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Abstract

In the present competitive environment, organisations must inevitably progress to gain and maintain a
long-term competitive advantage. Hence, organisations must embrace organisational readiness for change
(ORC), which denotes the level of preparedness of an organisation to adopt a change through deploying new
management strategies and new projects. This study evaluated the ORC of 70 Moroccan SMEs involved in the
sector of labelled agri-food products to join a future innovative cluster. Three dimensions were employed to
measure ORC, namely organisational culture, motivation, and climate. Partial least squares-structural equation
modelling (PLS-SEM) was used to examine the impact of ORC dimensions on the perceived benefits for the
firm. The findings demonstrate that the human factor appeared to be more favourably disposed to change.
Organisational motivation displayed a significantly positive effect on perceived benefits through minimising
production costs when working together in innovative projects. Despite this, the impact of organisational
climate and culture was insignificant. This shows that the selected firms need more support to adopt new
changes through integrating a new service cluster and, cooperating together in innovative projects. Our study
may support SMEs, policymakers, and researchers in devising guidelines that promote better practices for
the agro-food SMEs to function effectively.
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1. Introduction

The role of small and medium enterprises (SMEs) has been emphasised across developed and developing
countries due to their contribution to economic progress (Nyoni and Bonga, 2018). Despite generating
employment opportunities, creating wealth, and flourishing the economy, SMEs seem to face several challenges
in offering innovation and adding value to the market (Nyathi ef al., 2018). Much effort has been made to
establish adapted policies that enhance both the ability and the capacity of SMEs worldwide to ascertain
regeneration, as well as social and economic progress (Meshram and Rawani, 2019). Significant attention
has been given to achieve SME performance through public subsidies, investments and programs, which
are required to guarantee growth in firms and sustainability of their activities (Naala, 2016).

Nevertheless, the potential of SME:s is still underestimated in many countries due to firm weaknesses and
inconveniences related to market instability, limited external and internal resources, difficulty in gaining
credit, limited experience, as well as lack of expertise in administrative and operational management.
SMEs are still facing major challenges to reach their goals, especially in emerging economies, where the
economic pressure is higher (Blair, 2010). The World Bank (2014) report on world development indicators,
for instance, illustrated the paradoxical situation experienced by SMEs in underdeveloped countries, where
business creation is in continuous evolution while innovation efforts are scarce.

Due to the significant contribution of SMEs to social and economic progress in developing countries (Dlamini
and Schutte, 2020), further understanding of their organisational readiness is crucial to address the root causes
of problems related to the organisation culture (Sebastian-Coleman, 2013). Organisational readiness is a form
of synchronisation among processes, systems, and employers to measure the preparedness of a company to
adopt and implement a major change by deploying new management strategies and new projects in a setting
where coordination and communication are key to attain success (Greeff and Ghoshal, 2004). Looking at
organisational readiness prior to the change is an integral strategy that hinders problems from popping up
during the project phase (Giles, 2015). The assessment of organisational readiness for innovation through
joint projects is needed, as long as decisions made by SMEs are affected by their organisational readiness,
external pressure, and outcomes (Levy and Powell, 2005).

The main purpose of this study is to assess the relationship between organisational readiness, as measured
through three dimensions (organisational culture, climate, and motivation), and perceived benefits of firms
producing labelled products in Morocco. ORC is measured by assessing perceived outcomes of a future
implementation of a service cluster to start innovative projects among the member companies. To meet the
challenges of globalization and international competitiveness, Morocco, a pioneer country in Africa, has
focused on improving the content of industrial policies through its industrial emergence and acceleration
plan based on innovation and territorial attractiveness (Boustane, 2020). The strategic choices adopted by
Morocco during the past decade have placed the country on a path of openness and progress by supporting
innovation and economic development and keeping it as a priority. This is in line with the country’s strategy
to improve its competitive position and create an adequate ecosystem that includes various institutions and
companies which can provide innovative solutions (El Mokri, 2016). By developing a solid positioning
as a technology producer, the country has attracted numerous international investors. Furthermore, the
establishment of an ecosystem supporting the development of technology transfer and innovation has been
fostered. One of its objectives is to promote cluster development, which effectively generates collaborations
and projects with high R&D content (Amine, 2016). The purpose is to stimulate the development of new
ideas and innovative products and services and allow companies in the cluster to compete in the global
market (Lachgar and Benmoussa, 2021).

As the world’s economy integrates continuously, cluster development is the ideal response to globalization.
Creating a cluster can help stimulate local economies by improving the conditions for individuals and
businesses. Indeed, forming a cluster can generate a competitive advantage, such as lower prices, better
productivity, and faster innovation (Bakala, 2017). By focusing mainly on labelled local products, the cluster
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can play a major role in the future positioning, whether in the national market or internationally. Indeed,
Morocco is a leader in geographical indications at the African level. According to the study by the African
Union (2018), only 10 out of 216 local products are accredited and labelled in 26 African countries, while
during the same period, Morocco already had 53 labelled local products. Morocco’s favourable positioning
and experience can be used to drive the development of the continent’s local products.

Thereby, the present study contributes to the literature pertaining to organisational readiness for change (ORC)
in three ways. This study is the first of its kind to explore firms producing labelled products in Morocco by
evaluating the impact of ORC on firm perceived benefits. Second, it complements the organisational readiness
literature, especially in the agro-food sector in general and the sub-sector of labelled products in particular,
which received limited attention. Third, this study evaluated organisational capacity by determining aspects
that a firm should weigh in to enhance its resources and its ability to implement new policies, programs,
and practices. The effect of ORC is assessed through an examination of the firm’s production costs, profit
margin, and resources enhancement. Fourth, this study assesses the priority factors deemed vital for SMEs
that demand improvement. Besides, understanding the results will make it possible to evaluate the progress
level of companies while focusing on the points that need to be corrected. In fact, the study determines
the predisposition of SMEs involved in labelled products to innovate within a cluster and to distinguish
indicators that should be improved to ascertain the continuous growth of companies in a highly competitive
environment. Finally, the study highlights dimensions/indicators that are more or less resistant to change (e.g.
human factor, working environment and strategies) in order to be helpful to managers seeking to enhance
labelled products performance.

2. Literature review and hypotheses development
2.1 Organisational readiness for change and innovative clusters

Change in management is the core competency of organisations (Pimentel, 2008). Redefining organisational
strategies and missions, anticipating customer needs, and preparing for market changes are some integral
elements to an effective change management process (By, 2005). This process facilitates a firm to meet its
goals, enhance its systems, and improve its work environment (Lines, 2005). The classical change theory
initiated by Lewin (1951) upholds that the change agent must go through three phases before it can be
embedded into a system. The first phase refers to the unfreezing phase that is characterised by unfreezing
of forces to retain its status quo. Next, in the movement phase, appropriate strategies are identified, planned,
and executed. Finally, the refreezing phase is marked by stable change and strengthened adaptation effort.

An effective change management process implies a prior organisational readiness to embrace, accept, and
adopt a specific plan to alter its present structure, culture, strategy or products (Furxhi and Dollija, 2021). In
light of readiness, a firm is evaluated if it is ready to undergo and adopt change and its subsequent outcomes
(Mrayyan et al., 2008).

Various dimensions have been determined from the literature as determinants of change that can influence the
organizational readiness process. The three key dimensions of organisational readiness are the motivation,
culture, and climate within an organisation (Butterfoss et al., 2008; Mrayyan et al., 2008; Scaccia et al.,
2015). As defined by Schein (1990), organisational culture refers to the acquired and common beliefs;
rules that govern the organisational environment and control employee behaviour; as well as the language
and material symbols that exist in an organisation. This definition had been based on a three dimensional
approach consisting of assumptions, values, and artefacts. Depending on the deployed organisational change,
organisational culture may either dampen or amplify the valence of change (Weiner, 2009). The OCR is
supported when the organisational culture weighs in learning, innovation, and risk-taking (Eby ef al., 2000;
Jones et al., 2005). Based on a comprehensive review of information systems and culture, Leidner and
Kayworth (2006) found that organisational culture could affect successful deployment. It is an essential
determinant of both identity and capabilities of medium and large enterprises (Mecev and Grubisic, 2020),
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which can enable firms to achieve success and ensure business process management (Schmiedel ez al., 2014).
Organisational climate, on the other hand, is described by Butterfoss et al. (2008: 343) as ‘the unique mood
or personality of an organisation’. Individual perceptions, as well as shared attitudes and feelings in the
work environment define organisational climate and can positively or adversely affect the general behaviour
of individuals, as it controls some essential factors, namely trust, commitment, support, communication,
pressure, equity, and cohesion at workplace (Castro and Martins, 2010; Koys and DeCotiis, 1991). Indeed,
organisational climate is a critical linkage that transforms organisational management and resources into
actual organisational performance (Hong et al., 2013). Some studies have reported the correlation between
climate and organizational outcomes (Barber, 2010; Lucano et al., 2020; Von Treuer et al., 2018; Zohar,
2000), while others have revealed mixed results. Upon assessing the relative importance of various climate
dimensions, Schulte et al. (2009) found that organisational climate was differentially linked to outcomes.
The third dimension — organisational motivation is considered a stimulating element in the perception of
incentive or disincentive to implement organisational change. It refers to the belief in change, and then,
support for change that contributes to the organisation enhancement (Scaccia et al., 2015).

Factors that trigger the firm’s readiness for change process when a firm faces certain situations are related
to the costs and benefits associated with the change, external requests to force change, and risks of failing
to change (Cunningham et al., 2002). Although readiness is an essential factor that dictates successful
change deployment (Flaspohler ef al., 2012), studies in this area appear to be scarce (Dalton and Gottlieb,
2003; Lim and Antony, 2016), particularly at the organisational level (Weiner, 2009). As noted by Anthony
(2014), more empirical investigations are needed to shed light on this topic as the ORC nuances may be
misinterpreted easily due to the lack of direction for continuous improvement. Organisational readiness is
crucial in bridging the gaps noted among practical implementations, prevention based on evidence, and
effective intervention strategies (Scaccia et al., 2015).

According to Mohd et al. (2017), organisational readiness is essentially related to communication and trust in
management. According to Crnic and Lamberty (1994), the readiness for change can be affected by contextual
factors (level of noise), personal factors (motivation), and situational factors (the subject matter). Similarly,
Dunphy and Stace (1993) asserted that a firm must look into several features to embrace considerable change,
including the communication system, its goals, policies, values, as well as systems and structures. Scaccia
et al. (2015), distinguished three categories: the organisation’s ability to embrace change, the motivation to
implement change, as well as the competencies and skills needed to achieve the objectives.

Organisational readiness has attracted interest in the domain of organisational change management (Burnett
et al., 2010; Scaccia et al., 2015; Weiner, 2009). Numerous studies have examined OCR by focusing on
specific topics, such as the implementation of electronic record system (Kabukye et al., 2020); the logistical
and occupational risks for change (Cunningham et al., 2002); motivators and conflict-handling intentions
(Mrayyan et al., 2008); motivational readiness, institutional resources, organisational climate, and staff
attributes in embracing change (Billsten ef a/., 2018); technology readiness and organisational performance
(Rahnavard et al., 2016); employee readiness for management, trust, and commitment (Samaranayake, 2017);
quality practices prior to lean deployment (Inuwa, 2020); planning and management (Ritchie, 2008); serving
local indigenous cuisines (Bondzi-Simpson and Ayeh, 2019); as well as digital transformation and innovation
(Halpern et al., 2021). Studies have largely focused on the health sector, while limited attention is given to
the agro-food industry, e.g. through research on the implementation of halal assurance systems for a good
traceability system (Abd Rahman et al., 2017), smart technologies (Facchini et al., 2018), statistical process
control (Lim and Antony, 2016), employees’ perceived fairness (Xu and Payne, 2016), nutrition-sensitive
value chains (Wesana et al., 2018), and nutrition-focused food pantry services (Wetherill ef al., 2018).

The significance of readiness has been linked to the successful deployment of creative ideas and innovative
strategies in any organisation (Powell et al., 2012; Scaccia et al., 2015). Having a strategic direction and a
clear plan allow an organisation to be prepared in deploying new change (Kotnour, 2011) and achieve the
desired outcome (Aarons ef al., 2011). Organisational culture and motivation, as well as trust management
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and commitment of staff, are pivotal when a firm wishes to implement new changes, especially when the
change requires undertaking innovative projects through working with other firms (competitors) via clusters.

There is considerable discussion regarding the benefits obtained by companies located in an innovative cluster
(Bembenek and Kowalska, 2016). Through their key features, clusters can facilitate access to resources,
reduce transport costs, provide wider access to the domestic market, and create a challenging environment
that enhances motivation (McPhillips, 2020). In fact, companies’ proximity enables them to exchange
knowledge and insights and increase their innovative strategies. To date, the direct relationship between
clusters and innovation has not yet received much attention in the literature (McPhillips, 2020). Few studies
have attempted to tackle the complexity of this relationship by focusing on the potential role of clusters.
Chesbrough et al. (2014) outlined a serious need to increase the understanding of the intra-organizational
features of innovation. Castro (2015) identified how cluster innovation-based in setting up networks to
facilitate cooperation and knowledge sharing. For instance, Berthinier-Poncet ef al. (2018) confirm how
the innovativeness of member companies can be positively affected by cluster management, particularly on
Swedish, French, and German clusters. There is empirical evidence emphasizing the contribution of clusters
to stimulate and create an innovative ecosystem and improve cooperation between members (Di Minin and
Rossi, 2016; McPhillips, 2020). Through accurate strategies, clusters involving many companies can identify
innovative initiatives and capitalise on them so as to create a developed ecosystem.

2.2 Conceptual model and hypotheses

In order to empirically assess the associations between firm perceived benefits and ORC (culture, climate, and
motivation), three hypotheses were formulated. Figure 1 illustrates the conceptual model and the hypotheses.

H1: The organizational culture influences significantly and positively the perceived benefits of the
innovation by joining a cluster of labelled products.

H2: The organizational climate influences significantly and positively the perceived benefits of the
innovation by joining a cluster of labelled products.

H3: The organizational motivation influences significantly and positively the perceived benefits of the
innovation by joining a cluster of labelled products.

Organizational
culture

H1
. o Percei
Organizational Organizational H2 erceived
i 3 i benefits of
readiness for change climate ! )
innovation
H3

Organizational
motivation

Figure 1. Proposed conceptual model.
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3. Methods

3.1 Data collection and sample

In examining the associations of ORC dimensions with perceived benefits of innovation, agro-food SMEs
involved in the sub-sector of labelled products were targeted for sampling. The investigation covered
particularly the rural areas where these products are prevalent. Four months in 2020 were spent to investigate
the labelled products, which included: 47 protected geographical indications (PGIs); 6 protected designation
of origin (PDO); and 2 agricultural label (AL). The labelling of agricultural products was included in the
Green Morocco Plan’s Pillar II devoted to the betterment of sustainable and supportive agriculture (MAPM-
DREF, 2019). This strategy was implemented to promote the quality and origin of products. Since its launch,
66 local products have been labelled throughout Moroccan territory. These include Argan and olive oils,
fresh and dried fruits, aromatic plants, and animal products and their derivatives. This process involves
identifying and promoting local products and improving the living conditions of the rural communities. It
also aims to preserve the environment and promote farming by supporting the development of sustainable
farming techniques and products, and developing opportunities for local producers to enter the international
market (Lambarraa-Lehnhardt et al., 2021).

Primary data collection involved face-to-face and phone interviews with the owner-manager-president of
the SMEs. Apart from asking about the nature of their businesses and their knowledge pertaining to ORC,
the respondents were questioned about their perceived benefits of innovation. Out of the 105 contacted
SMEs, 70 participated in this study. Considering the number of firms involved in the labelled products sub-
sector (=250), the sample was deemed to be representative. The guideline prescribed by Wong (2013) was
employed to determine the appropriate sample size for partial least squares-structural equation modelling
(PLS-SEM). As a result, 65 SMEs would suffice based on the three arrows pointing at the latent variable in
the model. Similar output was obtained when statistical power, significance level, and R? were employed,
as recommended by Hair et al. (2016) and Sideridis et al. (2014). Based on the recommendations above,
the required minimum sample size for this study has been reached.

3.2 Measurement of constructs

The data for ORC were gathered by posing questions on each organisational readiness dimension. Based on
a five-point Likert scale (1=strongly disagree to 5=strongly agree), respondents were required to indicate
how they perceived change in each activity and practice for three indicators, namely organisational climate,
organisational culture, and organisational motivation. This part consisted of 12 items that were divided into
three subcategories, in order to scale a range of issues associated with organisational readiness. Organisational
culture, climate, and motivation were assessed with 4, 3, and 5 items, respectively (Supplementary Table
S2). Three business aspects derived from the organisational development theory were used to measure
organisational readiness (Butterfoss et al., 2008; Scaccia et al., 2015; Weiner, 2009). As for perceived benefits
of innovation for the firm, the respondents were required to indicate their responses based on the five-point
Likert scale (1=strongly disagree to S=strongly agree). The respondents were enquired about the benefits they
perceived their firm would accrue if they operated in innovative projects within the framework of a cluster
of labelled local products. The items used to measure the indicators were retrieved from Bondzi-Simpson
and Ayeh (2019) and were adapted to suit the study context.

3.3 Statistical analysis

The PLS-SEM was employed in this study to test the formulated hypotheses, apart from assessing the
predictive correlations among the latent variables, as well as between the construct indicator and the latent
variables (Hair et al., 2016; Vinzi et al., 2010). PLS-SEM has become widely used in various disciplines
principally due to the nature of the data collected and the sample characteristics (Hair ef al., 2014b; McIntosh
et al., 2014; Rigdon et al., 2017). In fact, the main purposes of its implementation are related to the facility
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of handling many smaller sample sizes than the CB-SEM algorithm. It exhibits better convergence behaviour
and strong statistical power degrees even when the models are complex (Henseler, 2010). There is tremendous
support for PLS-SEM as a recommended method to perform formative measures when the indicators cause
the construct (Hair et al., 2014a). The use of the PLS-SEM algorithm is also less strict when dealing with
nonnormal data. The reason behind it is that it automatically transforms the data according to the central
limit theorem.

Furthermore, PLS-SEM can be very useful for various studies and fields when it comes to analysing cause-
effect relationships (Picot-Coupey, 2014) by handling complex models and data heterogeneity (Hair et al.,
2014b). Although it is commonly used, there are limitations to the PLS-SEM model regarding how well the
model fits and how consistent the parameter estimates are. Recent research has focused on improving the
statistical properties of PLS-SEM to provide consistent and accurate parameters as confirmed by Dijkstra
and Henseler (2015). However, The complexity of the model’s evaluation makes it challenging to compare
it to other models since it has to be done on r-squares of the various dependent and mediating variables
(Sander and Lee, 2015).

The advantages of using the PLS-SEM approach are numerous and can be compared to the more commonly
used methods. However, neither approach is significantly more robust than the other because the appropriateness
of the selection depends on the study’s context and purposes (Hair et al., 2014b). Since the PLS is unaffected
by issues of model intricacy that SEM does, the PLS-SEM can handle massive amounts of variables which
justified its adoption by this study. On top of that, the PLS is suitable to yield estimates even with as low as
30 sample sizes (Hair ez al., 2010: 776). This study applied the PLS-SEM by employing the bootstrapping
method with 5,000 resamples (Hair et al., 2017).

3.4 Descriptive statistics and sample profile

The interviewees’ profile and their business attributes are indicated by the sample characteristics. The data
came from 70 firms that operate in Morocco with a high proportion of firms concentrated in Dria-Tafilalt,
Fés-Meknes, and Souss-Massa for the abundance of local labelled products in these regions. Almost all
the surveyed companies in Morocco have a protected geographical indication (PGI). This percentage is
consistent with the rate of the program for the green Morocco Plan, where PGI occupied 81% of labels.
Fruits/vegetables, oil, and dates were the major sub-sectors of labelled products sold in Morocco. This result
was attributed to the country’s variety of microclimates and terroirs. Most local products were produced in
regions where intensive cultivation was not allowed. 81% of firms have a solid track record when operating
in the national market, while the rest expanded their activities to international markets. Compared to the age
of business, 51% of firms have a solid foundation (Supplementary Table S1).

4. Results
4.1 Measurement model assessment

In order to measure model reliability, confirmatory factor analysis was conducted on ORC dimensions
and perceived benefits as latent variables. The measurement involved 15 items using SPSS v.22 (IBM
Corp., Armonk, NY, USA). Construct validity was verified using Kaiser-Meyer-Olkin (KMO) measure of
sampling adequacy to determine the proportion of variance, while Bartlett’s test of Sphericity was performed
to determine the similarity or dissimilarity between identity matrix and correlation matrix. With the total
variance explained of 75.3% exceeding 60.0% (Field, 2013) and a correlation matrix different from identity
matrix (P=0.000), the data validity for this study was confirmed.

The outer model was measured to specify the correlations between the indicator variables and their constructs.
This ascertained the reliability and validity of the indicators. This process examined both discriminant and
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convergent validity based on the reliability of each indicator. Next, average variance extracted (AVE) was
conducted to determine internal consistency and to ensure the model validity (Hair et al., 2013).

Convergent validity denotes the relationship of reflective indicator score with its latent variable score based
on AVE, outer loading score, and composite reliability (CR). As tabulated in Table 1, the scores of AVE and
outer loading for all indicators exceeded 0.5 (Hair et al., 2017), whereas CR, Cronbach’s Alpha, and Rho-A
scored above 0.7 for each construct (Henseler et al., 2016).

The variance inflation factors (VIF) were assessed in this study. The VIF value above 10 indicates high
multicollinearity among the independent variables (Pallant, 2007).

Discriminant validity can be assessed using Fornell and Larcker Criteria (Fornell and Larcker, 1981), which
requires a latent variable to share more difference with the indicators assigned than other latent variables.
Next, the square root of AVE is compared to the correlations between the latent variable and other latent
variable constructs. The square root of AVEs should exceed the off-diagonal column and row elements to
support the discriminant validity of scales (Table 2). Heterotrait-monotrait (HTMT) correlation ratio is an
alternative approach that can assess discriminant validity (Henseler et al., 2016). The value of HTMT should
be below 0.85 to satisfy the required validity (Table 3).

Table 1. Validity and reliability of the measurement model.!-?

Constructs Code SL CA Rho-A CR AVE
Organisational culture 0.801 0.817 0.810 0.518
OCl1 0.700
0OCI12 0.796
OCI3 0.612
oCl4 0.758
Organisational climate 0.841 0.845 0.840 0.638
OCml1 0.717
OCm2 0.840
OCm3 0.833
Organisational motivation 0.810 0.842 0.819 0.538
oMl 0.850
omM2 0.833
OoM3 0.653
OoM4 0.400%*
OM5 0.555
Benefits perceived 0.845 0.851 0.839 0.637
BP1 0.854
BP2 0.665
BP3 0.860

1 # jtems with factor loading less than 0.5.
2 AVE = average variance extracted; CA = Cronbach’s alpha; CR = composite reliability; Rho-A = Spearman rank correlation
coefficient; SL = score loading.
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Table 2. Discriminant validity-Fornell-Larcker criterion.!-?

Constructs OcCl1 OCm OM PB
OCl 0.720

OCm 0.632 0.799

OM 0.506 0.683 0.733

PB 0.144 0.126 0.499 0.798

1 OClI = organizational culture; OCm = organizational climate; OM = organizational motivation; PB = perceived benefits.
2 Bold underlines the diagonal score needed to support the discriminant validity of scales.

Table 3. Heterotrait-monotrait (HTMT).!:2

Constructs ocCl OCm OM PB
OCl1

OCm 0.635

oM 0.527 0.677

PB 0.190 0.153 0.498

1 Shaded boxes are the standard reporting format for HTMT procedure.
2 OCl = organizational culture; OCm = organizational climate; OM = organizational motivation; PB = perceived benefits.

4.2 Structural model assessment

The structural model assessment enables assessing the model relevance by determining the coefficient of
determination R? or the predictive relevance Q? after examining the standardised root mean square residual
(SRMR) and normed fit index (NFI) to ensure model fit. Both relevance and feasibility of a research model
are considered good if Q%>0. The value of R2 above 0.10 signifies good explanatory power of the endogenous
variables of the model (Hair et al., 2017). In this study, the values of SRMR and NFI were 0.08 and 0.833,
respectively, which are acceptable to run the model. Next, the R2 value of 0.305 exceeded 0.10, as suggested
by Falk and Miller (1992). This showed that ORC dimensions as an exogenous variable explained 30.5% of
perceived benefits of innovation. To validate the predictive relevance of endogenous variables in the model,
the Stone-Geisser Q? (Geisser, 1974; Stone, 1974) was determined using the blindfolding method with an
exclusion distance of 6 yielded cross-validated redundancy Q? values of all endogenous variables (Hair et
al., 2013). The Q? coefficient below 0.35 revealed medium predictive relevance of the model (Q2=0.137).
The values showed that the model is feasible to be used, and the hypotheses can be tested.

The analysis of the inner model was conducted using bootstrapping method with a resample of 5,000 for the
significance of the correlation to analyse the correlation between endogenous and exogenous variables. As
a result, the hypothesis that denotes the significant effect of organisational motivation on perceived benefits
(B=0.776, t=3.168, P<0.05) is accepted (see results in Table 4). The effect of organisational culture and
climate on perceived benefits appeared to be insignificant; thus the hypotheses are rejected (Supplementary
Figure S1).

Table 4. Structural estimates (hypotheses testing).!

Hypothesis Prediction B t P Decision
Hl organisational culture — perceived benefits of innovation 0.002 0.008 0.994 rejected
H2 organisational climate — perceived benefits of innovation -0.408 1.502 0.134 rejected
H3 organisational motivation — perceived benefits of innovation 0.776 3.168  0.002  accepted

1 B = standardised beta coefficient; P = probability; ¢ = t-statistic.
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4.3 Importance-performance matrix analysis

Based on the matrix, this study had determined the importance of the unstandardised total effect of predecessor
construct (organisational readiness dimensions) in anticipating the endogenous construct (perceived benefits
of innovation) represented on the horizontal and the vertical axes, respectively (Hair et al., 2016: 276, 2018:
105) (Table 5). According to Martilla and James (1977) and Hair et al. (2018), four quadrants are created
to explain the performance and the perceived importance of the attributes from poor to good using mean
values, as tabulated in Figure 2.

Table 5 shows that the perceived benefits were affected directly and highly by organisational motivation. By
looking at the total effect values, organisational motivation displayed a relatively high positive importance
with the path coefficient of 0.462, whereas organisational climate exhibited lower and negative importance
with the path coefficient of -0.144. Path coefficient indicates relative importance, while performance values
denote the average scores of latent variables on the scale of 1-100. According to Hair et al. (2016), the
score of latent variables for the model indicates high performance since it is closer to 100. Figure 2, which
tabulates the importance-performance matrix analysis (IPMA) outcomes, shows in detail the distribution of
the indicators of each latent variable on the quadrant diagram. The indicators of organisational motivation,
in particular, the general motivation of the firm (OM1), the anticipation of outcomes (OMS5), and the belief
in the added value of innovative projects made with competitors through the cluster (OM2) had been ranked
the highest in terms of performance and importance coefficient. The figure also underlines factors that have
less importance for the firm and which do not necessitate spending enormous resources to improve them.

Table 5. Results of importance-performance matrix analysis at the construct level.!

Criterion Perceived benefits total effect Performance
Organisational culture 0.107 70.781
Organisational climate -0.144 75.263
Organisational motivation 0.462 74.122
Mean 0.141 73.389

1 Total effect values above 0.10 are considered significant (Schloderer et al., 2014).

. Q3: Too much performance for non-importance issue . J. Q1: Management is fine

. Q2 Somethin.g importan.t .
that needs to be improved

Perceived benefits

-0.1 -0.075 -0.05 -0.025 0.0 0.025 0.05 0.075 0.1 0.125 0.15 0.175 0.2
Total effects

@ OCIl @ OCI2 AOCI3 < OCl4 =0Cm2 vOCm3 o OMI »OM2 m OM3 «OM5 m OCml

Figure 2. Graphical representation of importance-performance matrix analysis results at the construct level.
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5. Discussion

This study established the correlations between organisational innovation (culture, climate, and motivation)
and perceived benefits of SMEs’ innovation producing labelled local products in Morocco. It aims to assess
the readiness of these SMEs to innovate within a future cluster at the service of labelled products, as well as
to cooperate with others within the framework of innovative projects so as to enhance the performance of the
member companies. The hypotheses testing revealed that the significantly positive effect of organisational
readiness on perceived benefits of innovation was only noted for motivation, whereas the effect of organisational
culture and climate was insignificant.

As for organisational motivation, its effect was expected to be significantly positive as long as the majority
of companies declared their predisposition to work together and engage in joint projects. Motivation is a
basic factor without which companies cannot move forward in their business. In order to improve their
present condition, which is considered unstable, companies producing labelled products highly seek new
concepts and approaches to ensure business growth and sustainability. Upon considering the particularity
of those products that are generally located in mountainous and oasis areas where agriculture and food
processing are the only sources of income, these companies are motivated to adopt change in their business
and improve their growth. Notably, these reported outcomes are in line with the literature pertaining to
organisational motivation and perceived benefits of innovation, which depicted the positive impact of
motivation on performance (Abioro, 2013; Paais and Pattiruhu, 2020). Organisational improvement depends
on both managers’ motivation and skills. Hence, organisational efficacy should weigh in employer retention
and motivation to ascertain productive job delivery, mainly because low motivation can adversely affect
effective communication and collaboration and lead to low employee motivation (Jatiningrum, 2020). In
fact, highly motivated employees have a sense of belonging, recognition, and achievement, which help
them to strive and perform their functions to achieve efficiency (Deressa and Zeru, 2019; Osabiya, 2015).
Results obtained revealed that motivation is more prominent than job commitment or satisfaction towards
attaining organisational goals (Qi and Wang, 2018) as long as the company can’t progress without it, even
with significant resources.

Turning to organisational culture and climate, their effect on perceived benefits was weak and insignificant,
thus displaying their operating limitations rather than the negligence of these indicators by SMEs. Interestingly,
the reported findings in this present study are in disagreement with the literature that underlines a significant
link between organisational culture and its outcomes (Bhatti et al., 2020; Kuo and Tsai, 2017; Mecev and
Grubisic, 2020). In fact, SMEs producing labelled products do not have a clear vision and mission to define
whether the adoption of innovative projects with competitors through a cluster would allow meeting their
target market well or whether it will fit into the company’s innovative strategy. Since organisational culture
is a significant factor that dictates organisational success (Chen ef al., 2016), this present study emphasises
the shortcomings encountered by the SMEs at the level of strategic management that could lead to an
environment of fuzzy culture. When this occurs, the firm will not be able to define its image, will not have
a clear vision in relation to the market, and will not be able to assess if any innovative project could improve
its target markets and consequently boost its innovation strategy. Interestingly, the reported findings in this
present study are in disagreement with the literature that underlines a significant link between organisational
culture and its outcomes (Bhatti et al., 2020; Kuo and Tsai, 2017; Mecev and Grubisic, 2020).

On the other hand, the results showed that SMEs producing labelled products face a serious issue related
to project management and lack of experience among staff, which would eventually leave these SMEs in
doubt about their organisational climate under which these activities can be carried out. Previous literature
demonstrated a relationship between climate and turnover intentions (Carr et al., 2003). A positive organisational
climate can enhance organisational performance (Lin and Liu, 2016). This is because; development of
external networks through collaborative projects, continuous development of skills, the establishment of
suitable work environments, and effective leadership would motivate employees to enhance the quality of
their services offered to all, which was expected from the innovative projects that will be launched in the

International Food and Agribusiness Management Review

519



https://www .wageningenacademic.com/doi/pdf/10.22434/IFAMR2021.0124 - Tuesday, May 17, 2022 2:04:36 PM - |P Address:73.62.243.140

Jamai et al. Volume 25, Issue 3, 2022

context of a service cluster. Studies have revealed mixed results regarding the correlation between climate
and organizational outcomes (Barber, 2010; Lucano et al., 2020; Von Treuer et al., 2018; Zohar, 2000), which
confirm the obtained finding and emphasised the complex effect of organizational climate since various factors
can affect various organisations, the effect perceived can differ by the deployed model (Hejazi et al., 2016).

This study has extended the use of PLS-SEM by employing IPMA in assessing the priority factors deemed vital
for SMEs that demand improvement in order to be useful to managers seeking to enhance labelled products
performance. The ability to read and apply the findings plotted in Figure 2 enables the management to enhance
the performance of a firm by emphasising high importance (Hock et al., 2010). Besides, understanding the
results will make it possible to evaluate the progress level of companies while focusing on the points that
need to be corrected. The predictive model proposed in this study revealed that the SMEs were predisposed
to have low perceived benefits regarding organisational culture and climate due to non-importance and low
performance of the indicators. In fact, company innovation strategy was considered as the least important
factor in SMEs producing labelled products, which must be addressed to ascertain future business growth.
Indicators related to organisational climate, such as willingness to work with competitors in the cluster or to
learn the skills needed to implement innovative projects, recorded negative importance as the SMEs perceived
them as insignificant. The application of PLS-SEM and IPMA enabled determining the predisposition of SMEs
involved in labelled products to innovate within a cluster based on the results obtained. The interpretation of
the results signifies that the indicators should be improved to ascertain the continuous growth of companies
in a highly competitive environment where innovation is paramount.

In conclusion, the human factor is less resistant and more favourably disposed to change, whereas indicators
related to climate and culture dimensions reveal that firms need more improvement to easily adopt new
changes by integrating a new service cluster and cooperating together to develop innovative projects. In fact,
the emergence of innovative projects by firms appears to be influenced by cluster strategies via the access
to accurate information and the increasing of organizational trust and therefore value generated (Nestle et
al., 2019). Many benefits are considered to accrue to the members operating in the cluster structures. There
is no doubt among researchers that innovation is a key facilitator offering to firms the possibility to address
gaps and benefit from external skills and resources, and the opportunity to collaborate with each other by
strengthening connections to facilitate project adoption (Edler and Yeow, 2016). By ensuring organisational
readiness before attempting the adoption of a new idea in the firm, the need for subsequent actions to cope
with resistance may be largely avoided (Self and Schraeder, 2009).

6. Conclusions, future research and limitations

This study has tried to address the research gaps by analysing the association between ORC and perceived
benefits of innovation. The study had looked to this relationship by involving 70 SME:s in the agro-food sector
that produced labelled products in Morocco. The assessment had employed both PLS-SEM and IPMA. The
study examined the influence of three organizational factors of readiness on the firm’s production costs, profit
margin, and resources enhancement after joining a future service cluster and working on innovative projects
with competitors. A successful growth firm is taking shape. It has employers believing in the added value of
innovation with a desire to transfer to the firm staff. These managers support the innovative resolution and
anticipate positive outcomes made through the future cluster by offering opportunities for firm development.

From a theoretical perspective, this paper sheds light on the importance of ORC as a preparedness determinant
crucial to assess if firms are willing to adopt a change. It complements previous studies by offering new
insights to the literature regarding ORC and its influence on the perceived benefits of innovation. This paper
reveals that although efforts have recently been made to evaluate the readiness of firms to adopt innovation,
it is still insufficiently researched. It emphasises the importance of having organisational motivation, as an
ability of change. It points out how it can impact the firm’s benefits by improving their internal resources,
increasing profit, and offering an adapted environment to innovate.
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From a practical perspective, SME managers/owners should use organisational motivation to improve relations
between management and workers. It will drive the organization to accept change and adopt it easily. The
key to achieving success is setting clear targets, leading with vision, giving autonomy, and encouraging
teamwork. By offering tremendous advantages, and creating a comfortable work environment, the firms
will enhance their innovative capability, improve quality, and reach higher productivity.

The SME managers/owners should ensure adequate investment in organisational motivation to hinder their
present condition and meet their objectives by developing their external resources. Therefore, this study
suggests that these SME managers should focus on defining realistic engagement goals, keeping flowing
communication, building a positive workplace environment, and encouraging creativity. The aim is to
flourish and attain sustainability by strengthening their organisational strategies. These SMEs must boost
their organisational motivation to offer a pleasant working environment to their employees, which guarantees
continuous progress. It can be achieved by determining and improving willingness among the staff to work
with competitors and implement innovative projects. Apart from guaranteeing a continuous motivation
needed to work with competitors in the cluster, and ensure proper change deployment.

Being prepared to embrace difficulties coming from change will let firms benefit from the advantages. By
working with competitors on an innovative project through a service cluster, firms will boost their external
resources by benefitting from other’s expertise. It can improve existing processes to increase productivity
and wane global cost. Thus, similarities regarding market strategy will push firms to merge their effort to
foster their competitive positioning in the marketplace. They can also learn from their previous failures or
challenges to build a solid administrative and strategic structure that offers an adequate environment where
communication flourishes. These approaches are considered the drivers of sustained growth and profitability
for SMEs.

Through organizational motivation, SMEs can develop their innovative attitude and improve productivity,
costs, profit margin, and resources. The willingness to work with competitors indicates that employees
are ready to improve their knowledge and forge a solid experience. In this vein, managers should promote
learning and invest in human resources, allowing employees to improve their skills and expertise to reach
the firms’ goals (Rodrigues ef al., 2021).

Managers can encourage cooperation and partnership to connect with the external network by developing a
relationship with private and public sectors to have full access to various resources (Phuangrod et al., 2017).
Furthermore, an organization’s culture or climate that encourages innovation is essential for cultivating a
positive work environment and personal growth. This type of culture involves taking on various risks and
developing a collaborative environment (Bayarcelik et al., 2014). Those approaches are necessary for making
appropriate decisions and increasing visibility regarding market positioning. By doing so, firms will less
resist change and will easily adopt innovative projects.

As for policy direction, this study implies that policymakers need to hold training sessions that highlight
the value of ORC in SME:s. It shows how this variable translates into better benefits if the focus is on the
firm’s creativity and innovation. In policy programs, the relevance of motivation has widely been neglected,
as they implicitly suppose that their weakness is related to their limited resources (Moen et al., 2015).
Nevertheless, the findings reveal that motivation is crucial for firm development since not all firms desire
to grow. In this sense, the effectiveness of policy programs is linked to the right choice of firms to assist.
Growth programs should focus on targeting firms that desire to grow but are limited by their resources. These
include strengthening the external resources and networks needed to enhance firm capacity.

The government should provide an empowering environment that supports the execution of this strategy
by offering the research community the necessary means to study and analyse this situation objectively.
This can facilitate the acceptance of new forms of organisation such as clusters to boost the functioning of
these companies. The cluster can help the implementation of the EU Council Decision on ‘the conclusion

International Food and Agribusiness Management Review

521



https://www .wageningenacademic.com/doi/pdf/10.22434/IFAMR2021.0124 - Tuesday, May 17, 2022 2:04:36 PM - |P Address:73.62.243.140

Jamai et al. Volume 25, Issue 3, 2022

of the Agreement in the form of an exchange of letters between the European Union and the Kingdom
of Morocco concerning protection of geographical indications and designations of origin for agricultural
products, processed agricultural products, fish and fishery products’ (European Commission, 2015). In
this perspective, various programs have to be generated to boost SME’s innovative climate since they are
more prone to external risks due to their fragility and limited control (Asgary et al., 2020). In particular,
those centred on developing internal resources to ensure firm stability and allow SMEs to invest in external
resources through partnering. It can be done by developing activated innovative attitudes and strategies to
enable SMEs to improve their overall performance.

Undeniably, this study has several drawbacks. Its limitation is related to qualitative data measuring perceived
benefits of innovation stemming from firm restriction in providing raw data and lack of officially published
data. Considering the topic’s sensitivity to environmental, socio-cultural, and economic factors, future studies
may assess other contexts to ensure the extent to which the outcomes hold across varying countries and regions
of labelled products. Conducting similar studies in different countries and different time-periods will allow
to generalise our results. Economic and cross-cultural comparisons between companies that produce labelled
products in the same category may explain some nuances in corporate behaviour and contribute to shaping
firm readiness when variations in organisational readiness may exist among individuals, the company, and
a group of organisations within the same community (Scaccia et al., 2015).

Furthermore, delving deeper by assessing firms’ motivation is necessary. Factors behind firm motivation and
growth should be emphasised to underline those that highly affect motivation. Therefore, future research
should consider the connection between motivation and past and future performance. Overlooking this
association could lead to incorrect conclusions since the firm’s past performance could impact its future
development and give more understanding of its level of growth. One particular issue in further studies should
be comparing motivated and non-motivated firms to select firms that can systematically and continuously
achieve superior results.
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