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ABSTRACT: This research examined employee referrals and innovative engagement within telecommunications companies in 

Anambra State. It specifically investigated how the quality of referrals influenced innovative work behaviour and the effect of 

referral participation on innovative capacity. The study was grounded in the resource-based view and social exchange theory 

frameworks. A descriptive research approach was employed, targeting a population of 280 employees. Using Krejcie and Morgan’s 

table, a sample size of 162 was determined, with 154 valid responses ultimately analysed. A simple sampling method was applied, 

and data were gathered through a structured questionnaire. The collected data were analysed using descriptive statistics while 

hypotheses were tested with simple regression and ANOVA. Results showed that quality referrals have a significant positive effect 

on innovative work behaviours, and referral participation significantly influenced innovative capacity. The study concluded that 

encouraging employees to engage in referral activities helps attract suitable talent, fostering innovation and creativity. It is 

recommended that telecommunications companies promote referral participation and enhance referral quality to increase 

innovativeness and maintain a competitive edge. 

KEYWORDS: Employee Referral, referral quality, referral participation, innovative engagement, innovative work behaviour, 

innovative capacity 

 

INTRODUCTION 

1.1 Background to the Study 

Innovation remains the cornerstone of competitive advantage in the 21st-century global economy, particularly in rapidly evolving 

industries such as telecommunications. In the contemporary knowledge-based economy, organisations increasingly recognise 

employees as pivotal agents of innovation and sustained competitive advantage. This is especially relevant in rapidly evolving 

sectors such as telecommunications, where innovation remains central to strategic success. As firms adapt to digital transformation, 

employee-driven innovative engagement (EIE), the proactive involvement of employees in generating, promoting, and 

implementing novel ideas has become a key determinant of organisational performance (Messersmith, Patel, and Lepak, 2022). 

Traditionally, employee referral programmes (ERPs) were designed to improve recruitment   efficiency. However, recent research 

highlights their broader influence on organisational culture, knowledge diversity, and innovation (Maurer and Liu, 2023). Employee 

referral programmes, which involve employees recommending candidates from their personal and professional networks, are 

associated with better retention, cultural fit, and productivity (Van Hoye, 2023). When referred candidates possess creativity and 

problem-solving capacity, they can significantly contribute to innovation objectives. 

The telecommunications industry is one of the most innovation-intensive sectors globally, driven by digital transformation, customer 

expectations, and technological advancements such as 5G, artificial intelligence, and cloud computing (Agyeman, Poku, and 

Frimpong 2023; OECD, 2021). Organisations within this sector actively seek ways to harness employee creativity to sustain 

innovation (Amabile and Pratt, 2016). 

In Nigeria, the telecommunications sector featuring major players such as MTN Nigeria, Airtel, Globacom, and 9mobile is both 

highly competitive and strategically important. It contributes over 12% to the national GDP (NCC, 2024), yet faces persistent 

challenges, including high staff turnover, skill deficits, and low innovation capacity (Uche and Obi, 2023). These issues underscore 

the need to leverage ERPs not merely for recruitment but as strategic tools to drive innovation engagement. 

Innovative engagement is shaped by both individual and contextual variables, such as leadership, culture, and human resource 

practices (Scott and Bruce, 2020). In telecoms, where agility is crucial, high-quality referrals enhance innovation pipelines by 

building cohesive and creative teams. Internally referred candidates typically integrate better, perform more effectively, and remain 

longer, supporting sustained innovation efforts (Pieper, 2020). 
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Moreover, referrals often enrich team diversity and improve problem-solving capacity (Edih, Onoriode, and Faghawari 2022). The 

extent to which employees engage in referral activity reflects their organisational trust, commitment, and perception of workplace 

culture (Ahmed and Wang, 2023). This engagement is positively correlated with innovation outcomes and capacity, as committed 

employees are more likely to refer candidates aligned with organisational values. (Macey, Schneider, Barbera, and Young 2022). 

High-quality referrals reduce conflict, promote collaboration, and foster psychological safety, which are key elements for innovation 

(Nguyen and Tran, 2023). They also influence organisational creativity by shaping internal networks that attract culturally attuned, 

innovative individuals.  Referral quality has both direct and indirect effects on innovative work behaviour (Erah, 2024). High-quality 

referrals promote collaboration and minimise interpersonal conflict, which are essential for team innovation (Van Hoye, 2023). 

In Anambra State, the sector has grown through digital infrastructure expansion. This growth reinforces the importance of building 

a workforce capable of innovation, particularly where a supportive environment amplifies the benefits of ERPs (Kassa and Tsigu, 

2022). Given Nigeria’s competitive and regulatory landscape, understanding how ERPs foster innovation is essential. Insights into 

this nexus could help firms align HR practices with innovation goals, especially amid high turnover and limited access to global 

talent. This seminar investigates the link between employee referrals and innovative engagement in Anambra state 

telecommunication firms. 

1.2 Statement of the Problem 

The lack of structured employee referral systems in telecommunications firms leads to longer hiring times, higher recruitment costs, 

lower-quality hires, reduced participation, and increased turnover. Without involving employees, firms miss passive but qualified 

candidates and risk limited diversity and creativity. Poor incentives and engagement further reduce referral effectiveness. In a 

competitive industry, attracting skilled talent is crucial for innovation, service reliability, and organisational progress. Although 

ERPs can improve recruitment speed, retention, and cultural fit, many firms underutilise them, undermining workforce stability and 

employee innovative capacity. This underscores the need for research on referrals and innovative engagement in Anambra State 

telecom firms. 

1.3 Objectives of the Study 

The broad objective of this study is to determine the effect of employee referrals on innovative engagement of telecommunication 

firms in Anambra State, Nigeria. The specific objectives are to: 

1. Examine the influence of referral quality on innovative work behaviour of telecommunication firms in Anambra State. 

2. Determine the effect of referral participation on innovative capacity of telecommunication firms in Anambra State. 

1.4 Research Questions 

1. What is the influence of referral quality on innovative work behaviour of telecommunication firms in Anambra State? 

2. How does referral participation affect innovative capacity of telecommunication firms in Anambra State? 

1.5 Research Hypotheses 

Ho1: There is no significant influence of referral quality on innovative work behaviour of telecommunication firms in Anambra 

State. 

Ho2: Referral participation has no significant effect on innovative capacity of telecommunication firms in Anambra State. 

 

REVIEW OF RELATED LITERATURE 

2.1 Conceptual Review 

2.1.1Employee Referral 

Employee referral is a recruitment method where current employees recommend candidates from their networks to fill vacancies, 

often leading to faster hiring and better cultural fit (Breaugh and Starke, 2022). Employee referral programmes (ERPs) enhance 

recruitment efficiency, reduce costs, and typically result in higher retention and improved job performance compared to traditional 

hiring (Holmes, 2023). Beyond recruitment, ERPs foster employee engagement and contribute to organisational innovation (Kumar 

and Singh, 2022). Successful programmes use incentives like cash rewards and recognition, alongside transparent communication 

and prompt feedback, to encourage participation (Nguyen and Tran, 2024; Patel and Jones, 2023). However, risks such as nepotism 

and reduced diversity require organisations to combine ERPs with other methods and enforce diversity policies (Ahmed and Malik, 

2023) Technological advances, including AI tools, have streamlined ERPs, improving candidate matching and enabling remote 

referrals, especially vital since the COVID-19 pandemic (Garcia and Lee, 2024; Lopez and Chen, 2023). 

2.1.2 Innovative Engagement 

Innovative engagement describes how deeply employees commit to creating, supporting, and applying novel ideas as part of their 

organisational responsibilities. It entails their proactive involvement in developing, enhancing, and executing new concepts, 

processes, or products, thereby driving ongoing improvement and organisational adaptability crucial for maintaining a competitive 

edge (Azevedo, Schlosser, and McPhee 2021). It plays a crucial role in organisational growth and responsiveness to changing 

markets (Ibidunni, Osibanjo, Salau, and Falola 2023). Dalain (2023) highlights that strong innovative engagement leads to improved 
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productivity, profitability, job satisfaction, and organisational commitment. Organisational practices such as inclusive HR policies, 

collaborative decision-making, continuous learning, and transformational leadership support this engagement (Rubel, Rahman, and 

Kee, 2025). A culture promoting open communication and knowledge sharing further encourages innovative behaviours. Digital 

transformation has enhanced innovative engagement by facilitating collaboration and idea sharing through modern technologies. 

Employee voice and psychological safety, where staff feel safe to take risks without fear, are fundamental to fostering a thriving 

innovative environment (Arshi and Rao, 2019). 

2.1.3 Referral quality 

Referral quality refers to the suitability, potential performance, and long-term fit of candidates recommended by employees for 

organisational vacancies, focusing on the calibre and alignment of referrals with job roles, culture, and strategic goals (Froese and 

Garret 2020). Unlike general referral activity, quality emphasises candidates who meet job requirements, perform consistently, and 

show lower turnover. Van Hoye (2023) opines that employee referral programmes (ERPs) are praised for yielding higher-

performing, longer-retained hires compared to traditional methods. Referral quality is assessed through job performance, retention, 

cultural fit, onboarding speed, and hiring cost (Pieper, 2020). Factors influencing quality include the referrer’s motivation, genuine 

organisational support, which tends to produce better referrals than financial incentives, and the strength of social ties between 

referrer and candidate (Froese and Garret 2020). Organisations with strong cultures and engaged employees typically receive 

superior referrals, which are integral to effective recruitment and team cohesion (Alnuaimi, Singh, and George2020). 

2.1.4 Referral participation 

Employee referral participation involves the proactive engagement of staff in recommending candidates for employment, using their 

personal and professional networks to support organisational recruitment. This behaviour, seen as part of organisational citizenship, 

goes beyond formal duties and reflects a broader commitment to recruitment activities such as sharing job openings and promoting 

the organisation (Van Hoye, 2023; Froese and Garret 2020). Factors influencing participation include organisational culture, job 

satisfaction, incentives, and identification with the company. Employees reciprocate positive treatment by engaging in discretionary 

actions like referrals, demonstrating trust and commitment (Cropanzano and Mitchell, 2005). Ekamper and Van Hoye, (2023) 

suggests that referral participation improves recruitment outcomes by enhancing person–organisation fit, reducing turnover, and 

speeding up onboarding process.  Referring employees also act as informal brand ambassadors, fostering organisational cohesion 

and higher engagement levels linked to positive behaviours such as innovation and teamwork (Obrenovic, Pasalic, and Jandrić 

2022). Participation varies depending on intrinsic motivators, perceived support, and trust in the referral process (Alnuaimi et al., 

2020) 

2.1.5 Innovative Work Behaviour 

Innovative Work Behaviour (IWB) involves the deliberate generation, promotion, and implementation of new ideas within 

organisations and reflects how employees translate innovation engagement into tangible outcomes (Janssen, 2000). Innovative 

engagement encompasses employees’ motivation and commitment to innovation and positively influences IWB, fostering creativity 

and persistence (Ahmed and wang, 2023).  

IWB also impacts employee referral quality, with innovative employees more likely to recommend creative, culturally aligned 

candidates, improving referral outcomes (Maurer and Liu, 2023; Ahmed and Wang, 2023). This relationship is driven by social 

capital and organisational commitment, as engaged employees refer talent aligned with innovation goals (Nguyen and Tran, 2023). 

High-quality referrals support retention and innovation culture, creating a positive cycle of engagement. However, organisations 

must prevent referrals from reducing diversity, which is essential for breakthrough innovation (Maurer and Liu, 2023). 

2.1.6 Innovative Capacity 

Innovative capacity refers to the ability of employees to generate, adapt, and implement new ideas or processes, supported by their 

skills, creativity, learning orientation, and proactive problem-solving abilities (Liao,Fei,and Liu,2023). Employees with high 

innovative capacity actively share knowledge, adapt easily to changes, and engage in behaviours that promote organisational 

innovation. In telecommunication firms, innovative capacity is crucial due to rapid technological changes and market competition, 

as it enhances organisational agility and responsiveness (Obeidat, Al-Suradi, Masa’deh, and Tarhini, 2022). Liao et al. (2023) states 

that innovative capacity consists of several dimensions. Technological capability refers to an organisation’s expertise in using and 

improving technology to support innovation. Managerial capability involves the ability to effectively manage and coordinate 

innovation processes within the firm. Relational capability is concerned with building and maintaining supportive networks and 

collaborations that facilitate innovation efforts. Lastly, human resource capability encompasses employees’ skills, knowledge, 

creativity, and openness to new ideas, which collectively enable the organisation to generate and implement innovations 

successfully. 
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2.2 Conceptual framework      

  

  

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source Researcher (2025) 

Figure 2.1: Conceptual framework diagram showing the relationship between the independent and dependent variables. 

2.2.1 Referral Quality and Innovative Work Behaviour 

When high-quality employees are referred to the organisation, it leads to generation of fresh ideas and creativity which brings about 

innovative work behaviour that will impact in the organisation’s performance. 

2.2.2 Referral Participation and Innovative Capacity 

Employees who participate actively in referrals tend to have higher innovative capacity because they often seek to bring in talented 

individuals who can support innovation goals. Conversely, employees with high innovative capacity are more likely to engage in 

referral participation, as they understand the importance of having competent and creative colleagues to enhance team performance 

and drive innovation within the organisation. 

2.3 Theoretical Framework 

This study is anchored in the Resource-Based View (RBV) and Social Exchange Theory (SET), which together provide a strong 

framework for understanding how employee referrals can serve as both recruitment tools and drivers of innovation. 

The RBV, originally introduced by Penrose and further developed by Barney (1991), argues that organisations build competitive 

advantage through unique, valuable, and inimitable resources. In this view, engaged and innovative employees are key strategic 

assets, as their commitment fuels innovative work behaviour (IWB) that enhances adaptability and organisational performance. 

Employee referral programmes (ERPs) contribute by attracting high-quality external talent   aligned with strategic goals, thereby 

strengthening the internal innovation capacity. 

SET, popularised by Blau (1964), complements this view by explaining that employees are more likely to demonstrate positive 

behaviours, like referring qualified candidates and engaging in innovation, when they perceive fair treatment and mutual trust within 

the organisation. Such referrals often reflect the depth of trust and reciprocity in employee–organisation relationships. High referral 

quality signals strong alignment and commitment.  

This dual theoretical perspective highlights how nurturing engagement and trust motivates employees to refer competent, like-

minded candidates, thereby strengthening the workforce and enhancing innovation. Collectively, the RBV and SET frameworks 

establish how internal behaviours and perceptions can translate into broader organisational success.  

The relevance of these theories to this study lies in their ability to connect innovation capacity, innovation engagement, and 

innovative work behaviour (IWB) with referral participation and quality, thereby demonstrating the strategic importance of utilising 

internal resources and trust-based relationships to improve talent acquisition and sustain competitive advantage in a changing 

business environment. 

 

 

Employee Referral Innovative Engagement 

 
 

Innovative Work Behaviour 
Referral Quality 

Innovative Capacity Referral Participation 

 

Dependent Variables Independent Variables 
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2.4 Empirical Review 

Alabi and Okeke (2024) examined employee referral programmes and innovative engagement in Nigerian fintech firms using Social 

Exchange Theory. Surveying 325 employees and applying SEM, they found structured, quality referrals significantly boosted 

innovative engagement, with psychological empowerment mediating the relationship and fostering proactive innovation. 

Al Daboub, Al-Madadha, and Al-Adwan (2024) examined HR practices, psychological empowerment, innovative work behaviour, 

and innovation capability in Jordan’s ICT sector. Using 561 respondents and PLS-SEM, they found positive relationships, 

concluding that employee participation enhances innovative behaviour and firm innovation capability. 

Adeyemi and Ojo (2023) investigated employee referral quality and innovative engagement in Lagos telecommunications firms. 

Using RBV and SEM on 315 employees, they found high-quality referrals significantly boost innovative engagement, as credible 

referrals enhance employees’ achievement, initiative, and problem-solving behaviour. 

Okonkwo, Eze, and Uduji 2023 examined referral participation and innovation in Nigerian telecom firms. Using RBV and SEM on 

278 employees, they found active referral participation significantly enhances innovative capacity and sustains competitive 

advantage. 

Edih, Osadume, and Onoriode (2022) investigated referral recruitment and employee efficiency at the Nigerian Ports Authority. 

Using signalling theory and multiple regression on 350 staff, they found referrals significantly improve workers’ efficiency, 

engagement, and organisational performance. 

Nwosu and Okafor (2022) examined employee referral quality and innovative work behaviour in Nigerian banks. Using SET and 

survey data from 250 employees, they found high-quality referrals significantly boost innovative behaviour by fostering pride, social 

recognition, and idea generation. 

Yusuf and Adebayo (2022) studied employee referral participation and organisational innovative capacity in Nigerian ICT firms. 

Using RBV and survey data from 300 employees, they found active referral participation significantly enhances innovation by 

introducing diverse skills and fostering psychological ownership. 

2.5 Gap in Knowledge 

Research on employee referrals and innovative engagement, especially in Anambra State, is limited, highlighting the need for 

context-specific studies. 

 

METHODOLOGY 

3.1 Research Design 

This study employed a descriptive survey research design to explore the relationship between employee referral and innovative 

engagement in telecommunication firms in Anambra State, Nigeria.  

3.2 Area of the Study 

Anambra State, located in South-Eastern Nigeria, is a highly populated and urbanised area renowned for its vibrant economy and 

rich cultural traditions. Spanning roughly 4,416 square kilometres, it is bordered by Enugu to the east, Kogi to the north, Delta to 

the west, and Imo and Rivers to the south. The state is largely inhabited by the Igbo ethnic group, who comprise approximately 98% 

of the population. Prominent urban centres include Awka, the state capital, along with Onitsha and Nnewi, both of which serve as 

key commercial and industrial centres. These major cities represent the three senatorial zones of the state. 

 3.3 Population of the Study 

The population of this study is 280 employees of the four major telecommunication firms (MTN, GLOBACOM, AIRTEL, 

9MOBILE) operating within the geographical boundaries of Anambra State.  

 

Table 3.1 Distribution of the Population 

S/N Firms Personnel 

1 MTN NG 144 

2 GLOBACOM 88 

3 AIRTEL 36 

4 9MOBILE 12 

 Total 280 

Source: Field Survey and Personnel Record of the Firms (2025). 
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Figure 3.1: Bar chart of the distribution of respondents 

 

3.4. Sampling Technique 

The study utilised simple sampling techniques to select participants, ensuring a representative sample from the population. From 

the population of 280 employees of the telecommunication firms in Anambra State. The entire sample size of 162 was used, 

representing the whole population.  

3.5 Determination of Sample Size 

A sample is the representativeness of the population from which it is drawn if the aggregate characteristics of the sample closely 

approximate those same aggregate characteristics of the population (Yomere & Agbanifoh 1999). Therefore, using Krejcie and 

Morgan (1970) table of sample size determination, as adopted from (Olannye, 2017), the sample size is 162. Bourley’s proportional 

allocation formula was used to distribute the questionnaires among the firms: 

n
N

Nh
nh =  

where:   nh = Sample from each firm 

Nh = Population of each firm 

N = Total population 

n = Total sample size 

The calculated distribution is as follows: 

 

Table 3.2 Allocation of Sample Size according to firms 

S/N Firms population Sample Size Per Firm 


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

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
= n

N

N
n i
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3 
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3.6 Method of Data Collection 

The study utilised both primary and secondary data. Primary data were collected through a structured, paper-and-pencil 

questionnaire focused on referral quality, innovative work behavior, referral participation, and innovative capacity. The 

questionnaire, aligned with the study’s concepts and objectives, had two sections: Section A captured demographic information, 

while Section B addressed Employee Referral on Innovation Engagement. It employed closed-ended questions scored on a five-

point Likert scale—Strongly Agree (5) to Strongly Disagree (1). Respondents completed the questionnaire without manipulation, 

ensuring genuine responses. This method provided reliable, standardized data for analysing the relationships between employee 

referral practices and innovation engagement. 

3.7 Method of Data Analysis  

The data collected for this study were analysed using both descriptive and inferential statistical methods. Descriptive statistics, 

including frequency, mean, and standard deviation. Inferential statistics, particularly regression analysis, were employed to test the 

research hypothesis. All statistical analyses were carried out using SPSS version 27.0. 

 

4.0 DATA ANALYSIS AND PRESENTATION      

This focuses on the presentation, analysis, and interpretation of the data collected for this study. The data are presented in tables, 

and the analysis is organised according to the demographic characteristics of the respondents and the research questions that guided 

the study. The total number of questionnaires administered was 162; however, 154 were properly filled and returned, representing 

a response rate of 95.1%, which was deemed adequate for the analysis. 

4.1 Data Analysis 

Socio-demographic Information 

Table 4.1 Age distribution 

Age bracket Frequency Percentage 

20 to 30 41 26.62338 

31 to 40 57 37.01299 

41 to 50 39 25.32468 

51 and above 17 11.03896 

Total 154 100 

 

 

 
Figure 4.1: Bar chart of the frequency distribution of the age brackets of the respondents 

 

As shown in Figure 4.1 as well as Table 4.1, most of the respondents are within the age bracket of 31 to 40 years. None of the 

respondents is below the age of 20 years, which is an indication that they are mature enough to respond to the items of interest.  
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  Table 4.2 Years of Experience 

Years of Experience Frequency Percentage 

Less than 1 22 14.28571 

1 to 5 59 38.31169 

6 to 10 33 21.42857 

More than 10 40 25.97403 

Total 154 100 

 

 
Figure 4.2 Bar chart of the distribution of respondents based on years of experience 

As shown in Figure 4.2, most of the respondents have 1 to 5 years of experience, which implies they have the necessary experience 

and better understanding of the subject matter.  

4.2 Analysis of data bases on Research Questions 

Decision Rule: 

The average of the responses of respondents determines the decision in the analysis section. Strongly Agreed (5 points), Agreed (4 

points), Disagreed (3 points), Strongly Disagreed (2 points) and Undecided (1 point). The average of the responses: 

(5 +  4 +  3 +  2 +  1)

5
= 3.0 

Therefore, a mean score below 3.0 would be considered rejected, a mean score of 3.0 would be undecided and a mean score above 

3.0 would be considered accepted. 

Research Question 1. What is the influence of referral quality on innovative work behaviour of telecommunication firms in Anambra 

State? 

Research Question 2. How does referral participation affect the innovative capacity of telecommunication firms in Anambra State? 
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Table 4.3: Mean and Standard Deviation of Responses on the variables 

 

Items 

Weighted 

Mean 

Std. 

Deviation N 

Remark 

Question 1 3.8182 1.26002 154 Accepted 

Question  2 3.8442 1.17228 154 Accepted 

Question  3 3.9026 1.17584 154 Accepted 

Question  4 3.5325 1.39640 154 Accepted 

Question  5 4.1558 1.12680 154 Accepted 

Question  6 4.0779 1.11163 154 Accepted 

Question  7 4.2208 .98516 154 Accepted 

Question 8 3.7662 1.17597 154 Accepted 

Question  9 3.4935 1.42914 154 Accepted 

Question  10 3.5844 1.35618 154 Accepted 

Question  11 3.9481 1.19253 154 Accepted 

Question  12 3.9805 1.15170 154 Accepted 

Question  13 4.0000 1.13759 154 Accepted 

Question  14 2.3701 1.40005 154 Rejected 

Question  15 3.1623 1.50585 154 Accepted 

Question  16 2.6104 1.42026 154 Undecided 

 

Based on the mean rating of the responses, most of the respondents agreed with the statements in the questionnaire except questions 

14 and 16. The mean rating of item 14 is 2.3, which is equivalent to the scale Disagree. For item 16, the mean rating is equivalent 

to 3, which is undecided.  

4.3 Hypotheses Testing 

Decision Rule: Reject the null hypothesis if p ≤ 0.05, indicating a statistically significant effect. The R² value determines the strength 

of the effect. 

To examine the influence of referral quality (X) on innovative work behaviour (Y) of telecommunication firms in Anambra State, 

using the data collected, the most appropriate statistical tool is simple linear regression.  Based on the available data, the regression 

model fitted as shown below;  

 

Table 4.4 

S/N Referral Quality (X) Innovative Work Behaviour (Y) 

1 3.8182 4.1558 

2 3.8442 4.0779 

3 3.9026 4.2208 

4 3.5325 3.7662 

 

The content of the above Table 4.4 is the mean rating of the items in line with the variables of interest, as shown in the research tool 

(questionnaire). See Appendix.   

Hypothesis One: 

Ho1: There is no significant influence of referral quality on innovative work behaviour of telecommunication firms in Anambra 

State.  

Table 4.5 Model Summary 

 

    a. Predictors: (Constant), RQ 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .974a .949 .924 .05552 
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 The coefficient of determination of the model is 0.949 (94.9%). This is an indication that the independent variable is responsible 

for 94.9 percent of the fluctuation in the dependent variable. It is an indication that the independent variable has significant influence 

on the dependent variable and can be used to predict the position of the dependent variable.  

 

Table 4.6  ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression .115 1 .115 37.443 .026a 

Residual .006 2 .003   

Total .122 3    

a. Predictors: (Constant), RQ     

b. Dependent Variable: IWB     

 

In regression analysis, ANOVA is used for the adequacy of the fitted model. A p-value greater than the level of significance is an 

indication that the model fitted is not adequate, and a P-value less than the level of significance is an indication that the model fitted 

is adequate. As shown in the table above, the P-value of the model fitted is 0.026, which is less than 0.05; this implies the model 

fitted is significant. There exists enough evidence to reject the null hypothesis and conclude that there is a significant influence of 

referral quality on innovative work behaviour in telecommunication firms in Anambra State.  

 

Table 4.7     Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) -.430 .733  -.586 .617 

RQ 1.188 .194 .974 6.119 .026 

a. Dependent Variable: IWB     

 

The above table shows model fitted based on the available data. It can be observed that the independent variable has a positive effect 

on the dependent variable.  

To evaluate the effect of referral participation (X) on innovative capacity (Y) of telecommunication firms in Anambra state, using 

the data collected, the most appropriate statistical tool is simple linear regression. Based on the available data, the regression model 

fitted as shown below;  

 

Table 4.8 

S/N Referral Participation (X) Innovative Capacity (Y) 

1 3.9805  4 

2 3.9481 3.1623  

3 3.5844 2.6104 

4 3.4935 2.3701  

 

The content of the above Table 4.8 is the mean rating of the items in line with the variables of interest as shown in the research tool 

(questionnaire). See Appendix.   

Hypothesis Two: 

Ho2: Referral participation has no significant effect on innovative capacity of telecommunication firms in Anambra State.  

 

Table 4.9 Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .905a .819 .729 .37676 

a. Predictors: (Constant), RP  

 

The coefficient of determination of the model is 0.819 (81.9%). This is an indication that the independent variable is responsible for 

81.9 percent of the fluctuation in the dependent variable. It is an indication that the independent variable has a significant effect on 

the dependent variable and can be used to predict the position of the dependent variable.  
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Table 4.9.1 ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1.286 1 1.286 9.059 .015a 

Residual .284 2 .142   

Total 1.570 3    

a. Predictors: (Constant), RP     

b. Dependent Variable: IC     

 

As shown in Table 4.9.1 above, the P-value of the model fitted is 0.015, which is less than 0.05; this implies the model fitted is 

significant. There exists enough evidence to reject the null hypothesis and conclude that referral participation has a significant 

positive effect on innovative capacity in telecommunication firms in Anambra state.  

 

Table 4.9.2  Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) -6.840 3.286  -2.081 .173 

RP 2.632 .875 .905 3.010 .095 

a. Dependent Variable: EE     

 

Table 4.9.2 above shows the model fitted based on the available data. It can be observed that the independent variable has a positive 

effect on the dependent variable.  

 

4.4 DISCUSSION OF FINDINGS 

1. The regression analysis shows referral quality significantly influences innovative work behaviour in Anambra State telecom 

firms. An R² of 0.949 indicates 94.9% of innovation variation is explained by referral quality. ANOVA results (F = 37.443, p = 

0.026) confirm statistical significance, and a positive coefficient (B = 1.188, t = 6.119, p = 0.026) indicates higher referral quality 

directly boosts innovation. Aligning with Nwosu and Okafor (2022), effective referrals attract competent, creative employees, 

fostering an innovation-friendly environment. Investing in high-quality referral systems enhances employees’ innovative potential, 

strengthens organisational performance, and sustains competitive advantage in the evolving telecommunications sector. 

2. The regression analysis confirms that referral participation significantly enhances innovative capacity in Anambra State telecom 

firms. An R² of 0.819 shows 81.9% of innovation variation is explained by employees’ involvement in referral activities. ANOVA 

results (F = 9.059, p = 0.015) indicate the model is statistically significant. Positive coefficients (B = 2.632, Beta = 0.905) suggest 

greater participation correlates with higher innovative capacity. Aligning with Okonkwo, Eze, and Uduji (2023), active referral 

participation brings diverse, competent talent, fostering problem-solving, innovation, employee engagement, and organisational 

competitiveness. Effective referral programmes enhance both talent acquisition and employees’ innovative contributions. 

 

SUMMARY OF FINDINGS, CONCLUSION, AND RECOMMENDATION 

5.1 Summary of Findings 

1. The regression results revealed that the model is statistically sound, as evidenced by a P-value of 0.026, which falls below the 

0.05 threshold. This demonstrates that referral quality has a notable influence on innovative work behaviour in telecommunication 

firms in Anambra State. 

2. The fitted model is statistically valid, as shown by a P-value of 0.015, which is below the 0.05 significance level. This indicates 

that referral participation positively and significantly affects innovative capacity in telecommunication firms in Anambra State. 

5.2 Conclusion 

Encouraging quality employee referrals enhances talent acquisition, boosts innovative work behaviour, strengthens employee 

involvement and commitment, and improves innovative capacity, giving telecommunication firms sustainable competitive 

advantage in Anambra State. 

5.3 Recommendations 

1. Develop clear referral guidelines, provide training and rewards to attract innovative high-quality talent. 

2.Encourage referral participation through incentives, recognition, and supportive inclusive organisational culture. 
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