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ABSTRACT

This study adopted the survey research design. The aim was to establish the
extent to which the information needs of secondary school teachers in Kogi
Sate, Nigeria was met by the Kogi Sate Teaching Service Commission (TSC).
The population of the study comprises 4890 teachers of Kogi Sate Teaching
Service Commission (TSC). Structured questionnaire was used to collect data
from a sample of 400 respondents. Data were subjected to frequency count,
percentage, mean and standard deviation. For the inferential analysis, t-test
was used. Resultsfound infor mation received in four of thefive areasof information
needs as adequate (employment situation in TSC, task, job performance and
benefits). Only information onin-servicetraining fell short of the 2.5 mean decision
point for acceptance. Also, information expected by the teachers was above the
2.5 mean decision point (employment in TSC with a mean of 3.17; task3.35;
performance 3.32; in-service training 3.10 and benefits 3.24). Analysis of t-test
shows significant differences between information received and information
expectedin all thefive variablesinvestigated. The study observed a wide disparity
between information received and expected in all the five areas of needs, resulting
in information underload. However, it is recommended among other things that
management should provide adequate information to the teachers for optimum
performance and high morale.
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INTRODUCTION
Effective employee communicationin an organisationinvol vesgiving and getting accurate,
adequate and timely messages. Asorganizationsgrow in sizeand popul ation, the needsfor
relevant information to al employeesfor effective performance becomesstronger. Indeed,
unclear and inadequate organi zational information can make acomplex ideaor process
completely unintelligible. Many organizationsrecognizethe need for accurate and adequate
information and thus encourage their employeesto shareinformation on customersand
products so that they can present uniformed image about their organizational activities
(Downsand Adrian, 2004). Moreover, studies show that employeesidentify morewith
the organization when they fed connected to co-workersand receivereevant information
about their organization (Donavaand Hocutt, 2001). Information adequacy istherefore, a
necessary ingredient for effective organizational performance. |nformation adequacy,
according to Salem (2004) isconcerned with the extent to which organizational members
received relevant information to do their variousjobs. Inaperiod of organizational change,
for instance, theimportance of effective communication can hardly be oversiressed. This
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isbecause communicationisvita to effectiveimplementation of change. AsElving and
Hansma (2008) have explained that poorly managed change communication resultsin
rumoursand resistant to change. Moreover, whenever employeesare deprived of adequate
information to dotheir jobs, according to Folarin (2000), it resultsininformation underl oad.
I nformation underload occurswhen the messageflow that reachesan individua or higher-
level system for processing does not get all the facts required to facilitate efficient
performance of itsrolein the organisation (Folarin, 2000). For effective organizational
performance, information must begiveninal areasor aspectsof employeesresponghilities.
Goldhaber (1993) identifiesthreetypesof information needed by employeesto carry out
their respongbilities; they includetask, human and maintenanceinformeation. Salem (2004)
providesaworking definition of each need as(i) task or job related information, (ii) human
or personnel information, and (iii) maintenance or organizationa information.

Task or job related information refersto information needed to meet day to day
responsi bilities, examplesincludeinformation about job goals, how to actually perform
job, and the quality and quantity of work expected. Human or personnel information
referstoinformation needed to meet individua needs; exampleincludeinformation about
the chancesfor bonusesor promotions, opportunitiesfor in-servicetraining about persona
benefits, and about evaluation of an individual work. Maintenance or organi zational
information referstoinformation needed to sustain thefunctioning of aunit or theentire
organization; examplesincludeinformation about the successor failureof the organisation
or unit, lineof responsibilitiesand information about how organizational decisionsare
madethat might affect the personsjob.

Information underload has contributed to many strikes by workersin Nigeria
(Folarin, 2000), aphenomenon, Goldhaber (1993) believes could affect employeesmorade
negatively. Abraham Mad ow'stheory of needsand Hei zberg theory of motivation provide
thetheoretical orientation for the study. Maslow theory seeksto explain why and how
peoplebehave the way they do and seeks ways of motivating them for the purpose of
raising their morale so as to achieve organizational objectives. Human needs, according
tothetheory, areinfive categories; Physiological needs, Safety needs, Social needs,
Esteemn needs and Self-actualization needsin order of importance. Madow inthetheory
sees man as a perpetual wanting creature dominated by the desire to satisfy so many
needs. Heisof theview that asatisfied need losesits power to motivate until it becomes
activated. Heexplainsthat asubstantialy satisfied need can nolonger motivateanindividud
but those needsthat areyet to be met.

Inpractical life, employeesinformation needsvary according to their tenureand
levelsonthe organizationa hierarchy. A new employeg'sinformation needswill belimited
to proceduresor guideineson how to carry out hisjob satisfactorily. Later in hiscareer, he
will seek information on how to progresswithin the career ladder, whereas an employee
onthevergeof retirement will seek information on how hecan easily processhisbenefits
without any lossof time. Wherever theseneedsare not met, accordingto Mad ow, frustration
ensues. Inthe samevein, Heizberg theory of motivation, ascitedin McNamara (2004),
identifiestwo dimens onsof employee'sjob satisfaction; themotivator and hygieneissues.
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Hygieneissues, according to Heizberg, cannot motivateemployeesbut canminimize
dissatisfaction if handled properly. Hefurther arguesthat hygieneissuescan beasource of
dissatisfaction if they are absent or mishandled. Examplesof Heizberg'shygieneissues
include, company policies, supervision, salary, interpersonal relations and working
conditions. Motivatorson theother hand, areissues such asachievement, recognition, the
work itself, responsibility and achievement. He asserts that once hygieneissues are
addressed, motivatorswill producejob satisfaction. Indeed, every worker would desire
information on the motivators. For example, an employee at the middle level of the
organization hierarchy will seek information on how he can grow with the organization
through training and perhapsre-training, if hehasnot met the academic requirement torise
to thetop of hiscareer. Thedesirefor in-servicetraining programme and how he can
benefit will overwhelm hisneeds. Smilarly, awel | performing employeewould normally
want to be acknowledged for any outstanding performancein the servicesof hisemployer.
Wherethese needsare denied, frustration setin.

Communication and job satisfactionimply that employeesmust havetheinformation
necessary to do their jobsif they areto perform their roles adequately (Kahn,1993;
Goldhaber, 1993). For empl oyeesto progressin organizations, as noted by Goldhaber
(1993), they need to know about thetotal system and how they fit into the broader system
objectives. Communication rel ati onshipsareimportant predi ctorsof employeecommitment
(Goldhaber, 1993). Top management communication appears to be the strongest
communication predictorsof commitment. Putti et al, ascited in Ford, Carrol and Wade
(2003) explain that top management activitiesby way of communi cating organizational
policiesand promoting ashared value system, areimportant commitment enhancing
mechanism. Postmes, Tanisand Dewith (2001) al so find that managerial communication
hel p define what the organi zation standsfor thereby making it easier for employeesto
identify with organization. Ray and Miller (1991) observethat supportive communication
from supervisorsand co-workers predi cted job sati sfaction among teachersby reducing
thelevel of roleambiguity experienced by theteachers. Again, Mudler and Lee(2002), in
adiudy of communication exchangein multiplecontexts, find high-qudity informationamong
fellow workersasrelating to job satisfaction, low role conflict and ambiguity.

Oneof the problems associated with the declining quality of educationin Nigeria
hasbeen attributed to inadequate provision of relevant information to employees, especidly
secondary school teachers, by their employers. In Kogi State, for example, many man
hoursarelost onyearly basis, to teachers due to inadequate communication. Indeed,
whilemany studiesfind inadequateinformation asreasonsfor most strikesor unrestinthe
work place, not much effort hasbeen madein identifying the specific areas of needsthat is
asourceof industrial acrimony. Thisstudy is, therefore, designed to bridgethemissing link
using Goldhaber (1993) and Salem (2004) typesof information needs. Specifically, this
Study aimed at examining theextent towhich theinformation needsof Kogi State secondary
school teacherswere met by the Teaching Service Commission, an arm of theKogi State
Ministry of Education. Consequently, two research questionswereformulated to provide
directionfor thestudy:
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I. Towhat extent isthe Kogi State Secondary School teachers satisfied with the
information received on employment Situationin TSC, task, job performance, in-
servicetraining programmeand benefits?

. Isthereany significant difference between theinformeation received and information
expected by theteacherson employment situationin TSC, task, performance, in-
servicetraining programmeand benefits?

METHOD

The descriptive survey research design was adopted for thisstudy with questionnaire as
theinstrument for datacollection. The population consisted of dl practisingteachersinthe
servicesof Kogi State Teaching Service Commission (TSC), an arm of the Ministry of
Education. Out of the 4890 teachers on the payroll of the commission at thetime of this
study, 400 were sl ected through stratified random sampling technique on the bases of the
three senatoria districtsof Kogi State. Descriptive Statistics such asmeans, frequency
counts, percentage and standard deviation were employed for dataanaysis. In scoring the
scale, positively stated itemswerescored 4, 3, 2 and 1 for strongly agree, agree, disagree,
and strongly disagreerespectively. A cut-off or decision point of 2.5 (mean) and above
wasregarded as' adequate” and wherelower was regarded as"inadequate”; thisisbecause
a4 point scalerated 4, 3, 2 and 1 was used. Student t-test was al so used to analysethe
research question numbers. All inferential anadyseswereinterpreted at both 0.05and 0.01
level of significance.

Thequestionnaireitemswere adaptationsof CommunicationAudit Format designed
by the International Communication Association (Goldhaber, 1993). Five facets of
information needswerelisted for examination. Employment situationin TSC, Task, Job
performance, in-servicetraining programmeand Bendfits. Inthequestionnaire, respondents
wereasked toindicatetheextent towhich they were sati sfied with theamount of information
received on each of thevariablesbeing investigated; they werealso asked to indicatethe
amount of information they would still expect onthe samevariables. Thedifference between
therecelved and expected indi cate the extent to whi ch theteachers have been overl oaded
or underloaded withinformation.

RESULTSAND DISCUSSION
Table1: Theinformation received and information expected

Variables N Mean  Sandard Deviation Decision
Information received on employment 400 253 113 Adequate
Information Expected on Employment 400 317 0.999 Adequate
Information Received on Task 400 264 0.962 Adequate
Information Expected on Task 400 335 0.788 Adequate
Information Received on Performance 400 260 14 Adequate
Information Expected on Performance 400 332 o777 Adequate
Information Received on in-service 400 215 0948 Inadequate
Information Expected on in-service 400 310 110 Adequate
Information Received on Benefits 400 263 102 Adequate
Information Expected on Benefits 400 324 0991 Adequate

Source: Survey, 2009.
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Resultsof theanalysis, as presented on table 1 show that al the variablesbeing
investigated, except information on in-servicetraining programme, met the 2.5(mean)
acceptance point. However, in-servicetraining which is2.15 (mean), fallsshort of the
acceptance point. Moreover, the decision point fall short of expected information by the
teachersacrossthevariables. Thisimpliesthat theteachers expectation of information
needis far from being satisfied or met .

Table2: t-test analys son difference between information recel ved and informeation expected

Variable N Mean SD DF t Sig (2-tailed)
Info: Received on Employment 400 25325 113674 329 000
Info: Expected on Employment 400 31700 099930 39 -19508 000
Info: Received on Job Task 400 26450 096244 39 000
Info: Expected on Job Task 400 33500 078360 3N -26242 000
Info: Received on Performance 400 26050 104485 339 000
Info: Expected on Performance 400 33200 07775 3N 24721 000
Info: Received on In-service 400 21500 09485 329 000
Info: Expected on In-service 400 31050 110319 39 -27592 000
Info: Received on Benefits 400 26325 102473 329 000
Info: Expected on Benefits 400 32475 099182 30  -25246 000

Source: Survey, 2009

Theresultsof thet-test show asignificant differenceinthemeansof information received
and expected acrossthefivevariablesunder investigation. Theresultsshow that information
received by theteachersfallsbel ow what they expected for effective performance. The
resultsof the study further show asignificant difference between information received and
information expected inal thefivevariablesexamined, that isinformation on employment
gtuationin TSC, onteachers task, performance, in-servicetraining programme and benefits.
Whilefour of thevariablesmet the 2.5 (mean) decision point for acceptance onreceived
information, except in-servicetraining none of thevariablesmet theteachers expectation
of information needsin all areasas presented on tablel. | nadequateinformation on job
itemsaccording to Mueller and Lee (2002) will lead to role conflict and ambiguity.

CONCLUDING REMARKS

Asfindings of this study indicate, information underload existsin all areas such as
employment Situationin TSC, task, and feedback onjob performance, in-servicetraining
programmeand workers benefits. Inthewordsof Katz and Kahn (1990), employeeswill
cooperate morewith their employersif they know theresult of their assignmentsor actions.
By subjecting theteachersto information underload in all the areasunder investigation,
management may beindirectly retarding theprogressof someteacherswhosegrowthis
dependent on the supply of accurate, adequate and timely information. For instance,
accordingto Herzberg's, classification, information onin-servicetraining programmeand
recognition for performance are motivators. No employee would want toremainina
system or organisationinwhich thereisno clear career ladder for advancement. Through
in- servicetraining, some employees may be ableto makeit to the top. Management
should provide adequateinformation to teachersfor optimum effective performanceand
highmorde.
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