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ABSTRACT  

 

The study examined the effect of creativity management on organizational performance in the 

Local Government system in Anambra State. The following are the objectives of this study; 

determine the effect of recognition for creativity on service quality in the Local Government 

System in Anambra State. Identify the effect of developing creative culture on service quality 

in the Local Government System in Anambra State. Determine the effect of creativity training 

on service quality in the Local Government System in Anambra State. Relevant theoretical 

and empirical literatures were reviewed. The study was anchored on Interactionist 

Perspective of Organizational Creativity Theory. The study collected data from primary and 

secondary sources. The population of senior staff in Grade Level 12-16 working in L.G.As in  

Anambra State is 3,085 which comprised of four Local Government Areas each in the three 

senatorial zones (Anambra Central, Anambra North and Anambra South). 592 copies of the 

questionnaire were duly completed and returned, showing 92% response rate. Formulated 

hypotheses were tested using Multiple Regression Analysis. From the analysis, it was 

discovered that Recognition for creativity positively affects service quality in the Local 

Government System in Anambra State. Creative culture positively affects service quality in 

the Local Government System in Anambra State. Creativity training positively affects service 

quality in the Local Government System in Anambra State. In view of the findings, the study 

recommended that management should publicly recognize the efforts of their employees to 

induce their performance in the work place. Organizations should ensure that the 

relationships that exist between creative culture and an increase in quality service should be 

sustained in order to maintain the organization’s growth. Employees should be trained 

according to the present content of the environment. The reason is that training implies 

acquiring knowledge to fill the gap between what is known and what should be known.  

Therefore, seminars/ workshop should be regularly organized by the management in order to 

update the employee knowledge. 

Keywords: Recognition for creativity, service quality, creativity training, creative culture, 

creativity management
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1.1 Introduction   
 

In a dynamic and unpredictable environment, creativity becomes a key factor for success and 

survival of any business or organization; thus, creativity simply means generation of ideas, 

solutions or processes that are novel and useful. It has to do with the use of imagination or 

original ideas to create something. Creativity is the ability to develop new ideas and to 

discover new ways of looking at problems and opportunities. It is about unleashing the 

potentials of the mind to conceive new ideas (Ngige, 2016) In a world that is changing faster 

than most of us ever could have imagined, creativity is crucial to the continuing success and 

survival of any business enterprise. It is the mental characteristic that allows a person to think 

outside of the box, which results in creativity or different approaches to a particular task 

(Bele, and Wiese, (2018). Creativity is characterized by ability to find hidden patterns, ability 

to proffer solutions to problems, ability to generate useful ideas, ability to create new and 

unique concepts and so on. Creativity is the ability to ideate upon and come up with 

approaches or solutions to the issues or conflicts at the heart of the negotiation. 

Creativity management has led and will continue to lead the economic revolution that has 

proved repeatedly to improve the standard of living for people (Adamczyk, & Sagan, 

2019)..Creativity management has helped to improve Local Government activities which 

have played a vital role in a nation‟s economy (Anderson, Potocnik, and Zhou, 2019). 

Local Government systems are increasingly searching for new ways of jump-starting 

innovation by encouraging new ideas and initiatives to boil up within them (Amabile 2018). 

This is especially needed as leaders and senior staff are increasingly unable to initiate and 

provide support for the great many of initiatives that are needed in jurisdictions (Berman & 

West 2016). However, getting lower officials to conceive new solutions and take initiative for 

addressing myriad problems is often a frustrating and enduring challenge (Thompson 2017). 

This study discusses “creativity management,” a strategy that induces officials to act with 

greater initiative and creativity. Creativity management encourages Local Government staff 

to propose ideas, after which organizational processes are used to evaluate them and, if 

adopted, are then implemented. This is especially relevant for seasoned employees and lower 

managers who, based on their knowledge, position and experience may have much to offer. 

Creativity management complements traditional top-down, leader-driven approaches by 

promoting leadership at lower levels of the Local Government, while still providing top 

leaders with control over the selection and implementation of initiatives. 

Creativity management increases Local Government creativity and enhances innovation 

through management practices that integrate individual skill, leadership orientation, and 

cultural symbolism, thereby allowing continuous growth of creative action through the 

creativity spiral. Our assumption is that individuals, leadership and culture, when managed 

using creative logic, creativity, recognition and creative thinking are elements for enhancing 

organizational creativity. This assumption is plausible given the interrelationship between 

these elements, with creativity as a structuring axis. This interrelationship refers to the fact 

that creativity is enhanced by these articulated elements and feeds back into the system, 

allowing creativity to increase in the Local Government system. Thus, creative individuals 

can influence Local Government creative leadership and creative culture. Hence creative 

leadership influences creative individuals and the consolidation of creative culture. At the 

same time, creative culture influences individuals and creative leadership in various Local 

Governments. 
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According to Amabile and Khaire (2008), creativity has always been in the core business 

success, but when considered in the Local Government administration, it tends to be a strange 

term at the top of the management agenda. The application of creativity management models 

has the potential to modify academic research and managerial practice, leading to a 

significant increase in creativity. These models promote a perspective of creativity as a trait 

that is neither merely subjective nor an isolated skill of an individual. Such models regard 

creativity as an organizational process that increases in efficacy if well managed. This 

efficacy lies in applying knowledge of the constituent elements of individuals, leadership and 

culture, which are available only in isolated forms, in an articulated model in which each 

element influences and is influenced by the other elements. This approach places creativity at 

a higher level of application that could not be achieved without using assumptions of 

creativity management. 

Wiscombe (2020) argues that recognition and praise are among the strong motivators of 

creativity management in Local Government system. The reason for this argument is that all 

people like being appreciated in one way or another for their contribution at work. She further 

continues to say that non-cash incentives can contribute a lot to raising morale, increasing 

productivity, improving quality being creativity and customer service of employees and it is 

cost effective to the organization. Bob (2017) says that there is a strong link between 

recognition and creativity management in local government system. He thinks that creativity 

management lowers stress, absenteeism, and turnover and raise morale, productivity, 

competitiveness, revenue and profit. According to Sarah (2017), recognition is seen as more 

valuable incentive than monetary incentives. In her article, she emphasizes that when 

employees are paid for performing well in their work, then it becomes part of their salary 

expectations and it makes them to be more creative. 

Kilmann (2015) opines that culture in the organizational context can be described as the 

collective behaviour or styles of people, their attitude towards various constituents of 

business such as customers, co-workers, share-holders and so on and so forth and the 

common values that they share among themselves, which in fact acts like a binding force 

between them. One is actually observing the culture of an organization, when he or she is 

using words such as hardworking, friendly, professional, be creativity ethical etc to describe 

the general behaviour of the people. The culture decisively influences the priorities set by the 

organization, as it is the underlying value system in the organization that emphasizes things 

like customer focus, innovation, cost reduction, strong alliances, empowerment and control in 

response to the various business stimuli.  

Deal and Kennedy (2015) posit that typically, culture building starts with the tenets of 

conduct valued by the founders and over time people develop a particular point of view of 

running the day – to – day operations.. Certain traits and patterns of behaviour can be seen to 

develop based on what is encouraged by leaders at different levels. Patterns of behaviour 

typical to a company have their origin in the solutions that worked for the company in the 

past. Repeated success with a set way of working, gives rise to creative ideas and behaviours 

which gets embedded in the culture of the company. It is easy to conclude that creativity 

management past performance and success shapes organizational culture. 

1.2 Statement of the Problem 

Employee‟s creative ability for efficient performance in most organizations especially in the 

Local Government system has not always received due attention in spite of the fact that one of 

the key factors that stimulates the mental ability of workers to achieve organizational goals and 
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objectives is creativity.. Allowing freedom and autonomy is one of the specific actions and 

practices that impact a culture of creativity in organizations. Lack of financial autonomy of the 

Local Government over the years has constituted a worrisome issue in the organization. Local 

Government is the grass root through which one get to the indices like motor parks, primary 

health services, agriculture (rural farmers) etc,  hence they are supposed to be controlled and 

managed by the Local Government as grass root but it‟s being taken over by the state thereby 

limiting the creative capacity of the workers in the Local Government. When employees in an 

organization lack freedom or autonomy in the practice of work, automatically it seizes their 

passion for work. 

Lack of Government intervention in providing an enabling environment that gives opportunity 

to employees develop their creative abilities. Creativity is the mental characteristics that allows 

a person think outside of the box which results in different approaches to a particular task (Bele 

and Wiese, 2018). It is evident from above that the empirical studies which focused on the 

link between Creativity Management and Organizational Performance in the Local 

Government System in Anambra State show mixed results and this may be attributed to the 

estimation methodologies and span of data used, as well as the location of the study. In 

Nigeria, the current study, therefore, complements the existing empirical studies by carrying 

out the study in the Local Government system. The present study will further complement the 

existing ones by using Analysis of variance, regression analysis as well as percentage table to 

analyze the effect of creativity management and organizational performance in the Local 

Government System in Anambra State.  

Also negligence on practice of creativity management in Local Government and organization 

limits creative capacity in individuals. This study therefore, is an attempt to examine the 

effect of creativity management and organizational performance in Anambra state Local 

Governments and proffering solution to the lingering debate. 

1.3. Objectives of the Study  

The broad objective of this study is to examine the effect of creativity management on 

organizational performance in the local government system in Anambra State. The specific 

objectives of the study includes to: 

i. Determine the effect of recognition for creativity on service quality in the Local Government 

System in Anambra State  
 

ii. Identify the effect of developing creative culture on service quality in the Local Government 

System in Anambra State  

 

iii. Determine the effect of creativity training on service quality in the Local Government 

System in Anambra State  

 

REVIEW OF RELATED LITERATURE 

2.1. Conceptual Framework 

2.1.1 Creativity Management 

Creativity management is the system of principles, methods, techniques, practices, and 

instruments for managing employee creativity in order to get the maximum effect for the 
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organizations according to its goals, objectives, employee contingent and available resources. 

Creativity management is the study and practice of management, drawing on the theories of 

creative processes and their application at individual, group, organizational and cultural 

levels. When capitalized, we are applying the term„ Creativity Management‟ in a formal 

sense to distinguish a fifth stage in the practice of management, emerging from the historical 

theories and practices of management from earlier stages. When capitalized, the term is used 

in a less formal sense to refer to a management style which will become associated with the 

emerging fifth stage of management. Further work will help in its characterization, as 

suggested in Rickards and Moger (2016). 

Creativity management is rather new concept, being a separate branch of management 

science and professional activity, aimed at the development of organizations under modern 

conditions. Theoretical and applied aspects of the discipline can be distinguished (Byron, & 

Khazanchi, 2017). The theory of creativity management is at the interface of innovation 

management, theory of creativity (which has many varieties theory of scientific and technical, 

artistic and applied creativity) and a number of other scientific disciplines. The theory of 

creativity management began to develop roughly from the mid–20th century and only 

recently started to be realized in well-founded applied use of this knowledge.  

2.1.1bi Recognition for Creativity 

Recognition is the demonstration of appreciation for a level of performance, an achievement 

or a contribution to achieve a set goal or objective. It can be confidential or public, causal or 

formal. It is always in addition to pay (Okwudili, 2015). In addition to reward, employees 

also need recognition. Individuals like to share their achievements with others and have it 

recognized and celebrated. When this need is satisfied, it works as an excellent motivator. If 

employers rely on salary alone to recognize contribution and achievement it is most possible 

that the employee‟s objective will become modified to secure the pay and nothing more and 

this in turn will lead to a degraded culture of the organization. When used correctly 

recognition is a cost-effective way of enhancing achievements and enable people to feel 

involved in the company culture (Pitts 2014). Recognition helps to spark up the creative 

ability of employees which makes them put in their best to achieve organizational goals and 

objectives. 

2.1.1bii Creative Culture 

Creative culture is defined as shared beliefs, values, and expected behaviour within an 

organization that fosters originality and novel work, emphasizing the generation of new ideas. 

It is good for organizations to create a culture that nourishes/encourages creativity by not 

being so bureaucratic in nature, in other words they should support new ideas that are useful. 

Developing a culture that stimulates and promotes creativity is an imperative for 

organizations seeking a competitive advantage. The basic reflections of a creative culture 

include a risk-taking ethos, team work, workplace autonomy and workplace transparency 

(Sonenshein, 2016). A creative culture is believed to be a potential determinant of increased 

employee engagement, this owes to the fact that a creative culture can prevent expression of 

creativity among employees and it can also encourage creative behaviours within an 

organization (Falola et al., 2018). Therefore, establishing a clear creative culture in an 

organization encourages employees to use intrinsic motivation to generate creative ideas 

(Zhou & However, 2014). Creating a culture that nourishes organizational creativity 

according to Ngige (2016) is like spaghetti rather than traditional pyramid. In a spaghetti 

style, employees are encouraged to mix and mingle constantly so that ideas flow constantly 

throughout the organization‟s environment. He also opined that a well-planned physical 
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layout that encourages interaction and collaboration among workers from all parts and all 

levels of an organization also boosts an organization‟s creative capacity. 

2.1.1biii Creativity Training 

Creativity Training is the methodical gaining and improvement of knowledge, skills, and 

behaviour imperative for employees to complete the job responsibilities or to perform better 

in their work environment (Tharenou, Saks and Moore, 2017). Based on various other 

studies Creativity Training can also be interpreted as, intentionally improve attitude, 

knowledge or skill via learning in order to attain improved performance in a specific task or 

variety of tasks (Beardwell and Holden, 2018). Its major goal is to improve individual 

competences and to be equipped to meet the current and future needs of the organization. 

The exponential rate of technological advancement of information and technology reduces 

the time frame which knowledge and skills become out-dated. 

2.2 Theoretical Framework 

2.2. 2 Interactionist Perspective of Organizational Creativity Theory 

The interactionist perspective of organizational creativity theory (Woodman, Sawyer, & 

Griffin, 1993) stresses that creativity is a complex interaction between the individual and his 

work situation at different levels of organization. At the individual level, individual 

creativity is the result of antecedent conditions (e.g., biographical variables), cognitive style 

and ability (e.g., divergent thinking), personality (e.g., self-esteem), relevant knowledge, 

motivation, social influences (e.g., rewards), and contextual influences (e.g., physical 

environment). At the team level, creativity is a consequence of individual creative behavior, 

the interaction between the group members (e.g., group composition), group characteristics 

(e.g., norms, size), team processes, and contextual influences (e.g., organizational culture, 

reward systems). At the organizational level, innovation is a function of both individual and 

group creativity (Woodman et al., 1993). This has been one of the most frequently used 

conceptual frameworks in emphasizing the interactions between the contextual and 

individual factors that might enhance or inhibit creativity at work (Shalley, Gilson,& Blum, 

2019; Yuan & Woodman, 2010; Zhou& Shalley, 2010).  

Relevance of Interactionist Perspective of Organizational Creativity theory to the study 

 

This theory is considered relevant to this work because of social interactions that exist 

between individual and his work situation at different levels of Organization. Woodman, 

Sawyer & Griffin, (1993) believed that social influences e.g Reward and Contextual 

influences like the physical environment where the individual is working contributes greatly 

to enhancement of individual's Creativity in the work place. 
 

2.4 Empirical Review – 

Adim & David, (2019) investigated the relationship between recognition-based reward and 

workplace harmony in manufacturing companies in Port Harcourt, Rivers State, Nigeria. The 

study adopted the cross-sectional survey in its investigation of the variables. Primary source 

of data was generated through self-administered questionnaire. The target population of this 

study consists of 253 employees of 7 manufacturing companies in Port Harcourt, Rivers 

State, Nigeria. The sample size of 151 was determined using Taro Yamane sample size 

formula. The reliability of the instrument was achieved by the use of the Cronbach Alpha 

coefficient with all the items scoring above 0.70. Data generated were analyzed and presented 
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using both descriptive and inferential statistical techniques. The hypothesis was tested using 

the Spearman‟s Rank Order Correlation Statistics. The tests were carried out at a 95% 

confidence interval and a 0.05 level of significance. The study findings revealed that there is 

significant relationship between recognition-based reward and workplace harmony in 

manufacturing companies in Port Harcourt, Rivers State, Nigeria. The study recommends that 

management of manufacturing firms should be keen on the use of Recognition-based because 

it has proven to be a way of motivating employees. Implementing recognition-based 

programs would create a positive work environment, followed by reinforcing positive 

behaviours and motivating high performance. 

Alam, Waseef and Murad (2015) on reward and recognition priorities of three public sector 

universities‟ teachers for their motivation and job satisfaction in Khyber Pakhtunkhwa, 

Pakistan. Data was collected from 90 university teachers and was analyzed by using 

Pearson‟s correlation coefficient and the result revealed that the teachers ranked recognition 

fist followed by promotion respectively for their motivation and job satisfaction. This study 

also revealed that salary and relationship with departmental heads are also moderately related 

to teacher‟s motivation and job satisfaction 

Magaji, Akpa, & Norom (2018) examine the effect between recognition and promotion on 

employees „job satisfaction of selected outsourced service providers in Jos Plateau State. A 

survey research design was adopted. The population of the study was 541 employees which 

consisted of all the employees of the five (5) selected outsourced service providers in Jos, 

Plateau State. The sampling technique used was census. A total of 541 copies of the 

questionnaire were distributed; out of which a total number of 448 (82%) were properly filled 

and returned. Data was analyzed using simple linear regression analysis and Pearson product 

moment correlation test the relationship between recognition, promotion and job satisfaction. 

The findings of this study revealed that Recognition (R2= 0.558, p<0.05) and Promotion 

(R2= 0.683, p<0.05) have positive significant effect on employees‟ job satisfaction of 

selected outsourced service providers in Jos, Plateau State. The study concluded that 

recognition and promotion factors had a significant positive effect on employees‟ job 

satisfaction of the outsourced service providers in Jos, Plateau State. It is therefore 

recommended, that management of these outsourced companies improve on recognition and 

promotion in order to reduce the level of dissatisfaction among employees. 

Nzelum, Unegbu, Nworie, Irunegbo, (2019) examined effect of promotion and recognition on 

job satisfaction of librarians in academic libraries in Imo State. The survey research design 

was used for the study using questionnaire as the instrument for data collection. The study 

covered the entire population of One hundred and seven (107) librarians in academic libraries 

in Imo State. One hundred and five (105) copies of the questionnaire were completed and 

returned for analysis representing 98.1%. The findings showed that promotion on the job to 

higher positions increases librarians‟ satisfaction on the job. Again, that the higher librarians 

attain through promotion the greater satisfaction they derive. The findings also showed that 

recognition makes librarians feel proud on their job and take their job seriously. The study 

recommended that academic libraries in Imo State should come up with policies that will 

ensure librarians regular promotion. That proven cases of denial of recognition should be re-

visited to ensure fair play. The study also recommended that academic libraries in Imo State 

should set in motion strategies to address welfare package to librarians. 

Hussain, Khaliq, Nisar, Kamboh, & Ali, (2019) examined the role of employee rewards, 

recognition, and job-related stress towards employee performance considering the mediating 
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role of perceived organizational support in the call-centers located in Lahore, Pakistan. 

Design -The data has been gathered through the survey method of the questionnaire. A 

simple random sampling technique is used for this study. Confirmatory factor analysis (CFA) 

and structure equation modeling (SEM) techniques have been used for statistical analysis. 

Findings -Results showed that employee rewards and recognition have a significant and 

positive effect on employee performance whereas job stress has a significant and negative 

effect on employee performance. Findings also revealed that perceived organizational support 

significantly and fully mediates the relationship between employee rewards, recognition, and 

job stress and employee performance. So this study puts light on crucial factors that lead to 

better employee performance. Implications -Employee rewards and recognition play an 

important role in overall employee performance. If the companies will not take it seriously, 

then it might lead to negative consequences. On the other hand, job stress also plays a vital 

role in employee performance. 

Abdul, Sarpan, and Ramlan (2019) examined the Influence of Promotion and Job Satisfaction 

on Employee Performance. The method used is descriptive survey method and explanatory. 

The unit of analysis in this research is the employees of Makassar Government Region, with 

a sample of 50 people, and the method of analysis used is the frequency distribution and path 

analysis. Based on the results of the analysis, then obtained as follows, Promotion positions 

Makassar Government Region has in accordance with the field and expertise, Job Satisfaction 

employees of Makasar Government Region currently considered satisfied, Employees of 

Makassar Government Region is considered to have a high enough performance as well as 

job promotion and job satisfaction affect the performance of employees of Makassar 

Government Region, but when viewed partially, it turns out the promotion of dominant 

positions affects their performance. 

 

METHODOLOGY 

 

3.1 Research Design 

Cross sectional Survey research design was used in carrying out the study. Ikeagwu (1997) 

opined that studies of this nature are survey method to look for information on facts, 

attitudes, practices and opinions of the respondents. 

3.2 Sources of Data 

 The data was obtained from two sources namely: primary and secondary sources. 

a.  Primary Sources of data 

The primary data was generated from Local Government Employees in Anambra State using 

a structured questionnaire. 

b. Secondary Sources of data 

Secondary data were collected from published sources (handbook and pamphlets) of Local 

Government Service Commission, Awka Anambra State. Information from the internet, 

books, newspapers, journals/magazines, etc were of great help. 
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3.3 Population of the Study 

The population of senior staff in grade level 12-16 working in L.G.As in Anambra State is 

3,085 which comprised of four Local Government Areas each in the three senatorial zones 

(Anambra Central, Anambra North and Anambra South). In other words, a total number of 12 

Local Government Areas out of 21 were selected for the study. The study selected four LG 

from each senatorial zone to avoid bias result and to make sure every quarters of Anambra 

state are represented 

3.3.1 The Population of Local Governments 

 

 Senatorial zones Number of employees 

S/N Anambra central  

1 Anaocha 299 

2 Awka North 95 

3 Awka South 540 

4 Njikoka 266                              

 Sub total                                      1,200               

 Anambra North  

11 Onitsha North 280 

12 Onitsha South 215 

13 Ogbaru 230 

14 Oyi 309 

 Sub total                                       1,034 

 Anambra South  

18 Nnewi North 300 

19 Nnewi South 88  

20 Orumba North 243 

21 Orumba South 220 

 Sub total                                        851 

 Grand total                              3,085 

Source: Administration and General Services Department, 2022 

3.4 Determination of Sample Size. 

The sample size for this study was determined by using the Borg & Gall formular of (1973). 

Statistically, the Borg & Gall (1973) formular for sample size is given by 

n= (Zx)
2
(e) [N] 

(Zx)
2
= Confidence level at  0.05 

n=    1.960  

e = Error of margin (0.05) 

N = Population of Interest = 3,085 

X  = Significance Level  
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3.5: Sample Size and Sampling Technique 

Given the nature of this study, it was difficult to cover the entire population of (3085), so a 

fair representative sample of the population therefore was imperative. Accordingly, the 

sample size for the study was determined by using the Borg & Gall (1973) formular for 

calculating sample size as follows; 

n = (1.960)
2
 (0.05) [3085] 

n = (1.960)
2 

(0.05) [3085] 

n = (3.8461) (154)  

= 592.2994        592 

n = 592 

3.6 Description of Research Instrument  

As earlier stated, the major instrument used in data collection was the Likert scale (5 points) 

questionnaire (see Appendix 1). The Likert scale (1999, pp 117-120) is a five-points scale in 

which the interval between each point on the scale is said to be equal. It was used to register 

the extent of agreement, or disagreement with a particular statement of an attitude, belief or 

judgment describing a situation or phenomenon. Questionnaire is a set of written questions 

that contains the instruments on an objective about which the respondent's written or verbal 

opinions are sought, Luck and Rubin (1987, pp 173-174). It measures the variables necessary 

to test the research hypothesis. 

The Likert Scale is weighted thus: 

 Strongly agree (SA) -  5 points 

 Agree (A)   - 4 points 

 Undecided (UD)  - 3 points 

 Disagree (D)  -           2 points 

 Strongly disagree (SD) -  1 point 

The mode of distribution was through personal delivery to ensure satisfactory and high return 

rate of questionnaire by respondents. The researcher and her research assistant distributed 

five hundred and ninety-two (592) copies of questionnaire to respondents in the selected 

Local Governments in Anambra State. 

3.7 Method of Data Analysis  

Statistics such as frequency tables and percentages was used in the analysis of personal 

characteristics while research hypotheses was tested using Correlation Analysis (CA). The 

research hypotheses were tested at 0.05 level of significance. The analysis were carried out 

with the aid of Statistical Package for Social Science (SPSS) version 23 

3.8: Model Specification. 

SQ = f (RC, CC, CT,)  

Where  

SQ = Service quality 
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RC = Recognition for creativity  

CC= Creative culture  

CT= Creative traning 

f=Functional Notation 

The above equation can be put in an econometric form as;  

SQ =b0+b1 RC + b2 CC+b3 CT + µ  

Where; 

b0 = Autonomous or intercept  

b1 = Coefficient of parameter RC  

b2 = Coefficient of parameter CC  

b3 = Coefficient of parameter CT 

 

 

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 
 

4.1 INTRODUCTION 
This section presents the data obtained from the respondents through the administered 

questionnaire. Five hundred and ninety-two (592) were administered among the workers of 

selected population. However five hundred and seventy-seven (577) copies of questionnaire 

were retrieved. Therefore, the analysis and interpretation of data is based on the returned 

questionnaire. 

Table 4.1: Respondents’ Demographic Variables 

 
4.1.1 Sex 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Male 451 75.5 78.2 78.2 

Female 126 21.1 21.8 100.0 

Total 577 96.6 100.0  

Source: Field Survey 2022 

The above table reveals that the four hundred and fifty-one (451) of the respondents which 

represents 78.2 persons were male respondents, while one hundred and twenty-six (126) 

respondents which represent 21.8% were female respondents. By implication, male 

respondents were more than female respondents by 56.1 respondents in our selected 

population sample for this study. The implication of this is to enable us to know the number 

of female and male that successfully returned their questionnaire. 
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4.1.2 Status 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Married 384 64.3 66.6 66.6 

Single 193 32.3 33.4 100.0 

Total 577 96.6 100.0  

Source: Field Survey 2022 

In the table above, out of the five hundred and seventy-seven (577) respondents, three 

hundred and eighty-four (384) of the respondents were married, while one hundred and 

ninety-three (193) respondents which represent 33.4 percent are single. It is therefore glaring 

that the majority of the respondents are married as at the time of this study. Thus marital 

status table help us to know the number of single, and married, and respondents that 

answered the distributed questionnaire 

4.1.3 Education 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid WAEC/NECO 123 20.6 21.3 21.3 

BSC/HND 177 29.6 30.7 52.0 

MSC/MBA 198 33.2 34.3 86.3 

PHD 79 13.2 13.7 100.0 

Total 577 96.6 100.0  

Source: Field Survey 2022 

The table above indicates that one hundred and twenty-three (123) respondents which 

representing 21.3% percent maintain to acquired WAEC OR NECO while 30.7% percent of 

the respondents which represents one hundred and seventy-seven (177) have BSC/HND. 

However one hundred and eighty-nine (189) respondents which represent 34.3 percent either 

have MSC or MBA. More so, seventy-nine (79) respondents which represent 13.7% have 

acquired PhD. This as one of the demographic items helps us to identify the education 

qualification of the respondents. 

4.1.4 AGE 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 18-25 313 52.4 54.2 54.2 

26-33 132 22.1 22.9 77.1 

34-40 31 5.2 5.4 82.5 

41-50 37 6.2 6.4 88.9 

51-ABOVE 64 10.7 11.1 100.0 

Total 577 96.6 100.0  
      
     

Source: Field Survey 2022 

Table 4.3 above depicted the age bracket of the respondents. The distribution shows that 

54.2% of the respondents are between the age brackets of 18 to 25 years while 22.9% 

respondents are within the age bracket of 26-33 years. On the same note, 5.4% of the 

respondents are within the age bracket of 34 - 40 years. On the same note, 6.4% of the 
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respondents are within the age bracket of 41 - 50 years, while the remaining respondents 

representing 11.1% are within the age bracket of 51 years and above.  

4.1.5 Years in service 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 1-10 293 39.0 50.8 40.4 

11-15 161 27.0 27.9 68.3 

16-20 80 13.4 13.9 82.1 

21-above 43 7.2 7.5 100.0 

Total 577 96.6 100.0  

Source: Field Survey 2022 

The table above indicates that two hundred and ninety-three (293) respondents which 

represent 50.8% percent maintain that they have been in the services for 10 year or less while 

27.% percent of the respondents which represent one hundred and sixty-one (161) have 

worked in the local government for over 15yrs. However eighty (80) respondents which 

represent 13.9 percent either have work for 16-20 years. More so, forty-three (43) 

respondents which represent 7.3% have worked between 21-above. This as one of the 

demographic items helps us to identify the number of years the respondent has work for. 

4.2 Multiple Regression Analysis    

Multiple regression result was employed to test the effect of independent or explanatory 

variables on the dependent variables. The result of the multiple regression analysis is 

presented in the tables below. 

4.2.1 Summary of the Regression Result  

The result of the multiple regressions formulated in chapter three is presented in the tables 

below.   

Table 4.3.1 Model Summaryb 

Model R 

R 

Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

Change Statistics 

Durbin-

Watson 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .449a .202 .198 .64886 .202 48.342 3 573 .000 2.189 

a. Predictors: (Constant), CT, DCC, RC 

b. Dependent Variable: SQ 

 

Table 4.3.1 shows that R
2
 which measures the strength of the effect of independent variable 

on the dependent variable have the value of 0.20%. This implies that 20% of the variation in 

creativity Management is explained by variations in recognition for creativity, creativity 

culture, creativity training. This was supported by adjusted R
2
 of 0.19%. 

In order to check for autocorrelation in the model, Durbin-Watson statistics was employed. 

Durbin-Watson statistics of 2.189 in table 3 shows that the variables in the model are not auto 

correlated and that the model is reliable for predications. 
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Table 4.3.2: ANOVA Result  

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

 

Regression 61.059 3 20.353 48.342 .000b 

Residual 241.246 573 .421   

Total 302.305 576    

a. Dependent Variable: SQ 

b. Predictors: (Constant), CT, DCC, RC 

The f-statistics value of 48.342 in table 4.3.2 with f-statistics probability of 0.000 shows that 

the independent variables has significant effect on independent variables such as recognition 

for creativity, creativity culture, creativity training can collectively explain the variations in 

creativity Management and service quality.  

Coefficients of the Model 

T-statistics and probability value from the regression result are the effect of individual 

independent or explanatory variables on the dependent variables. The summary of the result 

is presented in the table below. 

Table 4.3.3: T-Statistics and Probability Value from the Regression Result  

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

95.0% Confidence Interval 

for B 

B Std. Error Beta 

Lower 

Bound Upper Bound 

1 (Constant) .954 .111  8.610 .000 .736 1.172 

RC .383 .102 .218 3.754 .000 .583 182 

DCC .184 .089 .120 2.063 .040 .009 .359 

CT .343 .029 .460 11.813 .000 .286 .400 

a. Dependent Variable: SQ 

 

Table 4.3.3 shows the coefficient of the individual variables and their probability values. 

Recognition for creativity variables have regression t-value of 3.754 with a probability value 

of 0.00 this implies that recognition for creativity has a positive but significant effect on 

organizational performance.   Culture creativity has a regression t-test of 2.063 with a 

probability value of 0.040 implying that culture creativity variables have a positive and 

significant effect on service quality.  

On a similar note, creativity training variable have a t-test value of 11.813 and a probability 

value of .000. This shows that creativity training has a positive and significant effect on 

organizational performance. 
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4.3 Hypotheses Testing 

Hypothesis One 

HO1:    Recognition for creativity has no positive significant effect on service quality in the 

Local Government System in Anambra State  

Interpretation: 

Drawing inference from our regression result in table 4.3.3 above, the analysis showed that 

the t-value of Recognition for creativity (RC) is 3.754, which is more than 2 while its 

probability is 0.000 less than p < 0.05 level of significance and at the 95% level of confidence 

intervals: (lower bound═0.583, upper bound═0.182). Thus, we reject the null hypothesis (H0) 

and accept the alternate hypothesis (H1) which said that Recognition for creativity has 

positive significant effect on service quality in the Local Government System in Anambra 

State. 

 

Hypothesis Two: 

HO2:   Developing creative culture has no positive significant effect on service quality in the 

Local Government System in Anambra State  

Interpretation: 

From table 4.3.3, creative culture (CC) in service quality has shown a statistically positive 

significant relationship on Local Government System with t- value ═ 2.063 which is more 

than 2; with P═0.040 less than P< 0.05 level of significance and at the 95% level of 

confidence intervals: (Lower bound═0.009, upper bound═ (0.359) Thus, we accept the 

alternate hypothesis (H1) and reject the null hypothesis (H0S) which implies that Developing 

creative culture has positive significant effect on service quality in the Local Government 

System in Anambra State. 

Hypothesis Three  

HO3:  Creativity training has no positive significant effect on service quality in Local 

Government System in Anambra State  

 Interpretation: 

 Drawing inference from the regression result table 4.3.3 above, the findings showed that t-

value of representative Creativity training (CT) is 11.813 which is more than 2; with P= 

0.002, which is less than P<0.05 level of significance and at the 95% level of confidence 

intervals: (lower bound=0.286, upper bound=0.400). Based on the above findings, we accept 

(H1) and reject HO) which statistically suggested that Creativity training has positive 

significant effect on service quality in Local Government System in Anambra State. 
 

4.4 Discussion of findings 

This research examined the effect of creativity management on organizational performance in 

the local government system in Anambra State. Data were sourced from the employees of the 

selected local governments in Anambra state. The data generated were subjected to statistical 

analysis and the following output was ascertained.  
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Recognition for creativity and service quality: The study found that recognition for creativity has a 

positive effect on service quality in the selected local governments in Anambra state. The implication 

of these findings is that, for recognition for creativity to be functional to achieve their aim and 

purposes, the recognition for creativity need to satisfy the expected needs of the local government, 

and must be seen to be fair or equitably satisfying to the employee.  The findings of this study are 

in line with the study of Abdul and Shaima‟a (2018) ascertained the effect of organizational 

creativity on the performance organization using Jordanian pharmaceutical companies. The 

results showed that all dimensions of organizational creativity achieved high levels of 

importance. The findings of this study is in line with the study of Cristina (2017) who 

ascertained the creativity level of business administration undergraduates who have attended 

an entrepreneurship seminar in contrast to those that have not. The results show that Spanish 

business students‟ entrepreneurial intentions are not conditioned by entrepreneurial courses, 

parental self- employment or by their creativity level. The findings of the study also have a 

similar link with the study of Odebiyi, Ijiwole and Abodunde (2017) determined the effect of 

creativity on the entrepreneurial performance of family business. Results show that creativity 

has significant influence on family business performance in terms of profit level, productivity 

and customer satisfaction.  

Creative culture on service quality: The study found that Creative culture has a significant 

positive effect on service quality in the Local Government System in Anambra State. The 

implication is that acknowledgement of staff for Creative culture and obedience to the rules 

and policies of the local government service system to reinforce particular behavior and 

activities and practices that would lead to better performance and positive result. The findings 

of this study are in line with the study of Olokundun, Stephen, Chinonye, Elizabeth, Charles, 

& Opeyemi (2019) who found that creative culture has positive significant effect on 

employee creative engagement. They further maintained that a creative culture is believed to 

be a potential determinant of increased organizational performance, this owes to the fact that 

a creative culture can prevent expression of creativity among employees and it can also 

encourage creative behaviours within an organization. Therefore, establishing a clear creative 

culture in an organization encourages employees to use intrinsic motivation to generate 

creative ideas. 

Creativity training and service quality: The study found that creativity training and service 

quality in selected local governments in Anambra state. This implies that improved design 

thinking would translate to increased, service quality, reduced cost of maintenance and 

equipment breakdown and lower complaints. It creates a less need for supervisor thereby 

enhancing employees output. Salah (2016) corroborates this finding by stating that, well 

trained and developed employees are seen as the bedrock of any organization and institution. 

This means that, effective creativity training programs and carefully set development plans 

enhance skills and knowledge of employees which result in significant efficiency in workers‟ 

productivity. 

SUMMARY OF FINDING, CONCLUSION AND RECOMMENDATION 

5.1 Summary of the Findings 

The basic objective of this study is to critically examine the creativity management and the 

organizational performance of Local Government system in Anambra State. Five hundred 

and Ninety-two (592) respondents were randomly selected five hundred and seventy-seven 
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(577) questionnaires were returned and analysis of the data were based on this number. From 

the analysis of the data especially, and the testing of hypotheses it was realized that: 

 Recognition for creativity positively affects service quality in the Local Government 

System in Anambra State. 

 Creative culture positively affects service quality in the Local Government System in 

Anambra State. 

 Creativity training positively affects the Local Government System in Anambra State. 

 

5.2 Conclusion 

The purpose of the study is to examine creativity management and organizational 

performance in the Local Government System of Anambra State, using twelve selected local 

government in Anambra state, as a case study. To this end, the nexus between creativity 

management and organizational performance was ascertained. However, in order to 

determine the theatrical validity of this research work, the existing related literatures were 

adequately sourced and reviewed. Towards this end, five hundred and ninety-two (592) 

respondents were randomly selected from 12 local governments in Anambra state. Hence, a 

total of five hundred and seventy-seven copies of questionnaires were returned and used for 

analysis. The study concludes that creativity depends on the enabling environment which the 

organization set to allow and encourage employees come up with new and better service. 

Creativity also cuts across all levels in organizations, it is visible among junior and senior 

staff of the local government, ignoring it by firms is a costly mistake that cannot be afforded. 

Creativity management is the capacity to turn an idea into a successful service, product or 

venture. Individuals are the driving force of creativity, irrespective of whether they are self-

employed, business founders, or employees. Creativity management is regarded as the key 

actor in developing a service, marshaling resources, and creating an enterprise to bring a new 

idea service to the market. 

 

5.2 Recommendations; based on the finding of this study, the following policy 

recommendations are suggested: 

 

1. Management should publicly recognize the efforts of their employees to induce their 

performance in the work place as this will bring about sustainability in the 

organization.  

2. Organizations should ensure that the relationships that exist between creative culture 

and an increase in quality service should be intensified in order to maintain the 

organization growth. 

3. Employees should be trained according to the present content of the environment. The 

reason is that training implies acquiring knowledge to fill the gap between what is 

known and what should be known.  Therefore, seminars/ workshop should be 

regularly organized by the management in order to update the employees knowledge. 
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