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Abstract  

  

This study examined the relationship between workforce diversity and organizational 

innovativeness of small and medium scale enterprises in Rivers state, Nigeria. The survey 

design was adopted. A total population of four hundred and seventy-eight (478) owner 

managers were covered and a sample size of 217 was drawn from the population. The simple 

random sampling technique was adopted in this study. Copies of questionnaire were used in 

gathering data from respondents. The retrieved data was analyzed using the Pearson product 

moment correlation. It was observed from the analysis that diversity in terms of professional 

diversity and experience diversity have a significant and positive relationship with product 

innovation and market innovation. It was thus concluded that an enhancement in the level of 

professional and experience diversity will ultimately lead to increased level of product and 

market innovation in the organization. Hence, among others, it was recommended that the 

owners of the SMEs should be very conscious in employing workers from different 

professional background as this will help enhance the firm’s innovativeness in the industry.  

 

Key Words: Experience Diversity, Market Innovation, Organizational Innovativeness, 

Product Innovation, Professional Diversity. 
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1.0 Introduction  

 

Following the global competitive trend among small and medium scale enterprises (SMEs), 

the need to be innovative and competitive has become an issue of necessity.  The intense 

competitive nature of business today has made it critical to create competitive advantages 

through innovativeness (Pikkemaat & Weiermair, 2007).  An innovative orientation consists 

the basic strategic attitude that is especially relevant for business survival and growth in 

sectors such as SMEs, where markets are saturated and customers enjoy product proliferation 

(Ottenbacher, 2007). Premise on these, Go (2010) noted that innovative ability is currently 

and broadly recognized as significant element of resource-intensive activities. This implies 

that organizational innovativeness has risen to be a key strategic resource to win and remain 

sustainable in the competitive business environment especially in developed countries like 

China, United States, France, including fast developing countries like Nigeria, United Arab 

Emirates, South Africa, etc. Supportively, Sengupta and Dev (2011) revealed that several 

researches have demonstrated the positive impact of innovation in individual businesses like 

hotels.  

Furthermore, there seems to be several studies focusing on organizational innovativeness as a 

construct and a practical business situation. Ussahawanitchaki (2012) noted that with 

innovativeness, SMEs have remained the catalysts for economic development both for the 

developed and developing nations in terms of high level employment, development of 

indigenous enterprises, forward integration with large-scale business models and additions to 

the gross domestic product (GDP) of nations. Similarly, Olughor (2015) noted that in broader 

sense, SMEs are responsible for about 75% of employment in most countries. This is also 

evidence in Rivers state and other states in Nigeria as majority of citizens including graduates 

are owners of one small business to another. As a matter of fact, the level of innovativeness 

of SMEs both in Nigeria and other nations determines their level of performance SMEs 

engages in innovation activities has enhanced performances (Gracia, 2014). Hult, Hurley, and 

Knight (2004) noted that there is general agreement in related literature dealing with ideas 

behind innovativeness and holds that innovativeness stands for an organization’s capacity to 

innovate. Similarly, Wang and Ahmed (2004) noted that the concept of organizational 

innovativeness is made up of market innovativeness, process, product, strategic, and 

behavioral innovativeness. Same study also argued that the term innovativeness is often 

falsely interchanged for the term innovation thereby missing the multidimensional 

conceptualization. In the same vein, Lynch, Walsh, & Harrington (2010) noted that there is 

lack of clarity in the conceptualization and measurement of innovativeness among related 

studies. Thus, these could be responsible for lack of its application including better 

knowledge on how managing the diversity of workers within the organizational work 

environment could affect organizational innovativeness or ability to create new items. 

In addition, Lauring (2011) stated that workforce are translating to become more global, 

progressive and more culturally diverse, thereby making it more tasking for communication 

to pass smoothly more effectively either by group-based or individual-based. In other words, 

diversity among workers makes it dreadful for workers to correlate and associate with each 

other for the benefit of the concerned organization and the individual workers concerned as 

well. David and Lois (2010) noted organizations in the new millennium are challenged with a 

countless human resource management challenges that are offshoots of workforce diversity, 

yet most fields have not produced enough body of knowledge in its regards.  Munjuri and 



African Journal of Business and Economic Development | ISSN: 2782-7658 

Vol. 2, Issue 1 (January, 2022) | www.ijaar.org 
Journal DOI: 10.46654/AJBED 

Paper DOI: 10.46654/AJBED.2184 

 

151 
 

Maina (2013) conducted a study on “Workforce diversity management and employee 

performance in the banking sector in Kenya” with a descriptive design and population of 

4000 employees of banks in Nairobi, Kenya using stratified sampling techniques from three 

branches. The study show that the Banks had approaches such as balanced recruitment, 

support to minority groups, training of diversity, and equal employment opportunities. Its 

major interest was on how diversity of employees plays part among bank management 

performance in Kenya and little or no attention was given to how work diversity plays part on 

organizational effectiveness.  Okoro and Washingston (2012) focused on how globalization is 

a major contributor to organizational diversity in the 21
st
 century and no effort was made to 

provide empirical evidence of the link between work force diversity and firms’ 

innovativeness. Uppal, Mishra, and Vohra (2014) identified experience diversity as skills or 

knowledge that individual employees get on the job while Blackman (2017) opined that 

professional diversity entails diversity obtained as a result of professional qualifications. Yet, 

there seems to be very few emphases on the relationship between workforce diversity and 

organizational innovativeness especially in the context of SMEs in Rivers State. Thus, the 

present study seeks to bridge this knowledge gap. 

 

Statement of Problem 

 

SMEs in Nigeria are obviously enjoying the fast economic development in terms of product 

availability, rapid consumer demand and increase in foreign business opportunities. 

Similarly, small and medium businesses like fashion and design, fast food joints, poultries 

and many more especially in Port Harcourt are experiencing increased consumer demand 

which cumulate to higher business performance in terms of sales, profitability, innovation 

and increased business opportunities. Yet, based on observation, most SMEs in Rivers State 

and Nigeria at large are suffering from over dependence on foreign products due to lack of 

innovative capabilities which is hindering product and market innovation. The low level of 

innovativeness of most SMEs has resulted into low market innovation and product innovation 

thereby reducing the chance of business sustainability. In addition, most SMEs in Rivers 

State would continuously experience low level of patronage due to lack of innovativeness i.e. 

ability to create something new to the market as majority of consumers are seeking for 

variety; thus, lack of innovativeness becomes a big challenge. Hence, there is need to 

empirical investigate the relationship that exist between workforce diversity and 

organizational innovativeness of SMEs in Rivers State. 

 

Objectives of the Study  

 

The objectives of the study are to examine the relationship between:  

i. Professional diversity and organizational innovativeness of SMEs. 

ii. Experience diversity and organizational innovativeness of SMEs. 

 

Research Questions 

i. What is the relationship between professional diversity and organizational 

innovativeness of SMEs? 

ii. What is the relationship between diversity and organizational innovativeness of SMEs? 
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Research Hypotheses 

H1: There is no significant relationship between professional diversity and product 

innovation of SMEs. 

H2: There is no significant relationship between professional diversity and market innovation 

of SMEs. 

H3: There is no significant relationship between experience diversity and product innovation 

of SMEs. 

H4: There is no significant relationship between experience diversity and market innovation 

of SMEs. 
 

2.0 Related Literature 

This study is founded on the dynamic capability theory (DCT) which is an extension of the 

resource-based theory (RBT). The dynamic capability theory was introduced by David Teece 

and Gary Pisano in 1994 with the notion of expanding and improving upon the setbacks 

facing the resource-based theory (Teece & Pissano, 1994).  The resource based theory was 

guided by the idea that stemmed from resource-based view which opined that success lies on 

accumulating and maintaining valuable technological assets and other internal resources. This 

argued is hinged on the idea that some resources can be very particular to a specific firm and 

not easily imitated which brings about competitive advantage (Das & Teng, 2002). Similarly, 

Eisenhardt & Martin (2000) argued that the RBT is a well-known theory of management but 

seems to be very limited in scope of explaining what constitutes firms’ competitive 

advantage. This argument is attuned with the propositions of Teece, Passion, and Shuen 

(1997) which opined that RBT only explains mechanisms stir up competitive advantage but 

does not provide critical explanation of how the mechanism functions. Same studies opined 

that dynamic capability theory provides explanation on how the success of firms depends on 

their ability to timely respondent market dynamic and innovation activities. The ability to 

achieved competitive advantage via speedy coordination and redeployment of internal and 

external competence is known as dynamic capability theory (DCT). 

 

In the same vein, SMEs could focus on redefining its employees’ diversity including 

professional and experience diversity to gain competitive advantage. In accordance with the 

DCT, a competitive advantage will only be obtained via swift responses to workforce 

diversity and a blend of various diversity elements (gender, race, experience, etc.) with 

organizational competitiveness. Further, the DCT explains the possibility of organizational 

competitiveness lies on how fast firms embrace the dynamic business environment, product 

and market innovation. Supportively, Teece et al 1997 opined that medium to develop firm 

specific competences is via quick response to business environmental changes which are 

associated to market positions, business process, and opportunities. The theory also provides 

insights on what constitute firms’ competiveness. Hence, the theory is relevant to the study 

and serves as theoretical framework. 
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Research Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1 A conceptual framework showing the link between workforce diversity and 

organizational innovativeness of Small and Medium Scale Enterprises (SMEs) in Rivers 

state, Nigeria 

Source: Desk research adapted from  
 

Concept of Workforce Diversity 

The term diversity means being different in cultural, belief, value, religion, inspiration, 

perspiration and more. It is a fact of life which is natural and irreversible and the same time 

makes life beautiful, attractive, interesting, and less monotonous (Mujtaba, 2007). Bartz, 

Hillman, Lehrer, and Mayhugh (1990) opined that the diversity in workplace could be seen in 

various elements such as difference in race, gender, age, and ethnicity. The authors observed 

that workforce diversity has been an area of critical attention by human resource management 

who advocates for the quality of workforce diversity to be achieved via proper management 

in order to enhanced productivity. Instances of workforce diversity are observed in factors 

such as culture, gender, age, a disability, and experience. Diversity may also present in terms 

of as a single parent, liberal or conservative point of view, and work style (Hanamura, 1989). 

Managing diversity means striving to develop an organizational culture that is heterogeneous 

and maximize the involvement of all individuals to their full capacities (Thomas, 1986). Age, 

gender, race, education, religion, and culture are all factors that might impact a task or 

relationship inside an organization, according to Carrell (2006). To understand the impact of 

workforce diversity, Skaggs and DiTomaso (2004) argue that one must consider the 

implications of the distribution of valuable and scarce resources, interpersonal interactions, 

and the compositional influences of the unit such as job, vocation, organization, or society. 

Bahamon (2002) noted that conducive work climate has been known to drive of performance 

and add greatly to organizational results. The concern for provision of work climate anchors 

independently on the management team of an organization whose behavior determines the 

work climate. A positive behaviour influences the work climate which enhances motivation 

and the aroused motivation for work as a result of the managements’ ability to coordinate 

employees’ diversity at work. 

Further, Lauring (2011) noted that workforce becomes more global and progressively more 

culturally diverse, it becomes a challenge for communication to pass smoothly more 
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effectively either by group-based or individual-based. In other words, diverse workplace 

makes it impossible for employees to correlate and associate with each other for the benefit 

of the concerned organization and the individual workers concerned as well. Mulkeen (2008) 

explained workplace diversity as all the differences in age, gender, sexual orientation, 

educational background, cultural framework, religiosity, and life experience. The same author 

added that today’s workforce does not exist in isolation but takes part of an emerging 

international business atmosphere where effective business communication is essential for 

sustainable organizational growth. Similarly, Hunt (2011) opined that workplaces are the 

only angle at which individuals from diverse cultures convene and engage in collaborations 

which renews and broadens the essence of an organization. Okoro and Washingston (2012) 

noted that most studies opined that workforce diversity in the 21
st
 century is attributed to 

globalization which has contributed to the ease movement of people from one place to 

another.  Hansen (2003) submitted that organizations in the United States spend over $8 

billion on a yearly basis on diversity initiatives and related matters. Most of the businesses 

have realized that workforce diversity is critical in the business environment and reflects the 

kind of issues obtainable in the modern day. Flatley, Rentz and Lentz (2012) opined that it is 

important that the businesses be able to acclimate to quickly changing tasks and work 

relationships. The changes are known to be caused by factors like rapid growth in 

globalization, immigration, the aging of the ―Baby Boomers, rapid expansion of women 

folks in the workforce, and the fluctuating educational environment which influence work 

experience.  

Additionally, Makhdoomi and Nika (2017) noted that workforce diversity has become an 

important research issue going by the fact that there are significant global changes with work 

environment. The study opined that various dimensions of workforce diversity have been 

identified by different authors.   For instance, some authors divided diversity into two 

dimensions- primary dimensions (cannot be changed), secondary (can be changed like 

education, marital status etc.). Rijamampianina and Carmichael (2005) identified three 

dimensions of diversity to include primary- age, ethnicity, race, gender, secondary-culture, 

sexual orientation, education, work experience, and tertiary dimensions-assumptions, values, 

norms, perceptions etc. 

 

Professional Diversity 

Employees differ in their type and kind of education which also makes their professions 

different. Professional diversity refers to the different professional qualifications owned by 

different employees who work together to achieve same organizational goals and objectives 

(Blackman, 2017). To manage professional diversity, management need to place employees 

on different segments especially at their recruitment periods to enable easy identification, and 

differentiation of employees’ professional ethics and orientation, and also blending 

organizational culture with professional diversity. 

 

Experience Diversity 
Experience diversity entails the different encounters each worker had on the job or before 

working with an organization. Every employee has different life and work experience which 

could be as a result of travels, personal challenges and family backgrounds (Blackman, 

2017). Experience has been argued by philosophers as an element that involves state of the 

mindset (Haldane, 1926). Studies have noted that not all indicators of work experience are the 

same. For instance, work experience can be viewed as either the number of months spent in a 
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particular job (job tenure), or the number of times a particular task has been accomplished. 

Uppal, Mishra, and Vohra (2014) holds that work experience is referred to as any skills or 

knowledge that individual workers obtain on the job or encounter with a specified field. 

Similarly, skills and knowledge gained via working at a specific field differs thus creating 

room for more experience diversity. It becomes the task of a manager to coordinate workers’ 

experience in order to achieve general objectives.  

 

Organizational Innovativeness 

The term innovativeness is often interchanged with innovation (Siguaw, Simpson, & Enz, 

2006). Yet, there are arguments that innovativeness is not the same as innovation and implies 

a businesses’ ability to innovate (Hult, Hurley, & Knight, 2004). This line of arguments 

implies that innovativeness should be seen as the strategic and competitive innovation 

orientation of a business while innovation be seen as the medium through which the firm uses 

to gain its competitive advantage. This view could create picture in the mind to explain the 

both concepts as input (innovativeness) and output (innovation) situation (Manu, 1992). 

Similarly, Midgley and Dowling (1978) argue that the majority of studies failed to identify 

that innovativeness is in fact a separate construct, and should not be used synonymously with 

“innovation.” Cooper & Kleinschmidt (1995) argued that any definition of concept- 

innovativeness must be conceptualized as a wider and more “firm-level construct.” as 

opposed to the extant thinner “project-level.” conceptualization. In the bid to explain the 

concept innovativeness, Hurt, Joseph, and Cook, (1977) asserted that innovativeness is the 

willingness to make changes. In the same vein, Avlonitis, Kouremenos, and Tzokas (1994) 

opined that that innovativeness should be seen as comprising of a technological and 

behavioral aspect indicating both a technological capacity and a behavioral inclination and 

commitment of an organization to innovate. For Hurt, Joseph, and Cook (1977) 

innovativeness implies a firm’s ability to bring up new processes, products, or ideas on board. 

Also, Lynch, Walsh, and Harrington (2010) noted that the term innovativeness seems to have 

divergent view and explanation by various studies. The author opined that innovativeness 

consist of different basic dimensions such as intention to innovate, openness to idea that is 

new, creativity, risk-taking, and technological ability to innovate. Today, organizations are 

turning to knowledge-based establishments and their success and survival depend on their 

creativeness, innovation, discoverability and innovativeness (Martins & Terblanche, 2003). 

 

Product Innovation 

The concept of product innovation entails using new knowledge to offer a new product or 

service that customers desire in the marketplace (Afuah, 2003).  Danneels (2002) opined that 

product innovation is the connecting of technology and competences. The author added that 

product innovation is  mostly associated with referred  novelty  and  meaningfulness  of  new 

products  introduced  to  the  market  on time. Similarly, Un, Cuervo-Cazurra, and Asakawa, 

(2010) recognized product as a continuous instruction of a valid product in the market place 

or modifying an already known product at a significant level. Mooeman and Miner (1997) 

identified various forms of product innovation to include incremental, customer-oriented, 

radical and company-related product innovation. The authors noted that customer-oriented 

innovation entails a new product focus on meeting customers’ satisfaction using a new 

product than the old or former product. The incremental innovations  implies  little  changes  

in the technological basis of a product, which are  related to  what  is  only  a  little 

improvement  in  benefits  realized  from consumption of the modified product (Garcia  &  

Calantone,  2002).  Among other forms of innovation, product innovation is closely related to 
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technological competitiveness while process and organizational innovation are determined by 

price competiveness (Pianta, 2005). 

Market Innovation 

The term market innovation is majorly associated with opening up new markets (Schumpeter, 

1934) and also entails improving the mix of target markets and how these markets are 

attended to and covered at the same time. It could be viewed as the successful modification of 

existing market structure, the bringing up of new market strategies, the changes of market 

behavior, and the rebuilding of market agents (Kjellberg, Azimont, & Reid, 2015). Gunday, 

Ulusoy, Kilic, and Alpkan,  (2011) explained innovativeness in the view of market innovation 

as a tool for growth strategies used to enter new markets, enhance  the existing market share 

and to develop a competitive edge within the same market for the organization.  Tavassoli 

and Karlsson (2015) noted that market innovation is defined as the execution of a new 

marketing method involving great changes in product design or packaging, product 

placement or pricing tactics. Its target is to better serve the customer’ needs, to develop new 

markets, or to give the firm’s products a new position in the market with the aim of 

improving sales incomes.  The author noted that market innovation could also involve setting 

of pricing and developing methods of pricing, offering of products, designing of product 

properties, product placements or communication activities. In addition, the same study noted 

that market innovation involves input of various resources such as in-house capabilities, 

efforts of research & development (R&D), external inputs such as information technology.  
 

Empirical Review 

 

In a study conducted by Mclaughlin, Bell, and Stringer (2004) on Stigma and acceptance of 

persons with disabilities: understudied aspects of workforce diversity. With data collected 

from 600 participants with and analyzed using zero-order correlation and hierarchical 

regression. The study aimed at investigating the roles of disabled people (stroke, cerebral 

palsy etc), stigma employee a characteristics in acceptance of coworkers with a disable 

element. Employee acceptance as a construct was measured using attitude of coworker 

regards to disabled, perceived fairness, and discretionary judgement. Among the variables 

under studied, stigma was revealed to have a moderating effect on the relationship between 

the disabled and employees’ acceptance. Findings also showed that women were less sure to 

make discriminatory judgement on the disabled workers than the men and gender did not 

have significant relationship to both attitude and perceived fairness. Munjuri and Maina 

(2013) conducted a study on “Workforce diversity management and employee performance 

in the banking sector in Kenya” with a descriptive design and population of 4000 employees 

of banks in Nairobi, Kenya using stratified sampling techniques from three branches. The 

study show that the Banks had approaches such as balanced recruitment, support to minority 

groups, training of diversity, and equal employment opportunities. Findings showed that level 

of education and performance ability had influenced employees’ compensation. Also, the 

results showed that workforce diversity have strong effect on the performance of employees’ 

especially managerial employees more than the non-managerial employees.  

Further, Yang and Konrad (2011) examined the relationship between diversity and 

organizational innovation among organizations in Canada. They maintained that when 

diversity increases in organization, innovative work behaviour is enhanced.  Podsiadlowski, 

Groschke, Kogler, Springer, and Zee (2013) conducted a two way studies on “Managing a 
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cultural diverse workforce: diversity perspective in organizations.” Findings showed that all 

the measurement constructs provide deeper knowledge on diversity management.  

 

Workforce Diversity and Organizational Innovativeness 
 

Diversity management initiatives increases production, work effectiveness, and sustained 

competitiveness. Firms that pursue effective handling of diverse workplace will fascinate and 

retain quality employees and improve loyalty behavior of users or public (Cox, 1994).  

Reskin, (2003) asserted that when workforce diversity is not well-management, it leads to 

employee turnover, difference in pay, job satisfaction and inequality. Cadrain (2008) opined 

that organizations are welcoming diversity as encouraging diversity is a positive motivational 

tool that can bring about and sustain the best employees as well as increase the rate of 

organizational competitiveness. This implies that a work environment that accommodate 

different sets of employees with different backgrounds could lead to enhanced motivation to 

produce more over time. Hamilton, Jack, and Hideo (2004)conducted study with the adoption 

of a weekly data from a Californian garment manufacturing plant for the years 1995-1997. 

The findings showed that work teams with greater diversity in workers’ abilities and 

composed of only one ethnicity (namely Hispanics) produced more at work than others while 

diversity in age of the workers was found cause a decrease in productivity.  

 

3.0 Methodology  

 

The survey design was adopted in this study. A total population of four hundred and seventy-

eight (478) owner managers of small and medium scale enterprises in Rivers state, Nigeria 

were covered in this study. The Krejcie and Morgan (1970) table was used to arrive at a 

sample size of two hundred and seventeen (217). Copies of questionnaires were issued to 

respondents in order to gather relevant data. The simple random sampling technique was 

adopted in this study. Furthermore, the predictor variable (workforce diversity) 

operationalized using professional diversity and experience diversity. 5 items were used in 

measuring professional diversity (e.g. There are different professionals engaged in my 

organization) while experience diversity was measured using 5 items. Conversely, the 

criterion variable (organizational innovativeness) was measured using product innovation and 

market innovation. 5 items were used in measuring product innovation and 5 items were used 

in measuring market innovation. The Pearson product moment correlation was used in 

analyzing the retrieved data so as to ascertain the relationship between workforce diversity 

and organizational innovativeness.  

 

4.0 Results 

 

Although 217 copies of questionnaires were administered, only 209 copies which represented 

96% of issued copies of questionnaires were successfully retrieved and used for the analysis. 

The hypotheses were tested at (95%) confidence level.  

 

Hypotheses Testing 

H1: There is no significant relationship between professional diversity and product 

innovation of small and medium scale enterprises in Rivers State, Nigeria. 
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Table 1: Professional Diversity and Product Innovation  
Correlations 

 Professional 
Diversity 

Product Innovation 

Professional Diversity 

Pearson Correlation 1 .465 

Sig. (2-tailed)  .000 

N 209 209 

Product Innovation 

Pearson Correlation .465 1 

Sig. (2-tailed) .000  
N 209 209 

 

The outcome in table 1 shows a positive relationship between professional diversity and 

product innovation with P-values of 0.000 and correlational value of 0.465. Thus, the null 

hypothesis was rejected and the alternate was accepted.  

 

H2: There is no significant relationship between professional diversity and market innovation 

of small and medium scale enterprises in Rivers State, Nigeria. 

 

Table 2: Professional Diversity and Market Innovation 
Correlations 

 Professional 
Diversity 

Market Innovation 

Professional Diversity 

Pearson Correlation 1 .324 

Sig. (2-tailed)  .000 

N 209 209 

Market Innovation 

Pearson Correlation .324 1 

Sig. (2-tailed) .000  
N 209 209 

 

The result presented in table 2 depicts a positive link between professional diversity and 

product innovation with P-values of 0.000 and correlational value of 0.324. Hence, the null 

hypothesis was rejected and the alternate hypothesis was accepted.  

H3: There is no significant relationship between experience diversity and product innovation 

of small and medium scale enterprises in Rivers State, Nigeria. 

Table 3: Experience Diversity and Product Innovation  
Correlations 

 Experience 
Diversity 

Product Innovation 

Experience Diversity 

Pearson Correlation 1 .214 

Sig. (2-tailed)  .000 

N 209 209 

Product Innovation 

Pearson Correlation .214 1 

Sig. (2-tailed) .000  
N 209 209 

 

Drawing from the analysis displayed in table 3, it was observed that the P-value of 0.000 was 

less than 0.05 and a correlational value of 0.214 which implies a positive relationship 
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between experience diversity and product innovation Thus, the null hypothesis was rejected 

and the alternate was accepted.  

H4: There is no significant relationship between experience diversity and market innovation 

of small and medium scale enterprises in Rivers state, Nigeria. 

Table 4:Experience Diversity and Market Innovation 
Correlations 

 Experience 
Diversity 

Market Innovation 

Experience Diversity 

Pearson Correlation 1 .514 

Sig. (2-tailed)  .000 

N 209 209 

Market Innovation 

Pearson Correlation .514 1 

Sig. (2-tailed) .000  
N 209 209 

 

The result presented in table4 revealed a positive link between experience diversity and 

market innovation with P-values of 0.000 and correlational value of 0.514. Hence, the null 

hypothesis was rejected and the alternate hypothesis was accepted.  

5.0 Discussion of Findings 

The outcome of the analysis revealed that diversity in the workplace has a significant and 

positive relationship with the measures of organizational innovativeness of SMEs in Rivers 

state, Nigeria. The outcome of the first hypothesis revealed a positive significant relationship 

between professional diversity and product innovation with P-values of 0.000 and 

correlational value of 0.465. This indicates that professional diversity in the organization 

impacts positively to a moderate extent on product innovation. The higher the diversity in 

terms of professionalism of employees, the higher the product innovation. Furthermore, the 

coefficient of determination (r
2
) was 0.216. This indicates that a unit change in professional 

diversity in the SMEs can lead to up to 21.6 variation in product innovation. On the other 

hand, the outcome of the second hypothesis revealed that there is a significant and positive 

relationship between professional diversity and market innovation given that the P-values of 

0.000 was less than 0.05 level of significance. The null hypothesis was rejected and the 

alternate hypothesis was accepted. The correlation value of 0.324 indicated a moderate 

relationship amongst the variable. However, the coefficient of determination (r
2
) of 0.105 

denotes that 10.5% variation in market innovation can be accounted for by a unit change in 

professional diversity. This finding is in line with the previous observation by Munjuri and 

Maina (2013) which revealed that workforce diversity has a strong effect on the performance. 

Enhancing professional diversity will help boost innovativeness.  

The bivariate hypothesis of the third hypothesis shown in table 3 revealed that there is a 

significant and positive relationship between experience diversity and product innovation 

with P-value less than 0.05 level of significance. This denotes that when organization is made 

up of workforce with diverse work experience, such will go a long way to enhancing their 

innovativeness in the industry. The correlation value of 0.214 denotes a weak relationship 

amongst the variables. When experience diversity increases, product innovativeness increases 

slightly. The coefficient of determination was 0.046. This shows that 4.6% total variation in 

product innovation in the SMEs can be accounted for by a unit change in workforce 
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experience diversity. Furthermore, the fourth hypothesis indicated that diversity in experience 

among employees has a significant and positive relationship with market innovation. The 

higher the diversity in experience among employees, the higher the market innovation. 

Hence, the null hypothesis was rejected and the alternate hypothesis was accepted. The 

correlation value of 0.514 between the variables indicated a strong relationship. On the other 

hand, the coefficient of determination (r2) of 0.264 indicates that 26.4% variation in market 

innovation can be accounted for by a unit change in experience diversity. This finding aligns 

with that of Yang and Konrad (2011) which observed a strong positive and significant link in 

diversity and organizational innovation. They maintained that when diversity increases in 

organization, innovative work behaviour is enhanced.   

 

6.0 Conclusion and Recommendations 

Organizations are consistently in search of ways to enhance their innovativeness in order to 

remain relevant in the industry. From the findings, ability of organizations to attract 

employees with high level of diversity in terms of profession will help enhance their product 

innovation. Having a workforce characterized with employees with different profession will 

help enhance the wealth of available talents in the organization which will thus help boost 

product and market innovation of the firm. Conversely, when organization has homogeneity 

in terms of profession of employees, such could affect their level of innovativeness. 

Furthermore, diversity in terms of experience has a significant relationship with innovation in 

organization. When the workplace is characterized by employees with different work 

experience, such will help enhance the level of innovation in the organization. When 

organization leverage on divers work experience of the workforce, it will result in both 

product and market innovation of the organization. Conclusively, an enhancement in the level 

of professional and experience diversity will ultimately lead to increased level of product and 

market innovation in the organization. Drawing from the findings and conclusion, the 

following recommendations are proffered;  

1. The owners of the SMEs should be very conscious in employing workers from different 

professional background as this will help enhance their innovative capability in the 

industry. 

2. The owners of the SMEs should during the process of recruiting employees, look out 

for workers with diverse qualifications and who can think outside the box as such will 

help attract diversity of employees to enhance the organizational innovation.  

3. Organizations should also ensure that the workplace is comprised of workers with 

different level of work experience as such will help enhance the firm’s level of 

innovation.  
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