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Abstract: This study explores the impact of human resource management (HRM) strategies on
innovation and development within emerging enterprises. As innovation is crucial for the growth
and competitive edge of these firms, understanding the role of HRM remains under-researched in
this context. To address this gap, the research surveyed 500 employees from various emerging
enterprises, yielding 450 valid responses, collected through a structured questionnaire using a 5-
point Likert scale. Data analysis with SPSS revealed that HRM practices —such as talent acquisition,
training and development, performance management, and employee engagement —positively and
significantly influence innovation and organizational growth. These findings underscore HRM's
strategic importance in fostering an environment conducive to innovation and continuous
development, thereby supporting sustainable growth. The study contributes empirical insights into
HRM'’s role in enhancing innovation, offering actionable recommendations for HR managers and
policymakers to strengthen their organization’s growth trajectory.

Keywords: Recruitment Strategies, Training and Development, Performance Management,
Retention Strategies, Innovation and Development, Emerging Enterprises

1. Introduction

Being recognized as a critical variable in the success of an organization, human
resources management (HRM) is of late finding much importance in emerging enterprises
Akwei & Nwachukwu (2023). The typical emerging enterprise is set apart by how quickly
it can make it down the innovation runway and therefore depends heavily on good HRM
strategies to help it identify, develop, and amplify its human capital Gao & McDonald
(2022). As emerging enterprises seek to navigate competitive markets and realize a
sustainable growth path, effective HRM strategies become integral ingredients for
fostering innovation and organizational development Alqarni, et al. (2023).

Emerging firms—generally
possibilities and problems are not like well-established businesses Jayasekara et al. (2020).
They often work under constrained resources and in a highly pressured market that
demands rapid innovation and growth. Within this context, human resource management

small to medium enterprises with distinctive

strategies play a very vital role as they become critical in building workforce capacity to
adapt, generate new ideas, and propel the organization toward development [1].

Talent and creativity are what can later make an innovative workforce, but it all starts
with hiring. Recruitment is the foundation of developing a skilled and innovative
workforce [2]. The implementation of recruitment strategies identifies the quality and
potential of employees to be attracted to the organization [3]. Sound recruitment strategies,
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therefore, are those that do not just fill positions but do so in alignment with innovation
within the goals of any organization innovatively [4]. A good recruitment strategy will
help bring in those who have a skill, creative mindset — and fit well within the culture —
thus paving the way for dynamism to flow into work redolently. Small businesses more
loosely stand-in agility-harnessing recruitment strategies as well as technical skills because
it helps them easily find candidates who are comfortable working in a fast-paced
environment evolving at all times.

Training and development play a critical role in improving the skills, knowledge,
and competency of the workers [5]. Continuous learning is extremely crucial after business
has experienced rapid tides of change to remain competitive Bush [6]. For startups,
effective T&D programs ensure that their employees will have the skills required for their
jobs and to contribute towards the organization's innovation efforts [7]. They personalized
not only individual performance but also customized belonging to performance with
continuous improvement and adaptability, thereby eliminating criticalities in light of
innovation [8]. Through domain training programs, employees can be enabled to generate
new ideas, look at problems creatively, and come up with innovative solutions, which can
drive organizational growth based on productivity [9].

Innovation and development are dependent variables that determine the path of an
emerging firm [10]. Innovation creates new value and drives the forces of development to
make sure this value is realized and sustained within the organization [11]. The ability of
emerging firms to succeed is based on their capacity for continuous innovation and
strategic development to adjust to dynamic market demands El Hanchi, S., & Kerzazi
(2020). As dependent variables, innovation and development are key results that are
influenced by human resource management strategies in effective ways, which include
recruitment, training, performance management, and retention, that determine an
organization's ability to innovate and grow in readiness for long-term success in a
competitive market [12].

Innovation and development are dependent variables that act as determinants of the
path of an emerging firm [13]. Innovation creates new value, and while acting as a driving
factor for the forces of development, it ensures this value is realized and sustained within
the organization [14]. The ability of emerging firms to be successful depends on whether
they have the capacity for continuous innovation and strategic development to be able to
adjust themselves as per dynamic market demands, which are also contingencies [15]. As
dependent variables, innovation and development happen to be key results that are
influenced by human resource management strategies in terms of recruitment, training,
performance management, and retention, in effective ways, this does tell an organization's
ability to innovate and grow in readiness for long-term success in a competitive market
Teece, D. J. (2020).

Research Significance

The impact of HRM strategies on innovation and growth is equally important for
emerging small firms that aim to carve a niche for themselves in competitive markets. This
research is focused on providing a detailed analysis of how different human resource
management practices affect innovation and organizational growth. Through an analysis
of the implementation and outcomes of different strategies, this research intends to
provide practical insights and recommendations that can be used to optimize HRM in
emerging small firms.
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Research Objectives
The research has three key objectives:

1. To identify the HRM strategies that are important in themselves for innovation
in emerging enterprises.

2. To analyze the effects of these human resource management strategies on
organizational development.

3. To make appropriate recommendations for emerging enterprises on how they
can optimize their human resource management practices to ensure innovation
and growth.

Research problem

This problem emphasizes the necessity of investigating the direct and indirect
impacts of HRM practices on the innovation and ability of emerging firms to design
actionable HRM strategies.

a) What are the HRM strategies implemented in most emerging small firms?

b) How do HRM strategies affect innovation in the context of emerging firms?

c) Impact of Training and Development Programs on Employee Innovation and
Organizational Performance

d) Employee engagement: how does it impact innovative output and development
of emerging firms?

e) Performance management: how it fosters innovation culture in emerging
enterprises?

Research hypotheses

1. HI: Effective hiring strategies favorably affect the innovation and development
of emerging firms.

2. H2: No comprehensive training and development programs related positively
to higher innovation and development of emerging enterprises.

3. H3: No effective performance management system positively influenced
innovation and development output of emerging enterprises.

4. H4: No robust retention strategy positively influenced innovation and
development output of emerging enterprises.

Figure 1. Framework
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Literature review

In the literature review, an outline of previous research and theories on the effects of
strategies for human resource management on innovation and organizational
development in emerging firms is discussed. This review considers as its core themes
recruitment strategies, training and development, performance management, retention
strategies, and their effects on innovation and development. In addition to this, the review
critically identifies gaps in previous research and justifies where this study fits in.

1) Recruitment Strategies

Recruitment is a vital HRM function. It includes finding, choosing, and onboarding
talent in the right job so that organizational needs can be met. In other words, effective
recruitment strategies are what emerging businesses need to use for building a workforce
who will drive technological innovation plus development of the entire organization.

A number of studies stress the critical nature of strategic recruitment on innovation.
For instance, Oltra and Alegre (2022) find that companies that make innovation-oriented
hires are likely to perform better with product and process innovation. They contend that
by seeking out those candidates likely to be creative and good at problem-solving,
emerging enterprises can build grounds for sustained innovation. Ajayi and Udeh (2024)
further brought out the role that recruitment strategies aligned to organizational goals play
in having employees fit well into company culture, hence more innovative outcomes.

However, the research by Ragazou (2021) argues that a good number of new
businesses are in practice inhibited from efficient recruitment strategies for lack of
adequate resources and because the labor market is quite competitive. This points to a
potential gap in the literature: more investigation is needed to understand how emerging
enterprises can overcome such challenges and optimize their recruitment processes for
innovation and development.

2) Training and Development
Training and development programs are created to increase employees' skills,
knowledge, and competency so that their productivity towards organizational goals is
more effective. Largely in innovation, these continuous learning developments help them
keep updated with technological improvements and market changes [16].

As per Holbeche, L. (2022), organizations that have investments in broad-based
training and development programs are likely to have an innovation-driven culture. They
found very high relationship levels between training programs and innovativeness at
organizations, especially for new firms. Good, ], et al. (2023) earlier research had also
proven that continual employee development initiatives enhance personal creativity and
organizational innovation while building seo.

On the other hand, Poturak and Tutnic (2022) argue that training programs, though
useful, are contingent in most cases upon their alignment with the strategic goals of an
organization. They contend that general training programs are not going to produce
substantial innovation-related benefits unless they are customized to explicitly target the
specific challenges and opportunities that any given organization has.

This research highlights the role of targeted training and development initiatives in
the promotion of innovation. There is a missing link that demands more specific research
on how such programs can be fine-tuned in resource-constrained settings, which are
typical of growing companies [17].

3) Performance Management

Performance management is the key to the evaluation and development of
employees toward the accomplishment of organizational goals. Well-designed
performance management systems are instrumental in inspiring the workforce for
innovation and inculcating a culture of continuous improvement [18].
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Some other scholars, like Kerzner, H. (2022), argue that innovation can be impeded
by legacy performance management systems through an excessive focus on short-term
delivery over long-term creative development. This would mean the need for such a
delicate balance in managing performance, especially in nascent ventures where
innovation is what will see them through [19].

Likewise, the research of Gunn and Hilyard, K (2021) emphasizes the function of
feedback in performance management, contending that regular insightful feedback can
drive employees to think outside the box and take calculated risks —which is innovation,
channeling the right amount of internal entrepreneur within them. They argue that
performance rewards should be tied up with innovative outputs so as to act more as
motivators for employees, further making their own share towards organization
innovation efforts.

However, some academics, such as Zhang and Zhu (2022), contend that conventional
performance management systems can impede innovation if they place a greater emphasis
on immediate results than on the long-term development of creativity. This indicates the
need for such a balanced performance management approach, especially in the upcoming
firms where innovation is the only way to their survival and growth.

4) Retention Strategies

Retention strategies are those that help in ensuring the most valuable employees
stick to the organization so that turnover is reduced and there is continuity in
organizational knowledge and skills (Hussein and Hameed, 2021). For emerging
enterprises, top talent retention is what will ensure that they maintain their momentum as
far as innovation and development are concerned (Ngozi, D., & Edwinah, A. 2022). The
literature further indicates the challenges not to be a cause in implementing effective
retention strategies, such as the insurmountable markets that have their employees easily
poached by big established firms but a competitive one. there is a need for more research
into innovative retention practices [20]. A paper can be tailored specifically to the needs of
emerging enterprises. Despite these findings, the literature also indicates the challenges of
implementing effective retention strategies in practice. In an injured market, employees
are often poached by bigger and older firms, which makes it difficult to implement
retained strategies (Cunliffe, R. 2021). This necessitates further research on innovative
retention practices to be customized for the unique needs of emerging enterprises [21].

5) Innovation and Development in Emerging Enterprises

The innovation and development concepts are core to the success of emerging
enterprises. According to Harel and Kaufmann (2021), innovation is about new ideas,
products, or processes— their creation and application in adding value to an organization.
On the other hand, development means the growth and improvement of organizational
structures, processes, and capabilities.

As to their size and flexibility, emerging enterprises often have quite a unique
potential for innovation. Purwati et al. (2021) argue that the small scale of such enterprises
actually helps them become innovators very quickly since they are less bureaucratic and
risk-taking. However, they do it tremendous difficulties in sustaining innovation as they
scale being among the most vexing problems to such organizations around this challenge
of maintaining innovation over time especially as they grow [22]. The reviewed literature
suggests that innovation and development success in emerging enterprises is significantly
influenced by the human resource management strategies. While there is a wealth of
research available on the various elements of HRM, there remains a lack of understanding
when it comes to how these strategies interact and their combined influence on innovation
and development, particularly in the context of emerging businesses [23].
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2. Materials and Methods

In the methodology section, a description is given of the very vast approach
undertaken to investigate the relationship between human resource management
strategies and their impact on innovation and organizational development in emerging
enterprises. This covers research design, population and sample, and data collection
methods that were used to ensure validity and reliability of the study. The methodology
described in this paper ensures that the study is carried out with a great amount of rigour
and accuracy. The use of structured questionnaires, stratified random sampling, and
proper data collection methods will ensure strong findings. Findings will also be
generalizable to the rest of an emerging enterprise population. This is how such a research
design aids in having a full grasp of HRM strategies on innovation and organizational
development. The results from such an analysis cut across both ways: informing academic
researchers about practical applications in human resource management [24].

Research Design

1. This research adopts a quantitative design that focuses on descriptive and
correlational research methods. Its design seeks to measure, in quantitative terms,
the impact of HRM strategies on innovation and organizational growth in
emergent firms. Data will be collected through a cross-sectional survey to enable
the identification of patterns, relations, and potential causation between the
variables under study.

2. Descriptive Research: Provides a detailed description of the HRM strategies used
by emerging enterprises and their outcomes in terms of innovation and
organizational development.

3. Correlational Research: Examines the strength and direction of relationships
between the independent variables (HRM strategies) and the dependent variables
(innovation and organizational development).

This design is suited to, in an emerging firm, ascertain how specific HRM strategies
are related to favorable outcomes and test those hypotheses generated from the theoretical
framework.

Research Population and Sample
Target Population

The target population for this study is emerging enterprises within [specific region
or country] and across the technology, manufacturing, service and other sectors that are
characterized as highly dynamic with significant potential for innovation. The typical
characteristics of a firm to be considered an emerging enterprise include factors such as
being relatively young (operating for less than 10 years) and focus on scaling and
innovation apart from the general factors based on size.

Sample Size

The study expects to collect data from 500 samples of emerging enterprises, with an
expected response rate of 90%, hence 450 valid responses. It is large enough to detect
relationships between HRM strategies and outcomes that are statistically significant. The
sample size is determined by the need for robust statistical analysis, such as multiple
regression and correlation to confirm the hypotheses in the study.

Sampling Technique

The study uses a method of stratified random sampling to make sure that the sample
is representative of the broader population. The population is stratified based on:

a) Industry Type: Ensures diverse representation across different sectors, allowing
for the analysis of sector-specific trends.
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b) Enterprise Size: Takes into account the number of employees, as HRM practices
may vary significantly between small and medium-sized enterprises.

Within each stratum, random sampling is conducted to select enterprises, ensuring
that the sample reflects the diversity of the target population while minimizing sampling
bias.

Data Collection Methods
Survey Instrument

The primary method of data collection for this study is a structured questionnaire.
The questions are so framed in the questionnaire schedule to elicit quantitative data
regarding the HRM strategies practiced by emerging enterprises and their effects on
innovation and organizational development. The questionnaire is split into several
sections, each zeroing on those specific constructs that are related to the variables of the
study:
1. Demographic Information:
It collects basic data on the respondents and their organizations: what industry
they are in, the size of the business, how many years it has been operating, and
who fills out the survey.
2. HRM Strategies:
It assesses key HRM practices. It includes strategies for recruitment and the
training and development programs, performance management systems, and
retention strategies.
3. Innovation and Organizational Development:
Measures how innovative the organization is and the level of its organizational
maturity.
4. Perceptions and Satisfaction:
It elicits respondents’ perceptions regarding the effective implementation of their
HRM strategies and general satisfaction with the innovation and development
pursue by the organization.

Measurement Scale

The questionnaire used a 5-point Likert scale, with responses ranging from "Strongly
Disagree" (1) to "Strongly Agree" (5). It captured well the strength of agreement or
disagreement with the various statements given, thus allowing a fine differentiation in the
analysis of perceptions and experiences of the respondents.

Data Collection Procedure

The survey is distributed electronically by an online survey platform to enable
efficient data collection over a geographically dispersed sample. Invitations are sent to
participants via email, with follow-up reminders to be provided subsequently responding
rates. The period for data collection will be 4 weeks, giving respondents enough time to
fill out the survey.

Data Analysis

The data analysis section describes the various techniques that will be used in
analyzing the data that will have been collected from the survey, with a keen interest on
descriptive statistics, test of reliability and validity, Pearson correlation analysis,
regression analysis, and ANOVA. Each method of analysis provides information
regarding relationships between HRM strategies and dependent variables—in this case
innovation and organizational development. The results are presented in tables with
interpretations of findings [25].
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3. Results and Discussion

Descriptive Statistics

It helps in giving an overview related to the demographic variables and
summarization concerning central tendency along with dispersion and frequency
distribution of the data [26].

Table 1. Demographic Characteristics of Respondents

Demographic Variable Frequency (n=450) Percentage (%)
Industry Type
Technology 180 40%
Manufacturing 135 30%
Services 90 20%
Other 45 10%

Enterprise  Size (No. of

Employees)

225 50%
Small (1-50 employees)

180 40%
Medium (51-200 employees)

45 10%
Large (201+ employees)
Years of Operation

135 30%
Less than 5 years

315 70%

5 to 10 years
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Respondent’s Role

225 50%
HR Manager

90 20%
CEO/Founder

135 30%

Senior Manager

Interpretation:

The majority of respondents are from the technology sector (40%) and small-sized
enterprises (50%). Most enterprises have been in operation for 5 to 10 years (70%), and the
largest group of respondents are HR Managers (50%). These characteristics suggest a
diverse sample with a focus on HR management within emerging enterprises [27].

Reliability and Validity
Reliability and validity are crucial for ensuring that the measurement scales used in
the survey are consistent and accurately reflect the constructs they intend to measure.

Table 2. Reliability Analysis (Cronbach’s Alpha)

Construct Number of Items Cronbach’s Alpha

5 0.85

Recruitment Strategies

6 0.88

Training and Development

5 0.82

Performance Management
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4 0.80
Retention Strategies

6 0.87
Innovation Capacity

7 0.89
Organizational Developmer

Interpretation:

All constructs show high internal consistency, with Cronbach’s alpha values
exceeding the acceptable threshold of 0.7. This indicates that the items within each
construct reliably measure the intended concepts [28].

Validity Testing: Factor Analysis

Factor analysis confirms the validity of the constructs by ensuring that the survey

items group appropriately under the intended factors. The results of the factor analysis
indicate that all items load significantly on their respective constructs, supporting the

construct validity of the measurement scales [29].

Pearson Correlation Analysis
It is the Pearson Correlation analysis which lets us know how strong and in which
direction related the linear relationship is between the independent and dependent

variables.
Recruitment
Variables Strategies
Recruitment 1
Strategies
Training and 0.45%*

Development

Performance 0.40%*

Management

Retention 0.35**
Strategies

Innovation 0.50%*
Capacity

Organizational 0.47%*

Development

Note: p<0.01

Table 3. Pearson Correlation Matrix

Training and

Development

0.45%*

0.55

0.42=

0.60%*

058

Performance Retention

Management Strategies

0.40%*

0.55%*

0.48**

0.57**

0.54%*

0.35%*

042~

048

052

0.50%*

Innovation

Capacity

0.50%*

0.60**

0.57

0.52**

0.65™*

Organizationa

Development

.47

0.558™

0,54

0.50

0.85**
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Interpretation:

Correlation matrix indicates that all HRM strategies are significantly and positively
correlated with both innovation capacity and organizational development [30]. The most
robust correlations are those between Training and Development and Innovation Capacity
(r=0.60, p <0.01) and between Innovation Capacity and Organizational Development (r =
0.65, p < 0.01). These results indicate that good HRM strategies vest very highly in
innovation capacity as well as organizational development [31].

Regression Analysis

It involves a multiple regression analysis to ascertain the predictive power of HRM
strategies on innovation capacity and organizational development.

Table 4. Regression Results for Innovation Capacity

Independent Variables B SEB B t P
Recruitment Strategies 0.25 0.08 0.22 3.12 0.002
Training and Development 0.40 0.07 0.38 5.71 0.000%*
Performance Management 0.30 0.09 0.28 3.33 0.007%*
Retention Strategies 0.20 0.10 019 2.00 0.046%

R?=0.50, Adjusted R?=0.48, F(4, 445) = 55.25, p <0.001

Table 5. Regression Results for Organizational Development

Independent Variables B SEB B t p

Recruitment Strategies 0.22 0.07 0.2 314 0.002
Training and Development 0.38 0.06 0.36 6.33 0.000%
Performance Management 0.32 0.08 0.30 4,00 0.000**
Retention Strategies 0.18 0.09 017 211 0.035*

R?=0.49, Adjusted R?=0.47, F(4, 445) = 53.00, p < 0.001

Interpretation:

Regression analysis results prove that Training and Development has been the
strongest predictor of both innovation capacity (3 = 0.38, p < 0.001) and organizational
development (3 = 0.36, p < 0.001). Performance Management also significantly impacts
both outcomes, while the impact is moderate but still significant for Recruitment Strategies
and Retention Strategies. The model reaches an overall explanation of 50% for the variance
in innovation capacity and 49% for the variance in organizational development —
indicating a good relationship between HRM strategies and these outcomes [32].

ANOVA (Analysis of Variance)

ANOVA was used to discern whether there existed statistical variances amidst
demographic clusters (e.g., industry kind, firm magnitude) in innovation capability and
organizational development [33].

International Journal of Business Diplomacy and Economy 2024, 3(5), 178-191. http://inter-publishing.com/index.php/IJBDE



189

Table 6. ANOVA Results for Innovation Capacity by Industry Type

Industry Type Mean F P
Technology 415 6.21 0.000%*
Manufacturing 3.90

Services 3.75

Other 3.60

Table 7. ANOVA Results for Organizational Development by Enterprise Size

Enterprise Size Mean F p
Small 3.85 4.56 0.004*
Medium 4.00
Large 4,20

Interpretation:

ANOVA results indicated that there are significant differences in innovation
capacity and organizational development by industry type and enterprise size. Precisely,
Firms in the technology sector have a much higher level of innovation capacity than those
in other industries (F = 6.21, p < 0.001). Similarly, large enterprises report higher levels of
organizational development compared to small ones (F = 4.56, p = 0.004).

4. Conclusion

Therefore, HRM strategies act as an important impetus for innovation and
development within SMEs. Organizations, through the comprehension and adoption of
effective HRM, are able to build an environment favorable for continuous innovation,
growth, and long-term prosperity. With the changing business environment strategic
human resource management plays a huge role in shaping the future of organizations.
This is an area future researchers will continue to fine-tune our knowledge on these
linkages and provide new dimensions and prescriptions for organizational effectiveness
in the forthcoming years.

Future Research

The limitations of this study are quite useful for future research to start within. If the
drawbacks are dealt with by longitudinal studies, cross-cultural comparisons, and wider
HRM practices in the future, it will help in exploring how far HRM strategies impact
innovation and organizational development in emerging enterprises. A peek into this
ongoing exploration would certainly do much good not only for enhancing academic
knowledge but also for providing practical guidance to HR professionals and business
leaders who would want to promote innovation and growth in their organizations from
informed areas.
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