
Commitment 

0.318* 
(0.000) 

0.356* 
(0.000) 

0.287* 
(0.000) 

0.392* 
(0.000) 

0.382* 
(0.000) 

Normative 
Commitment 

0.340* 
(0.000) 

0.419* 
(0.000) 

0.334* 
(0.000) 

0.431* 
(0.000) 

0.430* 
(0.000) 

Overall  
0.373* 
(0.000) 

0.442* 
(0.000) 

0.356* 
(0.000) 

0.458* 
(0.000) 

0.460* 
(0.000) 

 
Correlation between Employee Engagement and Creativity and Innovation 
 
 Depicted in Table 6 is the data results of correlations between employee engagement and creativity and innovation 
of library personnel in Davao Region with an overall computed r-value of 0.520 (p˂0.05); hence, significant. The null 
hypothesis was rejected and this implied that there is a significant relationship between employee engagement and 
creativity and innovation. The finding signified that for every increase of employee engagement there is an increase in 
the creativity and innovation of library personnel understudy. 
 
 Additionally, each indicator of work environment, when correlated with a specific indictor of creativity and 
innovation, the obtained overall r-values ranged from 0.346 to 0.437 all with p˂0.05; hence, all significant.The test of 
relationship between variables reveals a significant positive relationship between employee engagement and creativity 
and innovation which leads to rejecting the null hypothesis of the study. This signifies that employee engagement is 
correlated with creativity and innovation. 
 
 The finding is congruent with the research work of Rao (2016) who pointed out that employee engagement leads to 
innovative behavior when employees collaborate with other employees. Engagement and innovation reinforces each 
other. An engaged staff are more likely to be innovative and an innovative organization is more likely to motivate and 
engage its employees. Pedraza, Mesa, and Gaviria (2016) also stressed that employee engagement highly influence the 
innovative behavior of employees in the organization. As such, employee engagement has a key role in the operation of 
organization especially in designing tasks, elaboration and implementation of service. While, Osborne and Hammoud 
(2017) indicated that leaders of organizations that fully support employees promotes continuous learning and are 
transparent in their decision-making which have a greater impact on the increased level of employee engagement. 
Dedicated and meaningful work enables employees to realize how valuable they are within the organization and makes 
them engaged.The significant relationship between employee engagement and creativity and innovation was also 
reinforced by Gichohi’s study in 2014 who enunciated that employee engagement assumes a critical precursor role to 
creativity and innovation at the workplace. When employees have an emotional attachment to the organization, they are 
more likely to exert more effort to accomplish their job above and beyond their responsibility, leading to creative 
behavior among staff. To nurture empowering atmosphere, there is a need to challenge work processes, environment, 
systems and patterns of thinking in the library set-up. 
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Table 6 
 Correlations between Employee Engagement and Creativity and Innovation 

Employee 
Engagement 

Creativity and Innovation 

Overall  

Problem 
Identification 

and 
Information 
Searching 

Atmosphere 
for Creativity 

and 
Innovation 

Leader 
Encouragement for 

Creativity and 
Innovation 

Empowerment 

Vigor 0.441* 
(0.000) 

0.445* 
(0.000) 

0.381* 
(0.000) 

0.419* 
(0.000) 

0.476* 
(0.000) 

Dedication 0.479* 
(0.000) 

0.492* 
(0.000) 

0.410* 
(0.000) 

0.429* 
(0.000) 

0.511* 
(0.000) 

Absorption 0.408* 
(0.000) 

0.428* 
(0.000) 

0.354* 
(0.000) 

0.423* 
(0.000) 

0.455* 
(0.000) 

Overall  
0.479* 
(0.000) 

0.493* 
(0.000) 

0.413* 
(0.000) 

0.458* 
(0.000) 

0.520* 
(0.000) 

 
 
Correlations between Work Environment and Creativity and Innovation 
 
 Disclosed in Table 7 is the data results of correlations between work environment and creativity and innovation of 
library personnel in Davao Region with an overall computed r-value of 0.439 (p˂0.05) hence significant. The null 
hypothesis was rejected; hence, there is a significant relationship between work environment and creativity and 
innovation of library personnel. The finding signified that in every increase of work environment increases the creativity 
and innovation of library personnel understudy. 
 
 Further, when each of the indicators of work environment were correlated with all the indicators of creativity and 
innovation, the overall r-values ranged from 0.346 to 0.437 all with p˂0.05; hence, all significant.The test of relationship 
between variables reveals a significant positive relationship between work environment and creativity and innovation 
which leads to the rejection of null hypothesis of the study. This implies that work environment is linked with creativity 
and innovation.  
 
 The finding is aligned with the study conducted by Awang et al. (2014) that work environment has a significant 
influence on the formation of innovative work behavior of employees in the organization. An organization strives to 
raise their employees’ innovative work behavior to improve performance and competiveness. Jamiu and Ndubuisi 
(2014) avowed that an enabling work environment, facilitated by the organizational culture, is the most influential factor 
in developing and facilitating innovativeness of employees in the organization. Also this is in agreement with Dul and 
Ceylan’s (2011) study, which speaks of work environment which enhances employees’ creativity. In addition, the 
significant relationship between work environment and creativity and innovation was also strengthened by Szobiova 
(2015) who pronounced that a healthy work environment has the ability to influence innovation and creativity among 
employees in the organization. On the other hand, Walter’s (2012) study demonstrated that there is a correlation 
between work environment and the impediments for creativity in the workplace. His research further revealed that the 
main barriers were fear of risk taking, physical work environment, time pressure, autonomy or freedom and 
organizational impediments in the form of control and internal conflict between employees.  
 
 
 
 
 
 
 
 
 
 
 
 
 



www.theijbmt.com                          165|Page 

 

A Structural Equation Model on Creativity and Innovation of Library Personnel in Davao Region 

 

 Table 7 
 Correlations between Work Environment and Creativity and Innovation 

Work 
Environment 

Creativity and Innovation 

Overall  

Problem 
Identification 

and 
Information 
Searching 

Atmosphere 
for Creativity 

and 
Innovation 

Leader 
Encouragement 

for Creativity 
and Innovation 

Empowerment 

Work Pressure 0.331* 
(0.000) 

0.252* 
(0.000) 

0.220* 
(0.000) 

0.240* 
(0.000) 

0.294* 
(0.000) 

Task 
Orientation 

0.436* 
(0.000) 

0.357* 
(0.000) 

0.306* 
(0.000) 

0.367* 
(0.000) 

0.413* 
(0.000) 

Supervisory 
Support 

0.412* 
(0.000) 

0.404* 
(0.000) 

0.373* 
(0.000) 

0.366* 
(0.000) 

0.439* 
(0.000) 

Physical 
Comfort 

0.155* 
(0.000) 

0.185* 
(0.000) 

0.157* 
(0.002) 

0.184* 
(0.000) 

0.193* 
(0.000) 

Overall  
0.437* 
(0.000) 

0.393* 
(0.000) 

0.346* 
(0.000) 

0.379* 
(0.000) 

0.439* 
(0.000) 

 
 
The Best Fit Model that Predicts Creativity and Innovation 
 
 The analysis on the interrelationships among organizational commitment, employee engagement and work 
environment towards the creativity and innovation of library personnel in the Davao Region consisted of four models. 
Each model was tested to achieve the best fit model of creativity and innovation. The models have a framework that 
could be decomposed into two sub-models which are the measurement model and the structural model. The 
measurement model represents the measure loads on each factor to their latent constructs while the structural model 
defines relations among the latent variables. In addition, the assessment of fit was used as point of reference for 
accepting and rejecting the model. The findings established that the model were manifests the importance of 
organizational commitment, employee engagement and work environment as predictors of creativity and innovation. 
Organizational commitment, employee engagement and work environment are essential components of creativity and 
innovation of library personnel which splurge and flourish their creative skills and innovative behavior in the library. 
  
 Hypothesized Model 4 satisfied the criteria for the best fit model, the model apparently showed the importance 
that one out of the three factors of organizational commitment, two out of three factors of employee engagement and 
two out of four factors of work environment have strong interconnectedness with each other. Organizational 
commitment has a direct association with employee engagement, work environment and creativity and innovation. The 
best fit model shows that all tested variables are linked to each other. 
 
 The best fit model on creativity and innovation suggests that creativity and innovation of library personnel is best 
anchored on organizational commitment which is defined by affective commitment, and supported by employee 
engagement which is measured by vigor and dedication, and reinforced by work environment which is grounded on 
work pressure and physical comfort. 
 
 The generated best fit model on creativity and innovation conforms with the idea of Hou et al. (2011) stressing that 
a committed employee who shows better creative and innovative performance has the capacities and skills to integrate 
resources in the workplace and looks for ways to improve the operations of the organization, thus meeting its mandate. 
Rao (2016) articulates that to further enhance the creativity and innovation of employees, the organization should 
provide facilities and support employees to foster engagement among them and in return cultivate their creative and 
innovative behavior. Lastly, Amabile’s (2012) componential theory which identifies three individual characteristics that 
must be present for creative output: intrinsic motivation, domain-relevant skills, and creative-relevant cognitive 
processes is also supported by this study’s findings. Of these three, intrinsic motivation is considered to be the 
individual pursuit of tasks for its own sake which is considered critical to creative performance. 
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Figure 6. Structural Model 4 in Standard Solution 
 
 

 The generated structural Model 4 in standardized solution is shown in Figure 6. Results denoted that the latent 
variables organizational commitment represented by the measured variable affective commitment; employee 
engagement represented by the measured variables vigor and dedication; and work environment represented by the 
measured variables work pressure and physical comfort influenced the latent variable creativity and innovation. 
 
 The model undoubtedly illustrates the importance of organizational commitment, employee engagement and work 
environment as predictors of creativity and innovation. However, it could be gathered from the model that out of three 
indicators of organizational commitment, only one remained as a significant predictor of creativity and innovation, 
affective commitment.  For employee engagement, only two out of three indicators were found to effect creativity and 
innovation namely: vigor and dedication. For work environment, out of four indicators, only two were found 
significant, to wit: work pressure and physical comfort. On the part of creativity and innovation, only two out of four 
indicators remained to be measured, problem identification and information searching and for creativity and 
innovation, leader encouragement. 
 
 Thus, the findings suggest that creativity and innovation was best anchored on organizational commitment which 
was measured in terms of affective commitment; employee engagement which was measured in terms of vigor and 
dedication; and work environment which was measured in terms of work pressure and physical comfort.  
 
 The goodness of fit indices for Structured Model 4 presented in Figure 6 depicts the interrelationship of the 
following: organizational commitment, employee engagement and work environment towards creativity and 
innovation. It could be gleaned from the Table 8 that all indices of Model 4 were consistently fall within acceptable 
ranges. Chi-Square/Degrees of Freedom (CMIN/DF) is 1.383; p-value is 0.189; Root Mean Square of Error 
Approximation (RMSEA) is 0.031; P-close is 0.760; Normed Fit Index (NFI) is 0.987; Tucker-Lewis Index (TLI) is 0.991; 
Comparative Fit Index (CFI) is 0.996 and Goodness of Fit Index (GFI) is 0.991. The result of the goodness of fit of Model 
4 is highly acceptable since all indices had met the set criterion against the obtained model fit value. These indices 
satisfied the requirement of the goodness of fit measures. Moreover, this is an indication that generated Model 4 is a 
very good fit model.  
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Table 8 
Summary of Goodness of Fit Measures of Structural Model 4 

 
Model 

 

CMIN/DF 
 

0<value>2 

P-Value 
> .05 

NFI 
 

> .95 

TLI 
 

> .95 

CFI 
 

> .95 

GFI 
 

> .95 

RMSEA 
 

< .05 

P-Close 
> .05 

1 6.565 0.000 0.870 0.857 0.887 0.846 0.118 0.000 

2 2.416 0.000 0.961 0.967 0.976 0.959 0.060 0.143 

3 1.949 0.005 0.971 0.977 0.986 0.976 0.049 0.506 

4 1.389 0.189 0.987 0.991 0.996 0.991 0.031 0.760 

Legend: CMIN/DF - Chi-Square/Degrees of Freedom  GFI  - Goodness of Fit Index 
 NFI   - Normed Fit Index    RMSEA  - Root Means Square of Error Approximation 
 TLI   - Tucker-Lewis Index    P-close  - P of Close Fit 

CFI  - Comparative Fit Index    P-value  - Probability Level 
 

 
V.   Conclusion 

 
 In the light of the findings of the study, the following conclusions are drawn.  
 
 Results reveal high levels of organizational commitment, employee engagement, work environment and creativity 
and innovation, signifying that these variables are oftentimes observed by library personnel. On the other hand, there 
are significant relationships between organizational commitment and creativity and innovation, employee engagement 
and creativity and innovation, and work environment and creativity and innovation. Furthermore, of the four explored 
structural models, only generated Model 4 has the indices that consistently indicated an outstanding fit to the data, 
therefore, it is identified as the best fit structural model.  
  
 The null hypothesis stating that there is no model that best fits the creativity and innovation of library personnel in 
Davao region was rejected. This supports the propositions of Hou et al. (2011) which declared that employees who are 
highly committed in the organization, promotes creativity and innovation and Nawaz et al. (2014) whose findings 
showed positive and supportive links between employee engagement and creativity. in addition, the componential 
theory (Amabile, 2012) which emphasized that work environment affects creativity of employees which are the basic 
sources of organizational innovation.  
 

VI.   Recommendations 
 

 Based on the results of the study, the following recommendations are made. The high level of organizational 
commitment, employee engagement, work environment and creativity and innovation of library personnel suggest that 
there is still opportunity to improve by raising these to a very high level. This can be achieved by creating and 
encouraging good working environments that promote and empower library personnel to display engaged, creative and 
innovative conduct that will enable library personnel to be more involved at work and assist them to become more 
productive in the library. 
 
 The significant relationship of the three variables: organizational commitment, employee engagement and work 
environment with creativity and innovation signifies that these variables may become the priority of library personnel 
because the higher the level of these variables, the higher the level of creativity and innovation. This can be done by 
harnessing the potential library personnel through continuing professional development and exposure to seminars and 
trainings with the aim of improving his or her profession to become a versatile and competitive professional in response 
to the demands of embracing creativity and innovation in the library. 
 
 The best fit model shows organizational commitment, employee engagement and work environment as the strong 
predictors of creativity and innovation. This can be achieved through the full support of the school administrators in 
revisiting school policies that would generate a healthy work atmosphere, encourage and maintain a higher level of 
commitment and engagement of library personnel, to enrich their creative abilities and innovative behavior. The human 
resource and the immediate supervisor may restructure existing activities and programs that will assist and motivate 
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library personnel to become effective and productive. They may always be the driving force to boost the desire of the 
library personnel to stay and remain faithful to the organization. 
 
 Similar studies may be conducted to determine the strongest predictors of creativity and innovation for other 
groups and dimensions, including indicators which do not show significance in the best fit model. 
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