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Abstract: The importance of talent in the organization cannot be over emphasized as it provides
sustainability and enhancement to organizations’ ability to succeed in nowadays dynamic, volatile and
uncertain business environment, thus, the aim of this paper is to examine the relationship between
entrepreneurial talent management (entrepreneurial skill and entrepreneurial knowledge were used as
the dimensions) and organizational agility (the measures used include adaptability and alertness) of
construction firms in Rivers State, Nigeria. We therefore adopted quasi experimental design in the form
of cross-sectional research survey design and our sample size was 50 managers in 10 selected
construction firms in Rivers State. The study’s data was sourced using questionnaire as the research
instrument which was analyzed using spearman’s rank order correlation coefficient with the aid of SPSS.
Our results revealed that all the dimensions of entrepreneurial talent management vis-à-vis
entrepreneurial skill and entrepreneurial knowledge significantly influence  adaptability and alertness
respectively, thus we concluded that entrepreneurial talent management significantly influence
organization agility. We therefore recommended that entrepreneurs in the construction sector should
make sure they have detailed developmental programs that will enhance their skills and knowledge to
achieve organizational agility.
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1.1 INTRODUCTION
All organizations including the construction firms operating in today’s business environment are
facing more challenges than ever. Construction firms are very significant to the growth of the
Nigerian economy. This because construction projects such as buildings, roads, and bridges are
important measures of economic growth, thus for these firms to achieve developmental
contributions they are known for, they have to become agile since they operate in more
complicated environment. Today, business firms have no choice than to operate and succeed in
a more volatile and complex business environment than before which that have immense effect
on the performance and survival of the business firms. In this turbulent and complex business
environment, agility has become an important feature that organizations must possess to make
impact (Raheleh, Amin, Sheida and Somayyeh, 2015).

Organizational agility is one of the requirements business organization needs to
compete in the unpredictable business environment of nowadays in order not to go into
extinction. This is because it helps the organization to quickly respond and to become
compatible with the environmental changes and as well assist the organization to enhance its
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efficiency (Yeganegi and Azar, 2012). Nandram (2015) expressed that organizational agility is
the answer to the uncertain and complex challenges that is facing today’s business
environment. Therefore, agility gives organizations capabilities to develop processes and
approaches that will enable them to quickly meet stakeholders’ needs. Organizational agility
which has to do with the capability of the organization to succeed by anticipating and adapting
to environmental changes in the business environment has become so significant since the
environment of business has become so highly complicated.

In today’s knowledge driven world, the survival of business firms is predicated on
competent workforce both that of the employees and the owner which provide organizational
awareness to survive (Silverstone, Tambe and Cantrell, 2015). As a result, to achieve
organizational survival and attain organizational set objectives, entrepreneurs must use
effectively and efficiently their talent vis-à-vis their knowledge, abilities as well skills in
maneuvering the hurdles of today’s’ environment in order to become agile as well enhance
organizational performance over time. Based on this, it is necessary to highlight that to become
agile in nowadays dynamic environment, entrepreneurs in the construction sector should
basically use their talent judiciously so that their activities become an important driver of
organizational agility.

Successful organizations are now focusing on managing talent (both that of owner and
the employees’ talent) effectively and efficiently (Oracle Corporation, 2014). In a general term,
talent management involves the identification, selection and the development of organization’s
workforce. But in this paper we are looking at the entrepreneur talent management in terms of
his or her skills and knowledge, that is, the ability to judiciously use his or her talent in ensuring
that the organization succeeds in its day to day activities. When entrepreneurs are able to
manage their talent well, they will be able to manage effectively any situations in the
organization. Such talents are important tools for firm survival and prosperity; this is because if
the entrepreneur lacks the talent in form of the right skills and knowledge to meet
stakeholders’ needs, and maneuvers the frequent changes in the environment then the
organization is likely to fail.

In today‘s volatile business environment, efficient and effective management of
entrepreneurial talent can be very important to business success as well helping organizations
in responding and adapting quickly to environmental changes. This is because entrepreneurs
are significant key players in discovery and evaluating business opportunity, mobilization of
factors of production in the organization and taking obligation for administration in the
organization. It is the job of the entrepreneur to take advantage of opportunities and relate it in
an effective way to employees; hence he must have the skills to source for information as well
the abilities to make use of the information to the benefit of the organization. Therefore, an
entrepreneur must have the right skills as well the knowledge to appropriately influence his or
her employees to become willing participants in the fulfillment of innovative goals. More so, in
turning business opportunities into a feasible business the talent of the entrepreneur is very
important. For this purpose entrepreneurial leaders must have first of all have the skills and
knowledge to encourage others to commit to organizational goal and gather the momentum
needed to withstand the frequent and complex environmental changes.
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Furthermore, studies on the concept of organizational agility in this part of the world
has not looked in the direction of entrepreneurial talent management but have explored
related concept such as talent retention (talent of the employees) and organizational agility
(Martin, 2015; Alagah and Tende, 2017); employee talent management and organization’s
performance (Anwar and Reaz, 2016; Najm and Alaa, 2017). Thus, there appears to be a dearth
of knowledge on the relationship between entrepreneurial talent management and
organizational agility in Nigeria; hence, the purpose of this study.
1.2 Statement of the Problem
In the last decades, competition has grown increasingly aggressive and have become more
frequent, thus, construction firms are now operating in more hypercompetitive environments.
This hypercompetitive environment has become very complex, and dynamic due to frequent
changes in customers’ needs, available resources and changes in technology. This unpredictable
environment is at all the time creating uncertainties as well instability for all organization
inclusive of construction firms and the ones that do not have the capacity such as the needed
talent to adapt to these frequent environmental changes may likely fail.

Furthermore, generally in Nigeria and Rivers State particularly, projects given to
construction firms to carry out to the benefit of the public are often done with very low
materials or left out rightly abandoned as well most of the projects managed to be fully
executed does not even stand the test of time which has been due to lack of sufficient
management inputs both quantitative and qualitative terms as a result of lack of needed talent
in forms of skill and knowledge from the contractors (entrepreneurs) in carrying out projects
amongst other factors.

1.3 Operational Framework

Figure 1: Operational framework of entrepreneurial talent management and organizational
agility.

Organizational AgilityEntrepreneurial Talent
Management

AdaptabilityEntrepreneurial Skill

AlertnessEntrepreneurial
Knowledge

Entrepreneurial Skill
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1.4 Aim and Objectives of the Study
The general aim of this study is to examine if there exist any relationship between
entrepreneurial talent management and organizational agility and the specific objectives are:

i. Examine the relationship between entrepreneurial skill and adaptation of Construction
Firms in Rivers State, Nigeria.

ii. Examine the relationship between entrepreneurial knowledge and adaptation of
Construction Firms in Rivers State, Nigeria.

iii. Examine the relationship between entrepreneurial skill and alertness of Construction
Firms in Rivers State, Nigeria.

iv. Examine the relationship between entrepreneurial knowledge and alertness of
Construction Firms in Rivers State, Nigeria.

1.5 Research Questions
To realize the aim and the objectives of the study, the following research questions were asked:

i. What is the relationship between entrepreneurial skill and adaptation of Construction
Firms in Rivers State, Nigeria?

ii. What is the relationship between entrepreneurial knowledge and adaptation of
Construction Firms in Rivers State, Nigeria?

iii. What is the relationship between entrepreneurial skill and alertness of Construction
Firms in Rivers State, Nigeria?

iv. What is the relationship between entrepreneurial knowledge and alertness of
Construction Firms in Rivers State, Nigeria?

1.6 Research Hypotheses
The following null hypotheses were stated:
H01: There is no significant relationship between entrepreneurial skill and adaptation of
Construction Firms in Rivers State, Nigeria.
H02: There is no significant relationship between entrepreneurial knowledge and adaptation of
Construction Firms in Rivers State, Nigeria.
H03: There is no significant relationship between entrepreneurial skill and alertness of
Construction Firms in Rivers State, Nigeria.
H04: There is no significant relationship between entrepreneurial knowledge and alertness of
Construction Firms in Rivers State, Nigeria.

2. LITERATURE REVIEW
2.1 Theoretical Framework
The resource base theory will be use as the theoretical background for this work. The resource-
based theory expressed that organizations are to effectively and maximally utilize the
differences in resources endowment, as well as their abilities and competencies in order to
have competitive advantage (Raduan, Jegak, Haslinda and Alimin, 2009). It emphasized firm-
level–specific capabilities and resources that guarantee an organization’s performance,
competitive advantage as well as organizational agility (Mahoney and Pandian, 1992). It
stresses that the firm’s resources is an important predictor of the firm’s survival, in this case the
entrepreneur’s talent.
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Resource based theory refers to the organization’s resources use in the day to day
process of the organization to achieve set objectives and improves performance. However,
these resources required to enhanced organizational performance are sometimes scarce and
inadequate (Teece, 2007). Therefore, firm must use any available resources including the talent
of the entrepreneur at their own advantage effectively which will bring about the ability to
survive over time. Business firms can increase their success as well become agile given that
better resources (entrepreneurs are skillful and knowledgeable) are at their disposals if they are
well managed. Thus, organizational agility lies on the capacity of the entrepreneur to effectively
and efficiently manage his or her talent and other resources at its disposal.
2.2 Entrepreneurial Talent Management
Talent has to do with the combination of skills, knowledge, abilities and experiences that an
individual came with to the enterprise so as to contribute to achieving the organization’s
objectives (Khatri, 2010; Schiemann, 2014). That is talent has to do with the abilities,
knowledge as well the skills, an individual have in a specific area of specialization that enables
him or her to carry out his or her functions. Entrepreneurial talent management refers to those
special steps an entrepreneur adopts to judiciously use his or her talent (skills and knowledge)
to the betterment of the organization. Entrepreneurial talent management is the capability of
the entrepreneur in discovering, selecting, processing, and interpreting through their skills and
knowledge opportunities as well as threat in the business environment in order to take
advantage of opportunities and effectively manage threat. Entrepreneurs that are talented can
manage organization’s employees and run the organization more effectively.

The reason behind entrepreneurial talent management is because business
organizations are formed and manage by entrepreneurs. The entrepreneur creates values by
combining other organizational resources in attaining the objectives of the organization.
Processes, raw materials, capital and technology are very significant and valuable to the
organization but human beings both employees and the entrepreneur whose decisions affect
other resources is more of immense importance to the outcome of the organization. As
entrepreneurial talent seems to be providing a competitive edge for organizations, it can also
become a distinctive component between more and less successful organization (Glenn, 2012),
thus, investing and effectively managing this talent can give the needed boost for growth and
innovation that will assist the organization to respond to environmental changes effectively.
Today’s business organizations operate in complexity and knowledge based environment, and it
is therefore required of the entrepreneurs to be knowledgeable as well skillful through modern
technological application to manage this complexity in the business environment in an effective
and efficient way.
2.2.1 Entrepreneurial Skill Management
According to McLarty and Dousios (2006) skill has to do with the capability to execute a given
task or job in the organization. However, entrepreneurial skills mixes various skill set such as
technical skill, conceptual skill, human relation skill among others to be able to carry out
entrepreneurial operation. Skills can be learnt and old ones perfected through training or doing
a given jobs. For an entrepreneur to be effective in the use of his or her skills according to
Unger, Rauch, Frese and Rosenbusch (2011) they should be channeled to various tasks perform
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by the entrepreneur. An entrepreneur requires different skills to ensuring he or she is
successful such as skills to detect opportunities as well as threats, production skills which may
include new ideas, new products and services skills (Fletcher, 2006).

Markman (2007) expressed that the most important skill needed by an entrepreneur is
the skills to be able to detect opportunity and explore it very well. For that reason, the skills to
recognize opportunity make entrepreneurial skills different from that of managerial skills.
However, an entrepreneur also requires good interpersonal, conceptual and technological skills
to be able to perform well. Interpersonal skills involve the ability of the entrepreneur to work
effectively with people, this is because people are most valuable resource of any organization,
and thus entrepreneur needs to know how to relate well with people. This skill includes
motivational skill, conflict resolution skill and communication skill. The conceptual skill enables
the entrepreneur to see the organization as a whole and in a way that the organization
operates in an environment and to be able to envision where the organization is going. While
the technical skill has to do with the capability of the entrepreneur to adopt particular methods
and techniques in carrying out his functions and it is not limited to equipment or machine skills
but also the skills for effective use of methods and processes.
2.2.2 Entrepreneurial Knowledge Management
Knowledge has to do with a collection of information that is realistic which provide procedural
guidance in the execution of task or job (Marrelli, Tondora and Hoge, 2005). More so, from a
psychological perspective, there is declarative, procedural and meta-cognitive knowledge
(Anderson and Schunn, 2000). They further explain that declarative knowledge is an
information that is factual in nature that an individual knows as well account for; procedural
knowledge is the knowledge that is hard to communicate while meta-cognitive knowledge has
to do with ones knowledge of a given task, context, and the ability to solve problems.
Entrepreneurial knowledge management has to do with the process involve in capturing the
expertise as well the competence of the entrepreneur and applying them to enhance
innovative behaviour through continuous learning process in the organization (Davernport, De
Long and Beers, 1998).

Through, entrepreneurial knowledge management, entrepreneurs are able to create
significance and meaning from their intellectual prowess (Megan and Jon, 2007). It has to do
with managing efficiently the knowledge assets of the entrepreneur so as to create values and
meet organization’s requirements. More so, entrepreneurs must have different and various
knowledge base to be able to effectively run the organization. Also, entrepreneurs need
knowledge outside than the ones they possess, hence must be able to work well with others in
the organization that has the required knowledge. Opportunity recognition as well its
exploitation are strongly connected to the entrepreneur, thus he must be knowledgeable. The
recognition and exploitation of opportunities in the business environment is strongly
dependent on the capability of the entrepreneur to build up required knowledge as well the
ability to process information speedily (Ulrich, 1998).
2.3 Organizational Agility
Tsourveloudis and Valavanis (2002) defined organizational agility as the capability of an
organization to operate at ease in a swiftly changing business environment by offering high
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quality of products to the market. It has to do with the ability of an organization to effectively
and efficiently utilize the available resources in the organization to meet the ever changing
needs of the business environment (Park, 2011). It therefore, assists the firm in carrying out its
operations lucratively, as well be able to manage opportunities and threats coming from the
environment (Ardichvile, Cardozob and Rayc, 2003).

Organizational agility is an organization’s capability in looking forward to, sensing, and
responding to instability in the firm’s business environment so as to gain advantage
competitively and enhance organizational performance. It is a specific way, firms apply to attain
and enhance advantage competitively so as to be in the same pace with frequent and nonstop
changes in the business environment (Nejatian and Zarei, 2013; Khoshlahn and Ardabili, 2016).
Any business firm that has been able to develop agility will be able to operate successfully in
exceedingly hyper competitive environments through the continuous adaptation to
environmental changes. In today’s knowledge economy, talent vis-à-vis skill and knowledge
especially that of the entrepreneur is an important driver of organizational success. In this new
business environment talent has become a significant factor in improving the performance of
the organization and its capability to adapt effectively to changes in the environment.
2.3.1 Adaptability
Adaptability is the ability of an organization to respond swiftly to an opportunity as well to risks
and converting those risks into advantage for the organization (Kotter, 2012). It has to do with
the capability of organizations to act in response to customers’ needs and make optimum use
of opportunities in the business environment. It is a process of adjusting to new conditions to
become better suited to the context or environment. It involves setting expectations for the
individual and the organization to adjust to the environmental changes as well the mobilization
of employees to surmount challenges and enhance the firm’s performance (Battilana and
Casciaro, 2012). Any firm that is able to adapt is firm that can predict as well respond to
environmental changes effectively (Klein and Pierce, 2001). Thus, in building the necessary
capability for adapting to changes in the organization, entrepreneur must be able to set up an
organizational climate by forming and upholding behaviours that promote proactive and
reactive activities in every day operation of the firm.
2.3.2 Alertness
Alertness is the capability of an organization to identify business opportunities when they exist
in the business environment at the forefront of other competitors (Helfat and Peteraf, 2015).
Baron (2006) further defined organizational alertness as an organization’s ability to process
prior knowledge and experiences, identify changes in an environment, and process information
that will better the organization. Kaish and Gilad (1991) observed that it gives managers the
ability to utilize their creative capacity to spot and interpret information in relation to the
development of new opportunities. Organizational alertness has the prospective to add
considerable value to the organization because it assist entrepreneur to be conscious of
environmental changes, and take advantage of opportunities (Kirzner, 1999).
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3. METHODOLOGY
The research adopts cross-sectional research design which is a form of quasi-experimental
design and it is suitable for this study since the respondents are not under our control. The
study’s population consisted of ten (10) selected construction firms in Rivers State, which were
also used as the sample size. The construction firms include: Airtrace Solutions Ltd, Horandez
and Detroit Construction Company Ltd, Ironinnaija Ltd, Kon-X Group, Megastar Technical and
Construction Company, Monier Construction Company Nigeria Ltd, Setraco Nigeria Ltd,
Southern Basin Construction Ltd, Taitor Construction Services Ltd, and Handyman Construction
Nigeria Ltd which were gotten from https://www.finelib.com/cities/port-harcourt/business/-
construction.

More so, a five point Likert questionnaire was adopted in gathering data for the study
which consist of three questions and five respond choices with point scales ranging from 1 to 5:
1-strongly disagree; 2- disagree; 3- indifference; 4- agree and; 5- strongly disagree for each of
the dimensions and measures of the study variable. Never the less, for data analysis the
questionnaire was given to 5 top management staff in strategic departments (human resources,
finance and accounts, public relations, marketing and operation) of each of the construction
companies which were purposively selected because of the roles they play in the organization,
making the number of questionnaire distributed to be 50.

Entrepreneurial talent management was operationalized using entrepreneurial skill and
entrepreneurial knowledge while organizational agility was operationalized using adaptation
and alertness. The validity of the research instrument was further tested using face and content
validity, and Cronbach’s Alpha was used in testing for the research instrument reliability which
show an Cronbach’s Alpha greater than 0.7. Specifically the result is as follows: entrepreneurial
skill– 0.873; entrepreneurial knowledge- 0.856; adaptability- 0.829 and alertness-0.839. The
response rate were 47(94%) of the retrieved and correctly filled questionnaire out of the 50
distributed questionnaire. Collected data was analyzed using the Spearman’s Rank Order
Correlation Coefficient Statistical with the aid of Statistical Package for Social Sciences (SPSS)
within a significance level of 0.05.

4. DATA ANALYSIS AND RESULT
4.1 Entrepreneurial Talent Management and Organizational Agility
Table 1: Association between Entrepreneurial Talent Management and Organizational Agility

Correlations
Entrepreneurial Talent

Management
Organizational

Agility
Spearman's rho Entrepreneurial

Talent
Management

Correlation Coefficient 1.000 .975**

Sig. (2-tailed) . .000
N 47 47

Organizational
Agility

Correlation Coefficient .975** 1.000
Sig. (2-tailed) .000 .
N 47 47

**. Correlation is significant at the 0.05 level (2-tailed).
Source: SPSS Result, 2019
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Table 1 above indicates that entrepreneurial talent management is statistically significant and
positively correlated with organizational agility (rho = 0.975, P = 0.000 < 0.05). Therefore, the
empirical result indicates that there is a strong positive and significant relationship between
entrepreneurial talent management and organizational agility in the Construction Firms in
Rivers State, Nigeria.
4.1.1 Entrepreneurial Skill and Organizational Agility vis-à-vis Adaptability and Alertness
The correlation matrix obtained for the first and second research questions is provided in the
Table 2 below:
Table 2 Correlation Matrix on Entrepreneurial Skill and Organizational Agility vis-à-vis
Adaptability and Alertness

Correlations

Entrepreneurial Skill Adaptability Alertness
Spearman's rho Entrepreneurial

Skill
Correlation Coefficient 1.000 .945** .908**

Sig. (2-tailed) . .000 .000
N 47 47 47

Adaptability Correlation Coefficient .945** 1.000 .886**

Sig. (2-tailed) .000 . .000
N 47 47 47

Alertness Correlation Coefficient .908** .886** 1.000
Sig. (2-tailed) .000 .000 .
N 47 47 47

**. Correlation is significant at the 0.05 level (2-tailed).
Source: SPSS Result, 2019

Table 4.2 above indicates the empirical results of Spearman Rank Order Correlation Coefficient
between entrepreneurial skill and the measures of organizational agility (Adaptability and
Alertness). It identified that entrepreneurial skill is statistically significant and positively
correlated with adaptability (rho = 0.945, p = 0.000 < 0.05). Similarly, entrepreneurial skill was
found to be statistically significant and positively correlated with alertness (rho = 0.908, p =
0.000 <0.05).
4.1.2 Relationship between Entrepreneurial Knowledge and Organizational Agility vis-à-vis
Adaptability and Alertness
The correlation matrix obtained for the third and fourth research questions is provided in the
Table 3 below:
Table 3: Correlation Matrix on Entrepreneurial Knowledge and Organizational Agility vis-à-vis
Adaptability and Alertness

Correlations
Entrepreneurial Knowledge Adaptability Alertness

Spearman's rho Entrepreneurial
Knowledge

Correlation Coefficient 1.000 .951** .901**

Sig. (2-tailed) . .000 .000
N 47 47 47

Adaptability Correlation Coefficient .951** 1.000 .886**
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Sig. (2-tailed) .000 . .000
N 47 47 47

Alertness Correlation Coefficient .901** .886** 1.000
Sig. (2-tailed) .000 .000 .
N 47 47 47

**. Correlation is significant at the 0.01 level (2-tailed).
Source: SPSS Result, 2019

Table 4.2 above indicates the empirical results of Spearman Rank Order Correlation Coefficient
between entrepreneurial knowledge and the measures of organizational agility (Adaptability
and Alertness). It identified that entrepreneurial knowledge is statistically significant and
positively correlated with adaptability (rho = 0.951, P = 0.000 < 0.05). Similarly, entrepreneurial
knowledge was found to be statistically significant and positively correlated with alertness (rho
= 0.901, P = 0.000 <0.05).
4.2 Regression Analysis/ Test of Research Hypotheses
The multiple-regression as well as the P-value was used to empirically test the four stated
hypotheses on whether to reject or accept the null hypotheses.
Table 4: Effect of Entrepreneurial Talent Management vis-à-vis Entrepreneurial Skill and
Entrepreneurial Knowledge on Adaptability

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate
1 .974a .949 .946 .33577

a. Predictors: (Constant), Entrepreneurial Knowledge, Entrepreneurial Skill
Source: SPSS Result, 2019

The above Table showed the result of regression analysis (R-value 0.974) between
entrepreneurial skill and entrepreneurial knowledge and adaptability which were taken
together indicating both variables has strong effect on adaptability by predicting it changes by
R2-value = 0.949 that is by 94.9% while the remaining 6.1% could be due to the influence of
other variables not covered in this study.
Table 5: Multiple Regression Result of Entrepreneurial Talent Management vis-à-vis
Entrepreneurship Skill and Entrepreneurship Knowledge and Adaptability

Coefficientsa

Model
Unstandardized Coefficients

Standardized
Coefficients

t Sig.B Std. Error Beta
1 (Constant) .495 .483 1.026 .000

Entrepreneurial Skill .282 .074 .267 3.831 .000
Entrepreneurial Knowledge .677 .064 .733 10.534 .000

a. Dependent Variable: Adaptability
Source: SPSS Result, 2019
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Test of Hypothesis 1
Table 2 reveals a PV =0.000< 0.05 as well Table 5 reveals a t-cal. = 3.831 greater than t-cri =1.96.
Thus, the t-cal=3.831 and PV=0.000 indicates that there is a strong positive and significant
relationship between entrepreneurial skill and adaptability. Thus, the alternate hypothesis is
hereby accepted. Similarly entrepreneurial skill contributes (β=0.282) to the variation of
adaptability.

Test of Hypothesis 2
Table 3 reveals a PV =0.000< 0.05 as well Table 5 reveals a t-cal. = 10.534 greater than t-cri
=1.96. Thus, the t-cal=10.534 and PV=0.000 indicates that there is a strong positive and
significant relationship between entrepreneurial knowledge and adaptability. Thus, the
alternate hypothesis is hereby accepted. Similarly entrepreneurial knowledge contributes
(β=0.677) to the variation in adaptability.

Table 6: Effect of Entrepreneurial Talent Management vis-à-vis Entrepreneurial Skill and
Entrepreneurship Knowledge on Alertness

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate
1 .871a .758 .747 .62292
a. Predictors: (Constant), Entrepreneurial Knowledge, Entrepreneurial Skill

Source: SPSS Result, 2019

The above Table 6 showed the result of regression analysis (R-value 0.871) between
entrepreneurial skill and entrepreneurial knowledge and alertness which were taken together
indicating both variables has strong effect on adaptability by predicting its changes by R2-value
= 0.758 that is by 75.8% while the remaining 24.2% could be due to the influence of other
variables not covered in this study.

Table 7: Multiple Regression Result of Entrepreneurial Talent Management vis-à-vis
Entrepreneurial Skill and Entrepreneurial Knowledge and Alertness

Coefficientsa

Model
Unstandardized Coefficients

Standardized
Coefficients

t Sig.B Std. Error Beta
1 (Constant) .862 .896 8.865 .000

Entrepreneurial Skill .705 .137 .778 5.158 .000
Entrepreneurial Knowledge .583 .119 .505 4.696 .000

a. Dependent Variable: Alertness
Source: SPSS Result, 2019

Test of Hypothesis 3
Table 2 reveals a PV =0.000< 0.05 as well Table 7 reveals a t-cal. = 5.158 greater than t-cri =1.96.
Thus, the t-cal=5.158 and PV=0.000 indicates that there is a strong positive and significant
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relationship between entrepreneurial skill and alertness. Thus, the alternate hypothesis is
hereby accepted. Similarly entrepreneurial skills contributes (β=0.705) to the variation in
alertness.

Test of Hypothesis 4
Table 3 reveals a PV =0.000< 0.05 as well Table 7 reveals a t-cal. = 4.696 greater than t-cri =1.96.
Thus, the t-cal=4.696 and PV=0.000 indicates that there is a strong positive and significant
relationship between entrepreneurial knowledge and alertness. Thus, the alternate hypothesis
is hereby accepted. Similarly entrepreneurial knowledge contributes (β=0.705) to the variation
in alertness.

5. DISCUSSIONS OF FINDINGS
From our findings it shows that entrepreneurial talent management significantly affects
organizational agility. Thus, Abou-Zeid (2002) expressed that the practice of appropriate talent
management is to improve quality of organization’s outcome, organizational performance and
the organizational workforce as well the ability to withstand changes in the business
environment. Entrepreneurial talent management enables the entrepreneur to attain
organizational agility and meet their operational matters by using their skills and abilities as
well as knowledge which help them to identify and respond to environmental challenges that
have overtime affects the ability of the firms to survive. When entrepreneur talent is effectively
and efficiently managed, entrepreneurs are able to better act in response to customers’ needs
on time and have flexible attitude in providing a variety of services to other stakeholders and as
well adapting to the complex and changing environment.

For organization to become agile in the face of today’s increasing business
environmental turbulence and complexity and need for enhanced productivity as well as
performance at all levels require effective and efficient entrepreneurial talent management. To
create a successful organization that is able to survive over time; an entrepreneur must
concentrate its energies on acquiring the right skills and knowledge and invest in promoting
employee with right knowledge, skills, abilities and attitude (Hondeghem, Horton, and
Scheepers, 2005).

More so, on the relationship between entrepreneurial skill and adaptation, the finding
of our data analysis showed that there is significant relationship. In today’s dynamic and
competitive environment, entrepreneurial skill such as innovation skill as well as the skill to
recognize opportunity plays major role on how the organization adapt to its environment which
is critical to organizational success. This is because for organization to adjust to environmental
turbulence and changes, the entrepreneur must possess the right skill as well the ability to
effectively apply those skills.

The relationship between entrepreneurial knowledge and adaptation also showed a
positive and significant relationship. The effective application of knowledge is very important to
every organization. Knowledge is a major factors that influences organizations’ success and if
the entrepreneur possessed the appropriate knowledge; it will help the organization to adapt
to its environment appropriately as well enhance the success and the competitive advantage of
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the organization (Han and Anantatmula, 2007). Also, entrepreneurial knowledge as a strategic
asset assist the organization in maintaining performance in an unstable and dynamic business
environment by enabling entrepreneur in innovating, collaborating as well help them in making
decisions appropriately (Jantunen, 2005). More so, organization’s success depends on the
entrepreneur’s capability to learn and applied the acquired knowledge to make better decision
(Li-An, 2008) that will bring about organizational agility. Effective decisions, which are taken on
the basis of quality knowledge possessed by the entrepreneur, will assist the firm effectively
anticipate and react to changes in the environment.

Furthermore, on the relationship between entrepreneurial skill and alertness, the
finding also showed a positive and significant relationship. Thus, Naylor (1999) observed that
the effective organization situation awareness depends on the composition of its members as
well as the entrepreneur to develop accurate expectations and capabilities (such as skill and
knowledge) for the organization. The possession of the right skill as well the judicious use of
same enable the entrepreneur in recognizing as well exploiting possible business opportunities
by spotting and interpreting information in relation to same in the business environment. Any
business firm that can survive and thrive in this turbulent and dynamic business environment
will be based on the alertness capability of the organization through the entrepreneur to the
happenings in the business environment (Cardon and Kirk, 2013).

The finding of this study also showed a positive and significant relationship between
entrepreneurial knowledge and alertness. The concept of knowledge management is
increasingly relevant to 21st business organization due to the business environment
uncertainty; therefore, appropriate entrepreneurial knowledge management is very important
as business looks forward to achieving organizational agility (Tiwana, 2002). Thus, organizations
are beginning to appreciate the fact that knowledge management is a basic and essential
resource to achieving competitive advantage which also is important to attaining agility. It is
therefore, essential for entrepreneur to manage their knowledge as well that of their
employees effectively in today’s business world because the ability of an organization to
recognize opportunities when they exist in the business environment ahead of others is
dependent on the entrepreneur ability to utilize his or her knowledge appropriately.

6. CONCLUSION AND RECOMMENDATIONS
Based on our findings from this study, we therefore conclude that entrepreneurial talent
management significantly affects the ability of organizations to be agile as well entrepreneurial
skill management and entrepreneurial knowledge management significantly affects adaptability
and alertness of construction firms in Rivers State, Nigeria. Environmental changes and
increased competition have placed the subject of entrepreneurial talent management at the
center of today’s organizations, since organizations by having capable, knowledgeable and
skillful entrepreneur will be better able to adapt to changes. The importance of talent in the
organization cannot be over emphasized as it provides sustainability and enhancement to
organization’s performance; therefore entrepreneur must take the overall management of their
talent as a top priority so as to enhance the ability of their organization to become agile. We
further recommend that entrepreneurs in the construction sector should make sure they have
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detailed developmental programs that will enhance their skills and knowledge to achieve
organizational agility. More so, in order to achieve agility in the construction sector, we
recommend that entrepreneurs must exhibit a high level of commitment to effectively and
efficiently use their talent.
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