IMPACT: International Journal of Research in P

Business Management (IMPACT: IJRBM) S g — — =
ISSN (P): 2347-4572; ISSN (E): 2321-886X H H ]’h] E\-;) (Sl f:t L_
Vol. 7, Issue 6, Jun 2019, 17-30 - - - ——
© Impact Journals . AW o |

MANAGERIAL COMPETENCIES AND ORGANIZATIONAL INNOVATI  VENESS:
EVIDENCE FROM SELECTED SMALL AND MEDIUM ENTERPRISES (SMEs) IN PORT
HARCOURT, NIGERIA

J.E. Chikwe & S.C. Biriowu

Research Scholar, Department of Management, R&tate University, Port Harcourt, Nigeria

Received:07 Jun 2019 Accepted:19 Jun 2019 Published: 27 Jun 2019

ABSTRACT

The study empirically examined the extent of imfb@eof managerial competencies for the specifieabje of
achieving organizational innovativeness in statelly selected small and medium enterprises in Piatcourt, Nigeria.
The study adopted a cross-sectional survey resedesign, making use of Likert 5-type scale measutbe design of
data collection instruments. The validity and rblidy tests of data collection instruments wereexrtained, arriving at a
Chronbach’s Alpha Coefficient of 0.854. The samgilee is 120 statistically selected respondents aaodies of
guestionnaire were distributed accordingly. 106 iespof the questionnaire were found fit for datalgsis, after data
cleaning. The generated data were analyzed, useag$®n’s Correlation and Multiple regression stttial techniques at
0.05 level of significance, with the aid of Statet Package for Social Science software. The sfugdyided empirical
evidence and arrived at the fact that the adoptedagerial competencies correlated positively, sgigrand significantly
with organizational innovativeness in small and medenterprises in the study area. It therefor&soramends amongst

others, the adoption of such competencies for éurstudy in diverse and related big organizatiom§Nigeria.

KEYWORDS: Managerial Competencies; Organizational Innovatieest Small and Medium Enterprises; Competitive
Advantage; Strategy

INTRODUCTION

Having known the various basic levels of managen(m, middle and lower levels) and what manager®d
their basic functions (planning, organizing, dinegtand controlling), it becomes necessary forasinderstand what it
takes to be an innovative and effective manageis Dhings us to this study to empirically examirlesely at the
competencies managers need in order to enhancaizajanal innovativeness, specifically, in smalidamedium
enterprises in Port Harcourt, Nigeria. To starthwitcompetency is a combination of knowledge, skilishaviors and
attitudes that contribute to personal or organiweti effectiveness (McCall, 1998). Competency soadlescribed as
something an organization or person is good atgdaind this makes them withstand competitive pressin the
marketplace (Singh, 2004; Thompson, Strickland @adhble, 2007). A competence as they relatedly argepresents
the product of proficiency in the performance ohternal activity. The organization of a company’s pgersonal
competence emanates with deliberate efforts toldpvhie organizational or personal potential apitid execute or do
something irrespective of the level of proficierejopted. Effective managerial competencies can degjpnizations to

innovate and become first in the market. Beingt ficsthe market arms a firm with a number of disticompetitive
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advantages. For instance, the usage of the patst@ns to create a monopoly position, as well asiegrincome from
licensing activities. Also, being the first to inrade with the help of managerial competencies ddrth& organization to
have the windows of opportunity to set up standahdd others must follow. The battle for market rshavill be of
competitive advantage to the first mover organigatvith a high level of managerial competenciesagbieve innovation
with being first to patent the invention may beezessary condition to achieve sufficient conditizet must be associated
with producing cheaply and effective marketing.dwation is noted to be linked to increased proditgti market share,
and profitability, as well as being an indicatiohtloe state of a company’s or nation’s economidthe@Needle, 1995).
Innovation strategy is a vital developmental sgggtend fundamental competitive advantage. Orgapizsitmust of
necessity make use of managerial competencies novatte in order to survive and be sustainable (blaged
Wheelwright, 1984). There must, therefore, be teednto create a specific organization culture anate such as
competencies that are supportive of innovation.opged by Needle (1995), innovation is seen asiragwy source of
competitive advantage, and it is usually an efiecsource, if and only if it can be deployed in @em with some other
sources of competitive advantage, or if it is a thast, supported by other strategic weapons (sscimanagerial
competencies as envisaged in our present studyg.ifthoduction of managerial work-group participati(which is
synonymous to teamwork competency as a dimensianasfagerial competency) in management decisionagalki a
form of innovation, and these are types of job @nrient that can enhance worker motivation. It talwo remark that
innovation has a link with entrepreneurship (whishthe hub in small and medium enterprises) sincesiablishes

innovation as a function of all business.

As Needle (1995) suggests, some firms may sunatebthan others by adopting clever marketingesias and
introducing a kind of ‘pseudo-innovations’, the Irgaowth is dependent upon the development of newdyrcts. Singh
(2004) argued that organizations can achieve giatguccess in innovations by developing distiretoompetencies
around the critical success factors. Such stratmgicess could also be achieved by the possess@murque bundle of
capabilities it gives to an organization in cajtalg upon a particular window of opportunity, thempetitive edge it
gives the company in the market place, in additormaking it the cornerstone of the strategy. Whb bundle of
resources and organizational behavior, an orgaoizatan develop certain strengths and weaknessésthese can be
combined to give synergistic effects and capabditio organizational competencies. Other termsiggested by Kamzi
(2008) and frequently used as being synonymousotopetencies are unique resources, core capabhilitiesible or

intangible assets, embedded knowledge, and so on.
Research Problem and Specific Objectives of the Sty

The fundamental problem of this study hinges ondbarth of knowledge relating to the influence mpact of
managerial competencies on organizational innogatgs of small and medium enterprises (SMESs) i Rarcourt,
Nigeria. In order to bridge this problem and knadge gap, the current study adopts the followingigeobjectives:

» To examine the extent of the relationship betweanagerial competencies and organizational innogaéss of

small and medium enterprises in Port Harcourt, hége

* To investigate into the influence of teamwork cotepey on organizational innovativeness of small enealium

enterprises in Port Harcourt.
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* To examine the influence of strategic action compey on organizational innovativeness of small arealium

enterprises in Port Harcourt, Nigeria.

e To investigate the relationship between self-manant competency and organizational innovativeimesmall

and medium enterprises in Port Harcourt, Nigeria.

* To examine the extent of the relationship betwelammpng and administrative competency and orgaioizat

innovativeness of small and medium enterprisesRamrtdHarcourt, Nigeria.
Study Variables and Conceptual Framework of the Re=arch

There are two key study variables in the concepfi@ahework of the study, and these are, the prediahd
criterion variables, which respectively are: mamejecompetencies with the predicted dimensions arghnizational

innovativeness as the measure.

Teamwork Competency

Communication Competency

Strategic Action Competency

Organizational

Self-Management Innovativeness

Competency

Planning and Administration

Competency

Figure 1: Conceptual and Operational Framework of Managerial Competencies and Organizational Innovateness

of Selected SMEs in Port Harcourt, Nigeria

Hypotheses

Ho,:  There is no significant influence of teamwork comgpey on organizational innovativeness of selected

SMEs in Port Harcourt, Nigeria.

Ho,:  There is no significant impact of communication gatency on organizational innovativeness of

selected SMEs in Port Harcourt, Nigeria.

Hos:  There is no significant relationship between sgiteaction competency and organizational

innovativeness of selected SMEs in Port Harcougenha.

Ho,:  Self-management competency has no significantioeksttip with organizational innovativeness of

selected SMEs in Port Harcourt, Nigeria.

Hos:  There is no significant relationship between plagrind administration competency and selected SMEs

in Port Harcourt, Nigeria.
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STUDY VARIABLES AND REVIEW OF LITERATURE

Managerial Competencies

Managerial competencies are sets or bundles of lenlme, skills, behaviors, and attitudes that cbntg to
personal or organizational effectiveness (Chikves, 9. Relatedly, managerial competencies are, fitveresets or bundles
of knowledge, skills, behaviors, and attitudes #ngerson needs to be effective in a wide rangeositions and various
types of organizations (Hellriegel, Jackson ancc@te, 2005). A firm must not depend on manageridl alone. Other
competencies are needed in order to overcome emm@ntal changes and challenges. The six noted reeahg
competencies dimensions managers need to be weffeatid enhance organizational innovativeness areadsusly
exemplified (Greenboro, 1999; Goldstein, Yusko,d\dpoulos, 2001; and Hellriegel, et al., 2005).

» Communication competency

* Planning and administration competency
» Teamwork competency

e Strategic action competency

e Self-management competency

e Global awareness competency

The brief discussion of the competencies aboveaardiellriegal et al (2005) and Chikwe (2019) ralgte

identified and presented below.
Communication Competency

This concerns one’s ability to effectively transéerd exchange information that leads to understgndetween
oneself and others. In view of the fact that mamgginvolves getting work done through people, comication
competency is very essential to possess in ordachieve effective managerial performance. Comnaiian is noted to
be a dynamic, give-and-take process involving ngssaeception from and sending to others. Irregmeof speaking and
writing, communication also involves listening, ebgng body language (kinetics), and other areas people adopt to
modify the meaning of their words. It is interegtito remark that of all the six managerial compeies components,
communication is the most fundamental since itdhaast network of relationships that link one thestpeople within and

outside the organization. Communication is thelifieod of any organization and acts as a lubricant.

* Planning and Administration Competency: This pertains to the decision of what tasks tlegdto be done, the
determination of how they can be done, the allocatf resources enablement for them to be done, and

monitoring and coordination of progress as to emslhat the tasks are done.

 Teamwork Competency: This relates to the accomplishment of tasks thnosigall groups of people who are

collectively responsible and whose job requiresrdimation.

e Strategic Action Competence:This involves the understanding of the overall ioigsand values of the

organization, as well as ensuring that employeetidia match with them.
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* Self-Management CompetencyThis relates to taking responsibility for onefelat work and beyond. In most
cases, when things are not going on well with peopbme may tend to blame the challenges faceden t
situations they find themselves on others. Competed effective managers may not fall into thisckef trap as

relatedly expressed by Hellriegel, et al (2005).

Dimension of Communication Competencies

Informal Communication

* Promotion of two-way communication through a residfer feedback, listening, and creation of a givel-take

conversation.
» Having the awareness of others’ feeling.
« Building a strong interpersonal relationship witrople
Formal Communication
» Informing people of relevant events and activitiasaddition to keeping them up to date.
e Making persuasive, high-impact public presentatimmd handling questions well.
»  Writing clearly, concisely, and effectively usingyariety of computer-based resources.
Negotiating
» Negotiating effectively on behalf of a team ovesasiety of computer-based resources.
» Being skilled at developing relationships and eisémg influence upward with superiors.
e Taking decisive and fair actions when handling pFobsubordinates.

Planning and Administration Competency Dimensions

Information Gathering, Analysis and Problem Solving
* Monitoring information and using it to identify sytoms, problems, and alternative solutions.
e Making timely decisions.
» Taking calculated risks and anticipating the conseges.
Planning and Organizing Projects
» Developing plans and schedules to achieve objecaffectively.
» Assigning priorities to tasks and assigning resiiility in order to achieve specific organizationahovation.
» Determining and obtaining the necessary resouccasdomplish the innovation task.
Time Management
« Handling several innovation issues and projectmattime, but to ensure that such does not sptselfitoo thin.

* Monitoring and keeping to an innovation schedulefmanging of schedules if needed.
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» Working effectively under time pressure, having #pporopriate managerial competence to achieve ¢eded

innovation.
Budget and Financial Management

» Understanding budgets, cash flows, financial rep@mnual reports and regularly using such infolonab make

specific organizational innovation decisions.
» Keeping accurate and complete financial recordswlill enhance innovation achievement.

e Creating budgetary guidelines for others and waykimith the guidelines given by others having ralate

innovation mindset.

Teamwork Competencies Dimensions

Designing Teams
» Formulation of clear objectives that will inspiesatn members to perform specific innovation prodesges.

» Appropriate staffing of the team, as well as takimg account the value of diverse innovative idaad technical

skills needed.

» Defining responsibilities for the team as a whotel assigning tasks and responsibilities to indialdieam

members as appropriate.
Creating a Supportive Environment

» Creating of innovation supportive environment iniebheffective teamwork is expected, recognizedisgand

rewarded.

* Assigning the specific innovation team in identifyi and acquiring the resources it needs to accempts

objectives.

* Acting as a couch, counselor, and mentor, beingmawith innovation process members as they uraléng

learning processes.
Managing Team Dynamics

« Understanding the strengths and weaknesses ofrteanbers and using their strengths to accomplisbwvigtion

tasks as a team.
» Bringing conflict and discent into the open anchgst to enhance organizational innovativenessgoernce.
» Sharing credit achievement with others.

Strategic Action Competencies Dimensions

Understanding the Industry

« Understanding the industry and quickly recognizimgen strategic changes in the industry create fsigni

threats and opportunities that will necessitat@vation.

e Standing informed of the actions of competitors sindtegic partners in innovation initiatives.
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» Possession of potential ability to analyze genieesids in the industry and their implications floe future.
Understanding the Specific Organization
» Understanding the concerns of stakeholders inioelé organizational innovativeness pursuits.

» Understanding the strengths and limitations of asibusiness strategies to achieve specific infmvamnder
pursuit.

* Understanding the core and distinct competencietheforganization that will enhance the achievenudnt

organizational innovativeness.

Taking Strategic Action

e Assigning priorities and making decisions that vaé consistent with the organization’s mission atrdtegic
objectives, leading to organizational innovativenashievement.

« Recognizing management challenges of alternatraéegfies and addressing them accordingly.
» Establishing tactical and operational objectives fhcilitate organizational innovativeness.

Self-Management Competencies Dimensions

Integrity and Ethical Conduct

* Should be able to have clear standards that sereefaundation for maintaining a sense of integaityl ethical

conduct that will enhance organizational innovaisgs.
» Should be willing to admit mistakes and make neargsshanges to achieve innovation objectives.

e Should be willing to accept responsibility for owingctions in order to move forward and achieve vation.

Personal Drive and Resilience
» Should seek responsibility, ambitious and motivatedchieve innovation objectives.

* Should be able to take good care of self, mentaily physically, and use constructive outlets ta Werstration

and tension reduction to achieve organizationabwativeness.

e Assessing and establishing own-life and work-relafeals and objectives.

Self-Awareness and Development
e Should have clear personal and career goals aedtolgs.
e Should use strengths to advantage while seekingpmve or compensate weaknesses.

* Analyzing and learning from work and life experieac
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Organizational Innovativeness

Every dynamic organization and changing environnmenst of priority, make innovation as more impottas it
is vital in creating and implementing new ideas ik@le, 2019). This as he stressed means that, esecgessful
organization that rests on their prior successeswith time and space become complacent, as cotopetre quite sure
to woo customers away. Organizations maintain tégistence and identity by addressing two basmtesgic functions:
profit and core ideology (Sharma, 2008). Accordmdl follows that the strategic driver for produart service innovation
is often profit or market share, product returnmrestment (ROI), or improving time and space ® tiarket. Collins and
Poras (1996, in Sharma, 2008) opined that cordadgaelates to the firm’s essential values ancppse, this implies its
fundamental reason for being, hence the need afgbinovative. In terms of definitional conceptnavation is the
process by which organizations can use their idgaks, and resources to create new technologig®ods and services,
in order to change and better respond to the nektheir customers (Jones, 1977; Chikwe, 2019)ovation can also be
described as the process of taking a creative ashelaturning it into a useful product, service, cgthod (Robbins and
Coulter, 1999). This implies that an innovative amigation is one characterized by its ability t@mhel creativity (i.e.
ability to combine ideas in a unique way or makeswal associations between ideas) into useful owgso Creativity, as
noted by IBM (2010), is needed in all aspects afaoizational innovativeness and leadership stratdgnking and
planning. As argued by McKeown (2012), over-relaran any particular approach to strategy is dangesnd that
multiple method can be used to combine the craptand analylitics to create an “approach to shgypire future”, that is

difficult to copy.

Organizational innovativeness dimensions or measua®m be classified based on the outcome of theifpe
innovation process. Some of which include: prodirctiprocess, organization structure, people, pradkenvices,
technical, administrative, radical and incremen@ganizational innovativeness can be achieveerimg of managerial
competencies and extremes such as radical andminatal, continuous and discontinuous, sustainabte disruptive
innovations (Robbins and O'Gorman, 2015). Howeweany organizations produce incremental innovatiduog,radical
innovations have a higher probability of signifidlgnincreasing sales revenue and profits (Hitt, kieson, and Ireland,
2007; Alexander and Van Knippenberg, 2014). Sirm& ideas can be represented in many forms, mamg typmeasures
of innovation can exist, and the basic componesitekatedly noted by Hellriegel, Jackson and Slo¢R@05), Hitt, et al
(2007); Leonard and Waldman (2007), and Sun, ZlemngLi (2007), include: Technical innovation, presénnovation,

administrative innovation, incremental innovaticadical innovation, product innovation and disrugtinnovation.
Relevance of Organizational Innovativeness

Innovation examples can be drawn from every corad®ésorganizational context, and managerial conmoéte

potentials, offering the adopter a competitive adage. For instance, it is on note according todie€l995) that;

* In the financial services industry, banking hasrbgansformed by the introduction of automatic cdspensers,

and this gives the general public greater accetgetocash;

* Inthe entertainment industry, the innovation ofitirgcreen films provides the public a wider cho&re such has

made, as well as contributing to significant insesain attendance and revenue generation;
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» Relating to the tourism industry, the booking aliaé seats has been revolutionized by computerizsaking

systems with instant access;
* Inthe education industry, innovations also ocbuotgh those courses relating in specific to didearning.
The Concept of Small and Medium Enterprises (SMES)

Small and medium enterprises have been noted thebstrategic backbone of an economy, as well agltiver
to industrial development (Normah, 2006). SMEs fewenabling environment that enables the busittepsepare high-
quality products and services that will be compstitn the business environment (Sousa-Poza, Alinak and Scaray,
2009). In the national economic development petspecSMES provide job opportunities in additionstapporting the big
industries (Chikwe and Ozuru, 2017). In Malaysiee SMEs are noted to be under increasing pressuregrove their
performance (Normah, 2006). SMEs are seen to lieatrand strategic, especially when the associbtesinesses have
been noted to be contributing to the growth, anthmetitiveness promotion of many nations (Caniel Riodnijn, 2005).
As a result, enhancing their job performance throognagerial competencies to achieve organizationalvativeness is
therefore critical. In view of these, it is notduat highly performance individuals or managers Ww#l able to assist
organizations to achieve strategic objectives sashinnovations, thereby sustaining the organizati@ompetitive

advantage, as relatedly argued by Lado and Wilk®®4; and Dessler (2011).
METHODOLOGY

A cross-sectional research survey design was adoptem the list of registered SMEs with Corporatéairs
Commission in Port Harcourt, 30 registered SMEdidgavith Nylon bags and Plastics, Fashion and §&sPrinting
Press, Poultry Feeds and Veterinary pharmaceutigeculture and Food Processing, Household materiBlilding
materials and construction, Woodworks/furniture evpurposively selected. From each of the 30 reg@dt&MEs, four
persons including the entrepreneur or manager apdreisors or assistant managers were also puglgsselected in
each enterprise, as relatedly suggested by Byuguséunene, and Orobia (2016), in their study of M Rwanda and
Chikwe and Ozuru (2017). Based on this backdrapsthdy considered the entrepreneurs and thestasts as the unit of
analysis in view of the strategic positions thegugy in each SME investigated, as similarly argbgdO’Regan and
Ghobadian (2004), in a related study of innovaiiniSMEs. On the whole, a total of 120 responderdgsevstatistically
selected and served as the sample size of the. SDaghyes of Likert 5-type scale measure structapegktionnaire ranging
from Very Great Extent to Very Low Extent were atimp

The validity and consistency tests of the dataectilhg instruments were carried out and ascertaiigiining a
Chronbach Alpha coefficient of 0.854. After dateasling, 106 copies of the data collecting instruserere found fit for
use in the analysis. The generated data were awhlyzsing Pearson’s Product Moment Correlation Khdtiple
regression statistical techniques at 0.05% levesighificance, with the aid of Statistical Packége Social Science
(SPSS) software.
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RESULTS OF DATA ANALYSIS, FINDINGS AND DISCUSSIONS

Table 1: Weight of Scores Evaluation of ManageriaCompetencies Dimensions

. Strategic Self- Planning and
. Teamwork | Communication : _ .
Descriptors Action Management | Administration
Competency Competency
Competency Competency Competency
S 106 106 106 106 106
Mean 343 368 339 341 346
Standard 2.2667 3.1501 3.5048 3.2286 3.2952
deviation 0.68313 0.60644 0.62415 0.61677 0.60326

SourceResearch Data and SPSS Output

Table 1 above depicts the weight of scores evalnatind aggregated responses sums from our resgenden
indicating the mean scores and respective standevéhtion. The managerial competencies dimensidneamwork
competency, communication competency, strategioractompetency, self-management competency, planramd
administration competency, had accordingly, théofahg respective mean scores: 3.2667, 3.5048,88.22.2476, and
3.2952. In the same vein, their associated correfipg respective standard deviation is : 0.683180®14, 0.62415,
061677, and 0.60326. From the respective mean scibris evident that the majority of our resportdeon the average
agreed to a great extent that managerial competemgtermine or influence organizational innovatéss of SMEs in

Port Harcourt, Nigeria.

Table 2: Weight of Scores Evaluation of Organizatipal Innovativeness Measure

Descriptors Organizational Innovativeness
N 106
Sum 374
Mean 3.5713
Standard Deviatio 0.56936

Source: Research Data and SPSS Output

In table 2 above, the aggregated sum of 374 artd rhigan rating of 3.5713 shows that managerial ctenpes
impact on organizational innovativeness of SMEg@area of study. This invariably enhances orgdinaal adaptability
to changing business environment and performandes Tinding is in agreement with what Chinoye, Masth
Mosunmola, Mayowa, and Fred (2016), posit in tkaidy of entrepreneurship education intentions.

Table 3: Results of Hypotheses Tests on the Relatighip between Dimensions of Managerial Competenciesd
Organizational Innovativeness of SME in Port Harcout

Predictor . Criterion
: : Statistics —— : P-Value
Managerial Competencies Organizational Innovativeness
Teamwork competency Pearson’s correlation .794* Ho, 0.000
Communication competency Pearson’s correlation .721** Ho, 0.000
Strategic action competency Pearson’s correlation .652** Ho; 0.000
Self-management competency Pearson’s correlation .798** Ho, 0.000
Planning and administration competencyPearson’s correlation .663** Hos 0.000

**Correlation is Significant at 0.05 Level -Tailed); p<0.05
SourceResearch Data and SPSS Output
The relationship between teamwork competency agdnizational innovativeness as in table 3, showad the
correlation (r) = 0.794, and p-value = 0.000, whigkess than 0.05 level of significance. This essihat a strong positive

and significant relationship exist between the fmted and criterion variables. Also, in table 3,rmoounication
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competency and organizational innovativeness oglatiip have the correlation (r) = 0.721, and p-a000, which is
less than 0.05 level of significance. As a resalstrong positive and significant relationship réfiere, exist between the
variables. Strategic action competency and orgéioiza innovativeness relationship has a correfa(iyp = 0.652, and p-
value = 0.000, which implies p<0.05. A strong pesitand significant relationship also exists betwdbem. The
relationship between self-management competencysegahizational innovativeness shows a correlaips 0.798, and
p-value = 0.000, i.e. p< 0.05. This indicates tkistence of a strong positive and significant iiefaghip. In the same vein,
planning and administration competency relationstith organizational innovativeness indicates aelation (r) = 0.663,
and p-value = 0.000. This shows that a strongtipesind significant relationship exist betweenvheables.
Table 4: Multiple Regression Statistical Analysis bthe Relationship between Managerial Competencid3imensions
and Organizational Innovativeness Measure Values iBMEs, Port Harcourt

Model Summary

Model R | R-square | Adjusted R square | Std. Error of the Estimate
1 .923 .853 .851 .650

e Predictors: (Constant); Teamwork competency; Comeation competency; Strategic Action competencyf-Se

management competency; and Planning and Admingstrabmpetency

* The criterion variable is the organizational innibxaness. The predictor variable is regressed ag#ie criterion
variable obtaining R2 value of 0.853. This resndticates that the predictor variable jointly exptaB5.3% of the
variation in the criterion variable (organizatiomahovativeness). It implies that 14.7% of the aesicannot be

justified by the variable used in the study.

ANOVA?
Table 5
Model Sum of Squares| Df | Mean Square F Sig.
; 78.203 5
L egression go877 101 2228 173172 0.000
159.080 106 )

» Criterion variable: Organizational Innovativeness

* Predictors: (Constant). Teamwork competency, comeation competency, strategic action competenclf; se

management competency, planning, and administratiarpetency

The F-statistic is 73.172 at probability (sig.) #@F conducted at 0.05% level of significance, usedetermine
the overall significance of the regression modéiisTmeans that there is a statistically significkmear relationship
between the dimensions of the predictor variablan@gerial competencies) and criterion (organizatimimovativeness)

as a group.
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Coefficients
Table 6
Unstandardized .
Model Coefficients Sé?)g?f?gidelﬁfsd t Sig.
B Std. Error

#e(g%”;garﬂtlom stenc 0.776 0.617 1.258 | 0.021

k competency 0.948 0.074 0.660 12.628 | 0.000
Communication competency| , 5nq 0.076 0.212 3.986 | 0.000
Strategic action competency| ;4 0.097 0.241 2768 | 0.000
Self-management competenty "o~ 0.043 0596 14.186 | 0.000
Planning and administration | g4 0.029 0.820 23.291 | 0.000
competency

Criterion variable: Organizational Innovativeness

The table 6 above revealed that all the dimensiminsgnanagerial competencies in the study stronglg an
significantly influenced organizational innovatiwss at 0.05 level of significance and p<0.05. Wihiatmeans is that the

possession of appropriate managerial competeneafiatis a panacea to achieving organizationadvativeness.
CONCLUSIONS

Managerial competency as an issue is critical aslates to organizational innovativeness of SMEthe study
area. The study revealed and concludes througpeitseived findings that the respective competeneoiganizational
managers possess have impacts on the kinds ofatinoVSMEs have, and come up with in their busirssronment,
and as a competitive advantage. The findings &f $hidy are in line with what Cotte and Wood (20pd}ited that
consumer innovativeness relates to the tendeneyatd to embrace change as well as trying new behawi products.
Ozuru and Chikwe (2017) had related observatiotheir study on innovativeness and drones’ acceptamcservice
delivery, citing Nigerian experience. On the whalke study concludes that managerial competendiess@ategic

resource input to achieve organizational innovai@gs of small and medium enterprises in Port Hatchigeria.
RECOMMENDATIONS

Since it has been found that managerial competerstiengly correlate with organizational innovatigss of
SMEs in Port Harcourt, similar future study is recoended to be carried out in related big orgaromatin Port Harcourt
and other parts of Nigeria. A similar study is alsoommended in other diverse SMEs and big firn3drt Harcourt and

other parts of Nigeria.
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