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Abstract

This study investigates the influence of management innovation on organizational performance: evidence from
selected manufacturing company in kwara state. Nigeria. This study was conducted making use of
manufacturing companies in kwara state. The instruments used for data collection were questionnaires and
documents, while a total of four research questions were also used. The data collected from the respondents
was analyzed using percentage method and they were used in answering the research questionnaire. The data
collected and analyzed showed that there is a significant influence of innovation management dimensions on
organizational performance and that there is a significant relationship between management innovation and
organizational performance. The following valuable recommendations were made that organizations should
take the best care of appropriate equipment at the workstations, allow flexible employees’ access to facilities
and social benefits and reward for extra work and proposing/implementing improvement. Organizational
performance has leading results on the product and long lasting usefulness of an organization.
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1. Introduction
Management experts and theoreticians alike are
actually very involved in the ingenuity of
contemporary companies. The effectiveness of an
organization,  especially a

competitive advantage compared to other companies,
and that’s why innovation is considered a critical
success factor in organizations (Darroch, 2015). The
importance of innovations has prompted researchers
knowledge-based to identify variables accelerating innovation

organization and its longevity, is recognized as
depending on imagination, ingenuity and
inventiveness (Martins, Terblanche, 2013). During
the past thirty years, researchers have paid much
attention to innovation (Gatignon et al., 2012). In a
turbulent economic environment, innovation is
considered as a very important strategic driver to gain
new opportunities, protect knowledge assets, and
achieve competitive advantage (Hurmelinna, 2018;
Laith Ali and Shahizan Hassan, 2022). Innovative
companies are more flexible in dealing with the
phenomenon of change as well as can faster react to
changes and create opportunities and gain

(Becheikh et al., 2016). Today, companies highly
compete in the knowledge. The knowledge-based
theory of the firm suggests that knowledge is
strategically the most important and crucial source of
competitive advantage (Grant, 2016; Drucker, 2010).

Some researchers believe that knowledge
management activities are the most important drivers
of innovation (Darroch et al., 2021; Liao et al., 2019).
The knowledge-based view considers knowledge as a
strategic resource in an organization with resource-
based view (Grant, 2019; Gold et al., 2018; Laith Ali
and Shahizan Hassan, 2019). In the meantime,
knowledge creation is one of the important processes

338


userpc
Typewritten text
338


POLAC INTERNATIONAL JOURNAL OF ECONS & MGT SCIENCE (PIJEMS)/Vol.11, No. 1 December, 2024/ PRINT ISSN: 2465-7085, ONLINE ISSN: 2756-4428; www.pemsj.com

of knowledge management (Nonaka and Tkeuchi,
2021). When people are knowledge creator and create
new knowledge, they express their creativity and
make innovation happen. It is often difficult to
separate organizational culture and organizational
structure as both have developed in parallel over the
lifetime of the organization. While the literature is in
agreement on the nature of organizational culture for
managing innovation it is more difficult to discuss the
organizational structure conducive to effective
management of innovation. Mintzberg (1979)
describes the ‘innovative organization’ in his seminal
work but this is a simplistic view of organizational
structure for innovation management. Burns and
Stalker (2022) on the other hand provide a contingent
approach that highlights the complexities of
organizational context on the management of
innovation, it is this approach that we adopt when
considering the relationships within our model.
Innovation is seen as the root of long-term success of
an organization and a factor leading to its increased
efficiency).

Organizations that have a viable and clear
potential to evolve are ones that have a greater view
of the general market and the motivating forces of the
economy and are able to more successfully focus
their creative activities. This includes technology
review, the development of client requirements, and
understanding of the overall business climate,
establishing basic goals of the organization, and
understanding existing organizational culture. There
is a need for a closer insight at the essence of
corporate culture and for an inquiry into its
interaction with organizational innovation,
considering the value of innovation. Managers play
an important part in developing and promoting
creative cultures, according to Keegan and Turner
(2012). Innovative ideas management is a significant
move for effective organizational creativity [Wong
and Sang Chin (2017]. It is a good indicator for the
realization of innovative ideas and organizational
innovation management [Lee and Chang, 2020] as
innovation starts with top management who agree
that the path to survival is organizational innovation.
Top management with an effective leadership style
also creates an environment for innovation within the
company. It should be capable of empowering and
engaging the entire workforce and promoting staff

engagement, growth and learning (Borgelt & Falk,
2021). Obviously, many organizational and
environmental factors may affect on organizational
innovation, but this research has mainly focused on
the one important factor including organizational
culture. Reviewed in the literature, management and
culture affect on the other organizational aspects,
therefore it is vital to know how this factor affects
organizational innovation as well as how managers
and policy makers should prepare necessary
conditions, facilities, and innovative environments for
changing organizational culture in organizations.

2. Literature Review
2.1 Conceptual Issues

2.1.1 Innovation

One of the first definitions of innovation comes from
Schumpeter, who recognized the aspect of novelty in
1920 (Hansen, Wakonen, 2019). According to
Schumpeter, innovations are reflected in a new
product, a new production method; the opening of a
new market, a new supply source; or the creation of a
new organizational structure. Innovation on an
organizational level is defined as a new product,
service, idea, technology, process or structure and it
encompasses its  invention, development or
implementation (Damanpour, 2020).

2.1.2 Management Innovation (MI)

A key factor in defining management innovation is
introduced by Mol and Birkinshaw (2019). For them,
management innovation is based on the intent to
improve performance. A management innovation is
the introduction of new managerial practices by the
firm to increase its performance. Damanpour and
Aravind (2012) adopt the same line of thinking: a
management innovation is a new organization, new
administrative system, new managerial practices, or
new way to create additional value for the company.

2.1.3 Organizational Performance (OP)

Barnard (2021) stated that an organization is a system
of activities or power of two or more people which
have been consciously coordinated and put forward
that an organization emerges when there are people
who can communicate and act together to achieve
common aims. Schein (2019) defined an organization
as the coordination of activities achieved by people
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with common aims; work sharing, hierarchy and
responsibility under an authority. Similarly, March et
al., (2018) put forward that it is a social construction
which is formed by relations among its members.
Culture is one of the most important social
environmental factors in an organization; therefore, it
affects the life and development of an organization.
2.1.4  Management Innovation influences
Organizational Performance

Woodman, Sawyer, & Griffin (2019) frame the
definition of organizational creativity as a subset of
the broader domain of innovation. Innovation is then
characterized to be a subset of an even broader
construct of organizational change. Creativity goes
hand in hand with innovation; higher creativity leads
to more innovation (Ali Taha, Sirkova, & Ferencova,
2020). They further argue developing an
organizational culture that stimulates and promotes
creativity and innovation is imperative for
organizations seeking a competitive advantage.
Creativity does not necessarily mean innovation.
There is creativity without innovation, but there is no
innovation without creativity; creativity precedes
innovation. Creativity means to bring new ideas;
innovation means converting these ideas into a
successful  business. Regarding organizational
(corporate/ enterprise) culture, it is one of the most
important factors affecting both creativity and
innovation in organizations (Ali Taha et al., 2016).
Literature suggests that creativity is the base of
innovation (Sudath Weerasiri, Zhang Zhengang,
2012). As defined in the Mariam Webster, Innovation
can be defined as “the introduction of something new
idea, method, or device". However, in the business
world, the word Innovation does have a broad, in-
depth meaning and its classifications. In today’s
environment, if a company wishes to be competitive,
it must be flexible, innovative, rapid and efficient
(Bayo et al., 2021) he further states The future of any
company depends on its capacity for sustained and
systematic innovation. To understand the Innovation
and its legitimate sway on business, anyone should
understand the systematic approaches to Innovation
and its classifications. Many companies enjoy the
occupational innovations transpires within the system
of business, manufacturing and service environment.
To ensure a company’s future competitiveness,

occasional innovation is no longer enough.
Companies must have a systematic process with
which to adapt swiftly to market changes while
generating profitable solutions (Bayd et al., 2021).
There are different methods of innovating, each
depending on the approach to innovation. There are
essentially two approaches. There are different
methods of innovating, each depending on the
approach to innovation. There are essentially two
approaches. The first one is a technology-driven or
research-driven innovation. This approach mainly
involves the development of new differential
technology, which is better than Existing technology,
for commercial exploitation. The second is user-
driven innovation. The main driving force of this
approach is an in-depth understanding of the user’s
motivations, Problems and needs so that new
solutions can then be developed and exploited.

2.2 Empirical Review
Subject literature provides evidence of a significant
relation between culture and innovation (Chang &
Lee, 2019; Lau & Ngo 2021; Miron & Erez & Naveh,
2019; Obenchain & Johnson, 2020). What empirical
research has not elucidated is what type of culture
actually stimulates or inhibits innovation. There are
different typologies of organizational culture,
comprising (Quinn & Spreitzer’s, 2021) four cultures:
group culture, developmental culture, hierarchical
culture, and rational culture; (Chang & Lin’s, 2019)
types: cooperativeness, innovativeness, consistency,
and effectiveness, or Wallach’s approach (Wallach,
2018), who categorized organizational culture as
bureaucratic, innovative, and supportive, and many
others (Reigle, 2019; Wallach, 2019; Kets De Vries
& Miller, 2019; Goffee & Jones, 2019; O’Reilly &
Chapman & Caldwell, 2021)

Cameron and Quinn’s model (Cameron &
Quinn, 2021), the Competing Values Framework
(CVF), from which four cultures — adhocracy, clan,
market and hierarchy — emerge. Organizational
culture that fosters innovation the most is adhocracy,
typical of a flexible, entrepreneurial and externally
oriented organization (Cameron & Quinn, 2011). This
is confirmed by, among others, (Jaskyte, 2014;
Jaskyte & Kisieliene 2016), whose empirical research
provides evidence to support this relation. What
authors find out is that innovation in these

340


userpc
Typewritten text
340


POLAC INTERNATIONAL JOURNAL OF ECONS & MGT SCIENCE (PIJEMS)/Vol.11, No. 1 December, 2024/ PRINT ISSN: 2465-7085, ONLINE ISSN: 2756-4428; www.pemsj.com

organizations is significantly and positively related to
the cultural dimension of “innovation” (similar to
flexibility) and negatively related to “stability”.

Lau and Ngo (Lau & Ngo, 2014), who
studied the effects of adhocracy culture (which they

called development culture) on innovation in
industrial enterprises. Obenchain and Johnson
(Obenchain & Johnson, 2019) demonstrated

empirically that in case of universities, adhocratic
cultures favour innovation, while hierarchical cultures
have an inhibitory effect on it. Lee and Choi (Lee &
Choi, 2019) proved the existence of a positive
relationship  between organizational culture
understood as a set of values including cooperation,
trust and learning - and the process of knowledge
creation.

Valencia, Sanz Valle and Jiménez (Valencia
& Sanz Valle & Jimenez, 2020), who conducted a
study of 420 companies. What is more, Donate and
Guadamillas demonstrated empirically that in the
case of 111 Spanish companies operating in the so-
called innovative industries, a prerequisite for
achieving a high level of innovation in organizations
is adequate organizational culture and knowledge
management processes (Donate & Guadamillas
2019).

Pichlak  (Pichlak, 2012), in which
organizational culture was treated as one of many
factors affecting organizational innovation, confirms
that the highest level of innovation occurs in
organizations where organizational culture fosters
experimenting, creative problem solving as well as
employee’s initiative (adhocracy culture).

2.3 Theoretical Literature

Innovation Theories

The Schumpeter theory of innovation was
popularized by Joseph Schumpeter, an influential
twentieth century economic thinker who argued that
innovation-originated market power can provide
better results than the invisible hand and price
competition.  Technological innovation creates
temporary monopolies that lead to super normal
profits which are sooner or later competed by rivals
or imitators. The temporary monopolies provide an
incentive for companies to develop new products and
processes (Schumpeter, 2012). Schumpeter (1934)
suggested a possible range of innovation alternatives,
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for example, developing new products or services,
developing new methods of production, identifying
new markets, discovering new sources of supply and
developing new organizational forms.

According to the theory of disruptive
innovation, “disruption” describes a process where a
small company with fewer resources can challenge
established incumbent businesses. The new entrants
target often overlooked segments of the markets and
continuously delivers more value often at lower
prices (Christensen, 2021). Markides (2019), further
argues that there are three kinds of disruptive
innovation: Business model innovation, technological
innovation and radical product innovation. Business
model innovation is employment of a fundamentally
different business model in an existing business. New
customers are attracted into the market, or existing
customers encouraged consuming more, examples
include Amazon, Dell and South West Airlines.
Technological innovation use technology to disrupt
the current product or services offering to attract
customers, for example Uber. Finally, radical
innovation creates new-to-the-world products. They
introduce products and value propositions that disturb
prevailing customer habits and behaviours in a major
way for example personal computers and mobile
phones.

Organization Performance Theories

Handy’s (2019) framework is one of the most popular
organization performance theories. It argues that
culture can be classified based on degree of
centralization and formalization. Centralization
considers the extent to which power and authority is
concentrated at the top of the organization.
Formalization contents to the extent to which rules,
policies and procedures direct organizational
activities. The framework contends that there are four
types of cultures in organizations. In Power or Club
culture, Handy uses a spider’s web as an analogy to
depict the culture. Organizations that use this culture
have divisions based on functions or products.
However, relationship and connection to the spider in
the middle matters most than formal titles and
positions. Power and influence is concentrated at the
centre and loses importance the further you go from
the centre. This culture is mostly found in small
entrepreneurial organizations. It is excellent for speed
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of decision, where speed is is more important, than
the potential cost of a mistake. It is a good culture to
work in, if you are a member of the club and close to
the centre. Employees in the club are valued, have a
free hand and are handsomely rewarded. An
incompetent, aging or disinterested ‘“centre” can
quickly destroy the organization. Role culture is the
ideal organization, where roles and functions
supersede personalities. The organization is divided
in a structure of roles and responsibilities which are
held together by rules, policies and procedures. The
culture is analogized by a Greek Temple. The pillars
represent the functions and division of roles in an
organization.

3. Methodology

3.1 Research Design

The research used was survey design method of
analysis on the study as the strategy or plan of action
regarding events which upon implementation will
enable the researcher to investigate the problem of
this study. The study was designed in a systematic
process of providing answer to the research questions
and research objectives.

3.2 Method of Data Analysis

In order to analyze the data collected effectively and
efficiently for easy management and accuracy, the
simple percentage method was the analytical tools
used for this research project. Also, Correlation
statistical analytical method will be used in the
research work. Correlation as a statistical technique is
used in testing of hypothesis so as to predict what the
relationship between two variables should be. Having
gathered the data through the administration of
questionnaire, the collected data will be coded,
tabulated, and analyzed according to the research
question and hypothesis. Data collection were
analyzed by the use of simple percentage analysis and
presented in the table. Their response were computed
in percentage and entered in the appropriate column
for each case, while chi-square was used.

3.3 Model Specification

The study was conducted in Kwara State. Nigeria,
and with the findings analysis carried out from
selected companies/industries for the purpose of this

research study. As a result of the inability of the
researcher to effectively study the whole enterprise
under study, a representative number was chosen as
the sample size population. One hundred (100) staffs
of Tuyil Pharmaceutical company limited llorin
Kwara state were used as the sample size. The sample
size was calculated using the Taro Yamani scientific
formula which is given as:
n= N

FENCH
Where:
N is the Population
1 is the constant
e is the degree of error expected

n is the sample size
200

n= —_——
1 + 200 (0.05)2

200
1 + 200 (0.0025)

200

1+1
200

2
n =100

3.4 Data and Sources

In this study, questionnaire is the main research
instrument used for the study to gather necessary data
from the sample respondents. The questionnaire is
structured in an open ended form.

This instrument is divided into two sections;
Section A and B. Section A deals with the personal
data of the respondents while Section B contains
research statement postulated in line with the research
questions and hypotheses in the earlier Options or
alternatives are provided for each respondent to pick
or tick one of the options. Since the research
instrument used was the questionnaire, it was
designed wusing the likert scale method. The
questionnaire was designed in the following ways:

Strongly Agreed (SA) - 5
Agreed (A) - 4
Undecided (V) - 3
Disagreed (D) - 2
Strongly Disagreed (SD)- 1

Data for this study came from the primary and
secondary data. The primary data was generated
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through the field survey wusing structured
questionnaire as a major research instrument. The
secondary data on the other hand were obtained from
relevant literatures ranging from textbooks, journals,
articles, periodicals, seminar paper dissertation.
Onwumere (2018) defines validity as “the extent to
which a measuring instrument on application
performs the function for which it was designed.”
Validity is determined by the degree of provision of
correct response from sample objects by the relevant
research design or research instrument. To ascertain
the validity of the instrument, content validity was
adopted, in which the researcher subjected the
instrument to face validity by giving it to research
experts, who examined the items and made sure they
were in line with the objectives of the study. The
structure and language of the questionnaire were
modified in the light of their corrections. The
instrument was structured in such a way as to
minimize the effect of errors like inconsistency and
ambiguity. Anyanwu (2010:87), defines reliability as
“the ability of a particular measuring instrument to
yield similar result when applied to the same situation
at different times.” The reliability of instrument was
determined by a reliability test through the use of
Cronbach’s Alpha to check the consistency of the
intended measure. The Cronbach’s Alpha coefficients
for most of the constructs in the pilot study had an
acceptable level of internal consistency based on the
suggestion of Nunnally and Bernstein (2015). A total
of twenty (20) copies of questionnaire were
administered to five selected organizations in kwara
state for the study.

Table 1: Reliability Statistics

Cronbach’s No. of Items
Alpha
.841 12

In this case, - 0.841, which shows that the
questionnaire is reliable.

The questionnaires were self-administered by
the researcher to the participants and distributed to
the selected industries in kwara state. Nigeria; 120
questionnaires was planned for distribution. In order
to ensure the proper follow up of the questionnaires
to be filled and returned, an employee who works
there was assigned as a contact person.

4. Results and Discussion

The study deals with the presentation and analysis of
the result obtained through questionnaires. The data
gathered were presented according to the order in
which they were arranged in the research questions,
simple percentage and pie graphs were used to
analyze the demographic information of the
respondents while spearman rank correlation was
adopted to test the research hypotheses. One hundred
and twenty (120) copies of Questionnaire was
Distributed to staff of selected manufacturing
companies/industries in Kwara State. Nigeria. One
hundred (100) copies were returned out of the total
guestionnaires distributed.

Questionnaire Distributed is

120 while  Questionnaire

returned is 100.

4.1Demographics Characteristics of the Research
Respondents

Table 2: Age grade of respondents

Frequency

Valid below 17years 15

18-20years 15

21-30years 40

31-40years 10

41-50years 10

above 50years 10

Total 100

Cumulative
Percent  Valid Percent Percent
15.0 15.0 15.0
15.0 15.0 30.0
40.0 40.0 70.0
10.0 10.0 80.0
10.0 10.0 90.0
10.0 10.0 100.0
100.0 100.0

Source: Author’s Analytical Survey, (2024)
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Table 2 above shows the age grade of the
respondents used for this study.

15 respondents which represent 15.0percent of the
population are below 17 years.15 respondents which
represent 15.0 percent of the population are between
18-20years.40respondents  which represent 40.0

30years.10respondents which represent 10.0 percent
of the  population are  between  31-
40years.10respondents which represent 10.0 percent
of the population are between 41-50years while
10respondents which represent 10.0 percent of the
population are over 50years.

percent of the population are between 21- Sex
Table 3: Sex of Respondents
Cumulative
Frequency Percent  Valid Percent Percent
Valid Male 60 60.0 60.0 60.0
Female 40 40.0 40.0 100.0
Total 100 100.0 100.0

Source: Author’s Analytical Survey, (2024)

Table 3 above shows the sex distribution of the
respondents used for this study.

60 respondents which represent 60.0percent of the
population are male while the remaining 40

respondents which represent 40.0 percent of the
population are female.
Educational Level

Table 4: Educational level of Respondents

Frequency
Valid HND/ND 30
BSc. 60
MSc. 5
PHD. 5
Total 100

Cumulative
Percent  Valid Percent Percent
30.0 30.0 90.0
60.0 60.0 60.0
5.0 5.0 95.0
5.0 5.0 100.0
100.0 100.0

Source: Author’s Analytical Survey, (2024)

Table 4 above shows the educational level of

respondents used for the survey

30 respondents representing 30.0 percent of the

population are HND/ND degree holders.60

respondents representing  60.0percent of the
Table Based on the Research Questions

population are BSc. Degree holders. 5 respondents
representing 5 percent of the population are MSc.
Degree holders while 5 respondents representing 5
percent of the population are PHD degree holders.

Table 5: Management Style, Techniques and Behaviour Often Reflect on the Performance of

the Organization.
Frequency Percent

Valid strongly agree 50 50.0
Agree 25 25.0
Undecided 5 5.0
Disagree 10 10.0
Strongly 10 10.0

Valid Percent Cumulative Percent

50.0 50.0
25.0 75.0
50 80.0
10.0 90.0
10.0 100.0
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disagree

Total 100 100.0

100.0

Source: Author’s Analytical Survey, (2024)

Table 5 shows the responses of respondents that
management style, techniques and behaviour often
reflect on the culture of the organisation.50
respondents representing 50.0 percent strongly agree
that management style, techniques and behaviour
often reflect on the culture of the organisation. 25
respondents representing 25.0 percent agree that
management style, techniques and behaviour often
reflect on the culture of the organisation. 5

respondents  representing 5.0 percent were
undecided. 10 respondents representing 10.0 percent
disagree thatthat management style, techniques and
behaviour often reflect on the culture of the
organisation. 10 of the respondents representing 10.0
percent strongly disagrees that that management
style, techniques and behaviour often reflect on the
culture of the organisation

Table 6: Idea Generation has a Significant Influence on an Organization’s Ability to Manage

Innovation.
Frequency Perc
Valid strongly agree 40 40.0
Agree 50 50.0
Undecided 2 2.0
Disagree 3.0
strongly disagree 5 5.0
Total 100 100.

ent

0

Valid Percent Cumulative Percent

40.0 40.0
50.0 90.0
2.0 92.0
3.0 95.0
5.0 100.0
100.0

Source: Author’s Analytical Survey, (2024)

Table 6 shows the responses of respondents that idea
generation has a significant influence on an
organisation’s ability to manage innovation. 40
respondents representing 40.0 percent strongly agree
that idea generation has a significant influence on an
organisation’s ability to manage innovation. 50
respondents representing 50.0 percent agree that idea
generation has a significant influence on an

organization’s ability to manage innovation.

2percent were undecided. 3 respondents representing
3.0 percent disagrees that idea generation has a
significant influence on an organization’s ability to
manage innovation while the remaining 5 of the
respondents representing 5 percent strongly
disagrees that idea generation has a significant
influence on an organization’s ability to manage
innovation

Table 7: There is a Significant Influence of Product Innovation on Organizational

Performance.
Frequency Percent
Valid strongly agree 40 40.0
Agree 50 50.0
Undecided 2 2.0
Disagree 5 5.0
strongly disagree 3 3.0
Total 100 100.0

Valid Percent Cumulative Percent

40.0 40.0
50.0 90.0
2.0 92.0
5.0 97.0
3.0 100.0
100.0

Source: Author’s Analytical Survey, (2024)

345


userpc
Typewritten text
345


POLAC INTERNATIONAL JOURNAL OF ECONS & MGT SCIENCE (PIJEMS)/Vol.11, No. 1 December, 2024/ PRINT ISSN: 2465-7085, ONLINE ISSN: 2756-4428; www.pemsj.com

Table 7 shows the responses of respondents thatthere
is a significant influence of product innovation on
organizational culture. 40 respondents representing
40.0 percent strongly agree that there is a significant
influence of product innovation on organizational
culture. 50 respondents representing 50.0 percent
agree that there is a significant influence of product
innovation on organizational culture. 2 respondents

representing 2 percent were undecided. 5
respondents representing 5.0 percent disagrees that
there is a significant influence of product innovation
on organizational culture while the remaining 3 of
the respondents representing 3 percent strongly
disagree that there is a significant influence of
product innovation on organizational culture.

Table 8: There is a Significant Influence of Process Innovation on Organizational

Performance.
Frequency Percent
Valid strongly agree 50 50.0
Agree 30 30.0
Undecided 5 5.0
Disagree 10 10.0
strongly agree 5 5.0
Total 100 100.0

Valid Percent Cumulative Percent

50.0 50.0
30.0 80.0
5.0 85.0
10.0 95.0
5.0 100.0
100.0

Source: Author’s Analytical Survey, (2024)

Table 8 shows the responses of respondents that
there is a significant influence of process innovation
on organizational culture. 50 respondents
representing 50.0 percent strongly agree that there is
a significant influence of process innovation on
organizational culture. 30 respondents representing
30.0 percent agree that there is a significant
influence of process innovation on organizational

culture. 5 respondents representing 5 percent were
undecided. 10 respondents representing 10.0 percent
disagrees that there is a significant influence of
process innovation on organizational culture while
the remaining 5 of the respondents representing 5
percent strongly disagrees that there is a significant
influence of process innovation on organizational
culture.

Table 9: There
Organizational Performance.

Frequency Percent

Valid strongly agree 40 40.0
Agree 30 30.0
Undecided 15 15.0
Disagree 10 10.0
strongly disagree 5 5.0
Total 100 100.0

is Significant Relationship Between Management

Innovation and

Valid Percent Cumulative Percent

40.0 40.0
30.0 70.0
15.0 85.0
10.0 95.0
5.0 100.0
100.0

Source: Author’s Analytical Survey, (2024)

Table 9 shows the responses of respondents that
there is a significant relationship between innovation
management and organizational culture. 40
respondents representing 40.0 percent strongly agree

that there is a significant relationship between
innovation management and organizational culture.
30 respondents representing 30.0 percent agree that
there is a significant relationship between innovation
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management and organizational culture. 15
respondents representing 15.0 percent were
undecided. 10 respondents representing 10.0 percent
disagrees that there is a significant relationship
between innovation management and organizational

culture while the remaining 5 of the respondents
representing 5.0 percent strongly disagrees that there
is a significant relationship between innovation
management and organizational culture.

Table 10: Organizational has the Character and Foundation of the Organization Plays
an Effective Role in the Flow of Sharing Knowledge in the Organization.

Frequency Percent

Valid strongly agree 40 40.0
Agree 50 50.0
Undecided 2 2.0
Disagree 5 5.0
strongly disagree 3 3.0
Total 100 100.0

Valid Percent Cumulative Percent

40.0 40.0
50.0 90.0
2.0 92.0
5.0 97.0
3.0 100.0
100.0

Source: Author’s Analytical Survey, (2024)

Table 10 shows the responses of respondents that
organizational culture as the character and
foundation of the organization plays an effective role
in the flow of sharing knowledge in the organization.
40 respondents representing 40.0 percent strongly
agree that organizational culture as the character and
foundation of the organization plays an effective role
in the flow of sharing knowledge in the organization.
50 respondents representing 50.0 percent agree that
organizational culture as the character and
foundation of the organization plays an effective role

in the flow of sharing knowledge in the organization.
2 respondents representing 2 percent were
undecided. 5 respondents representing 5.0 percent
disagrees that organizational culture as the character
and foundation of the organization plays an effective
role in the flow of sharing knowledge in the
organization while the remaining 3 of the
respondents representing 3 percent strongly disagree
that organizational culture as the character and
foundation of the organization plays an effective role
in the flow of sharing knowledge in the organization.

Table 11: There is a Significant
Organizational Culture.

Influence of Organizational

Innovation on

Valid
Frequency Percent Percent cumulative Percent
Valid strongly agree 40 40.0 40.0 40.0
Agree 50 50.0 50.0 90.0
Undecided 2 2.0 2.0 92.0
Disagree 5 5.0 5.0 97.0
strongly disagree 3 3.0 3.0 100.0
Total 100 100.0  100.0

Source: Author’s Analytical Survey, (2024)

Table 11 shows the responses of respondents that
there is a significant influence of organizational
innovation on organizational culture. 40 respondents
representing 40.0 percent strongly agree that there is
a significant influence of organizational innovation
on organizational culture. 50 respondents
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organizational culture while the remaining 3 of the
respondents representing 3 percent strongly

disagrees that there is a significant influence of
organizational innovation on organizational culture.

Table 12: Organizational Culture is an Element Favourable to the Development of

Innovative Activity.

Frequency Percent

Valid Percent Cumulative Percent

Valid strongly agree 40 40.0 40.0 40.0
Agree 30 30.0 30.0 70.0
Undecided 15 15.0 15.0 85.0
Disagree 10 10.0 10.0 95.0
strongly disagree 5 5.0 5.0 100.0
Total 100 100.0 100.0

Source: Author’s Analytical Survey, (2024)

Table 12 shows the responses of respondents that respondents representing 15.0 percent were

organizational culture is an element favourable to
the development of innovative activity. 40
respondents representing 40.0 percent strongly agree
that organizational culture is an element favourable
to the development of innovative activity. 30
respondents representing 30.0 percent agree that
organizational culture is an element favourable to
the development of innovative activity. 15

undecided. 10 respondents representing 10.0 percent
disagrees that organizational culture is an element
favourable to the development of innovative activity
while the remaining 5 of the respondents
representing 5.0 percent strongly disagrees that
organizational culture is an element favourable to
the development of innovative activity.

Table 13: There is a Significant Influence of Product Innovation on Organizational

Culture.
Frequency Percent
Valid strongly agree 50 50.0
Agree 30 30.0
Undecided 5 5.0
Disagree 10 10.0
strongly agree 5 5.0
Total 100 100.0

Valid Percent Cumulative Percent

50.0 50.0
30.0 80.0
5.0 85.0
10.0 95.0
5.0 100.0
100.0

Source: Author’s Analytical Survey, (2024)

Table 13 shows the responses of respondents that
there is a significant influence of product innovation
on organizational culture. 50  respondents
representing 50.0 percent strongly agree that there is
a significant influence of product innovation on
organizational culture. 30 respondents representing
30.0 percent agree that there is a significant
influence of product innovation on organizational

culture. 5 respondents representing 5 percent were
undecided. 10 respondents representing 10.0 percent
disagrees that there is a significant influence of
product innovation on organizational culture while
the remaining 5 of the respondents representing 5
percent strongly disagrees that there is a significant
influence of product innovation on organizational
culture

348


userpc
Typewritten text
348


POLAC INTERNATIONAL JOURNAL OF ECONS & MGT SCIENCE (PIJEMS)/Vol.11, No. 1 December, 2024/ PRINT ISSN: 2465-7085, ONLINE ISSN: 2756-4428; www.pemsj.com

Table 14: Competitive in the Organizations Influences Employees Performance.

Frequency Percent

Valid strongly agree 40 40.0
Agree 30 30.0
Undecided 15 15.0
Disagree 10 10.0
strongly disagree 5 5.0
Total 100 100.0

Valid Percent Cumulative Percent

40.0 40.0
30.0 70.0
15.0 85.0
10.0 95.0
5.0 100.0
100.0

Source: Author’s Analytical Survey, (2024)

Table 14 shows the responses of respondent that
competition in the organization influences employee
performance. 40 respondents representing 40.0
percent strongly agree that Competition in the
organization influences employee performance. 30
respondents representing 30.0 percent agree that
competition in the organization influences employee

performance. 15 respondents representing 15.0
percent were undecided. 10 respondents representing
10.0 percent disagrees that competition in the
organization influences employee performance while
the remaining 5 of the respondents representing 5.0
percent strongly disagrees that competition in the
organization influences employee performance.

Table 15: Dynamism and Creativity Influence Organizational Culture.

Frequency Percent

Valid strongly agree 40 40.0
Agree 50 50.0
Undecided 2 2.0
Disagree 5 5.0
strongly disagree 3 3.0
Total 100 100.0

Valid Percent Cumulative Percent

40.0 40.0
50.0 90.0
2.0 92.0
5.0 97.0
3.0 100.0
100.0

Source: Author’s Analytical Survey, (2024)

Table 15 shows the responses of respondents that
dynamism and creativity influence organizational
culture. 40 respondents representing 40.0 percent
strongly agree that dynamism and creativity influence
organizational culture. 50 respondents representing
50.0 percent agree that dynamism and creativity
influence organizational culture. 2 respondents

representing 2 percent were undecided. 5 respondents
representing 5.0 percent disagrees that dynamism and
creativity influence organizational culture while the
remaining 3 of the respondents representing 3 percent
strongly disagrees that dynamism and creativity
influence organizational culture.

Table 16: Organizational Cultures Prevents or Facilitates the Implementation and
Maintenance of Innovation in the Organization.

Frequency Percent

Valid strongly agree 50 50.0
Agree 30 30.0
Undecided 5 5.0
Disagree 10 10.0
strongly agree 5 5.0
Total 100 100.0

Valid Percent Cumulative Percent

50.0 50.0
30.0 80.0
5.0 85.0
10.0 95.0
50 100.0
100.0

Source: Author’s Analytical Survey, (2024)
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Table 16 shows the responses of respondents that
organizational culture prevents or facilitates the
implementation and maintenance of innovation in the
organization. 50 respondents representing 50.0 percent
strongly agree that organizational culture prevents or
facilitates the implementation and maintenance of
innovation in the organization. 30 respondents
representing 30.0 percent agree that organizational
culture prevents or facilitates the implementation and
maintenance of innovation in the organization. 5
respondents representing 5 percent were undecided. 10
respondents representing 10.0 percent disagrees that
organizational culture prevents or facilitates the
implementation and maintenance of innovation in the
organization while the remaining 5 of the respondents
representing 5 percent strongly disagrees that
organizational culture prevents or facilitates the
implementation and maintenance of innovation in the
organization.

5. Conclusion and Recommendations

Thinking about the implementation of innovation,
organizations generally focus on resources, processes
and measurement of success, i.e. the easily measurable
elements. Results showed that product innovation,
process innovation and organizational innovation has a
positive impact on organizational performance. Study
also indicates that moderation effect of organization
culture on the connection of product innovation with
organizational culture is positive. The moderation
effect of organization culture on the connection of
process innovation with organization culture is
optimistic. Also the moderation effect of organization
culture on the connection of organizational innovation
with organization performance is also positive. Results
will help the decision makers when they will practice
innovation in their organizations that will affect the
performance of the organization. It is extremely
important to appropriately shape the pro-innovation
organizational performance from the point of view of
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