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Abstract
Dynamic and non-dynamic sets of todays businesses make companies move to innovation. In
particular, companies must take part in a variety of innovation activities in order to increase
their competitive advantage and lead to long-term survival. Exploring and exploiting a
variety of innovations attracted the attention of many people in the field of literature.
Previous research found that organizational innovation was related to firm performance,
corporate strategic targeting, productivity, and organizational culture. The purpose of this
research was to examine how strategic HR policies affect the ability of businesses to explore
and utilize new areas of knowledge (knowledge sharing and knowledge application). All of
the different types of businesses in India were surveyed (N = 109). Regression analysis
showed that only specific strategic human resources strategies were predictive of creativity in
the workplace.
Keywords: Strategic approaches to human resources, knowledge management, and
organizational innovation capacity.
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1. Introduction
The world is industrializing at a rapid
pace. Therefore, it is more important than
ever for businesses to be creative,
adaptable, productive, and accountable if
they want to succeed in today's market
(Kohli and Jaworski, 1990). With a glance
at
the
performance
of
various
organizations in the country, it can be seen
that none of these organizations have been
able to meet the expectations of customers
in a desirable manner in the current
prevailing and challenging age. Therefore,
in order to get rid of this chaos, serious
measures must be taken for scientific
management. New ideas have emerged,
such
as
"knowledge
management

capacity," with the aim of enhancing
businesses'
efficiency.
The
term
"knowledge management capability" is
used to describe an organization's prowess
in using and assimilating new forms of
information and resources from outside
the company. This notion was first
brought to the realm of organizational
theories by Cohen and Levintel in 1990.
They act as a stand-in for managerial
proficiency, which is defined as the
capability of an organization to assess the
economic worth of fresh information
gleaned
from
external
sources.
Management capacity is not an end itself,
but it can create important organizational
outcomes such as innovative performance
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(Kostopoulos, Papalexandris, Papachroni
and Ioannou, 2011). Innovation does not
necessarily mean using the latest
technology, but focusing on the ways to
think and find innovative solutions within
the company rather than addressing the
issue of technology. Innovation occurs
when the workforce shares knowledge
with the organization. Thus, a common
and new insight is created in the process
of conflict and reconciliation (divergence
and convergence) and is a new guide for
the capabilities of the organization that
increases innovation (Imani, Gaskari, and
Qeitani, 2015). Several factors affect
organizational knowledge management
capacity, including strategic human
resource practices and approaches
(Fındıkli, Yozgat and Rofcanin, 2015).
That is because strategic human resource
approaches help the success of processes
and activities by facilitating knowledge
management in order to encourage the
sharing of knowledge through rewards
systems and improving knowledge
through education and development (Kase,
Paauwe and Zupan, 2009; Turner,
Huemann, and Keegan, 2008). Thus,
human resources strategic approaches and
approaches are expected to positively
affect the capacity to absorb knowledge
and organizational innovation Fındıkli,
Yozgat and Rofcanin, 2015). Since human
resources are a very important factor in
the success of the organization's processes
and operations, the significant role of
strategic human resources approaches to
managing organizational processes should
be considered.
2. Literature Review
Zahira, Gurab, Karaboujk and Kold
(2016), a research entitled Strategic
human Resources Management and

Company
Performance:
The
entrepreneurial mindset is a moderating
factor. In order to do this, a questionnaire
was developed and data were gathered
from Istanbul-based businesses across a
wide range of sectors. Both SPSS and
AMOS were used to examine the data.
The
analyses
revealed
that
an
entrepreneurial mindset mediates the
connection between HR strategy and firm
success (both financially and in terms of
employee satisfaction).
Ferreira (2016) conducted a research on
organizational innovation, re-purchasing,
service cost, customer loyalty. With the
chance of re-purchasing, how much will it
tolerate against rising prices, with the
assumption that there is no willingness to
re-sell, the price reduction is to create a
degree of willingness.
Ugur Yozgat et al. (2015), One study
examined how strategic HRM affected an
organization's ability to innovate and
manage knowledge. Regression research
shows that only certain strategic human
resources
activities
may
foresee
innovative new products or processes in a
business. It was also found that the
knowledge management capabilities of a
corporation followed a similar pattern to
those of its strategic human resource
operations. We find that in general,
service remuneration, training methods,
and performance assessment are all
significant predictors of their respective
dependent variables.
Junali (2014), a research entitled
Innovation
by
the
organization
Satisfaction from the comparison of
service performance with customer
expectations has provided satisfaction
from the comparison of the product or
service performance received with the
customerʼs ideal product or service. The
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success of a post-sales organizationʼs
innovation is affected by the comparison
of service performance with customer
expectations, but the satisfaction of
comparing the performance of the product
or service received with the customerʼs
product or service is not affected.
Taleghani et al. (2017), a research study
on the impact of strategic Human
Resources
Management
tools
on
improving organizational performance
among Tehran University staff. The
statistical population of this research is
Tehran University staff. Using Cochranʼs
formula, 384 people were selected as
samples. The result of the analysis of
hypotheses shows that: Strategic HR
management tool has a positive and
significant effect on organizational
performance in Tehran University.
Ahmad Pour Dariyani (2016), a research
entitled Identifying the Success Factors of
Strategic Human Resource Management
in Small Businesses. The statistical
population of this research includes two
groups of owners and managers of small
and medium sized agricultural enterprises
in Zanjan province.
3.Research Methodology
A large number of businesses in India
participated in this poll. There are many
different types of businesses shown here,
such as those dealing with ready-made
clothing, food, pharmaceuticals, HVAC,
and more. Our main objective was to
cover a broad variety of sectors to provide
a balanced view of the economy. This
viewpoint is crucial in the context of
rising economies, where many industries
are experiencing rapid expansion. We had
productive conversations with our points
of contact at the chosen firms and
informed them on the nature of our

research. We submitted the translated
questionnaires to the approved contact
individuals in order to get the buying
managers' prior consent to take part in the
research.
Our
conceptions
are
interdependent in terms of their purposes
and results, thus we used the approach
advocated by Morgeson and Hofmann
(1999: 253) to operationalize them.
Morgeson and Hofmann (1999) suggest
that overall constructs indicate the
overarching organizational roles, tactics,
or processes that are incorporated in a
collection of talents at the individual level.
Our
questionnaire
also
measured
knowledge acquisition and knowledge
sharing as knowledge management ability,
as well as exploration and exploitation as
constructs
assessing
organizational
innovation; these are all examples of
strategic human resources strategies.
Five-point Likert-scale questions were
used throughout (1 stands for strongly
disagree and 5 stands for strongly agree).
To mitigate the effects of any technique
bias,
questions
assessing
distinct
constructs were randomly combined.
(Podsakoff et al., 2003).
3.1 Research Hypothesis
H1: The strategic human resources
practices (SHRPs) of organizations will
be positively associated with the
exploration and exploitation types of
innovations.
H2. The strategic human resources
practices (SHRPs) of organizations will
be positively associated with the
knowledge management capacity of
companies.
“

”

4.Data Analysis and Interpretation
Descriptive results are shown in Table 1.
As a whole, participants gave ratings
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between 3.09 (for remuneration) to 3.72
(for all other aspects of the study) (for
training). Both the strength and the
significance of correlations between
different concept measures varied. The
majority of the observed correlation
coefficients were just fair. Both the trend
and statistical weight of the association
patterns were consistent with what had
been seen before. Exploration and
exploitation were shown to have the
strongest association (r =.85**). There
was a weakest association found between
exploration and staff training. (r = .25*).
Table 1. Means, Standard Deviations
and Correlations among the Variables
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Note. Diagonal values represent the
Cronbach Alpha values. Note. N= 106
* p<.05, ** p<.01, *** p<.001
We checked our data for typical issues
with technique variance before testing our
hypotheses. We made an effort to gather
information from both respondents' own
experiences and information provided by
businesses, as proposed by Podsakoff and
colleagues (2003). To evaluate the
presence and explanatory structure of
constructs, we used the Harmon-OneFactor test (Podsakoff and Organ, 1986)
to all constructs in the research. Our
findings confirmed that items loaded
appropriately
on
the
intended
construction. Overall, results indicated
that a single component accounted for
24.12 percentage points of the total
variation in the data. Consequently, the
common method bias issue did not
significantly reduce the explanatory power
”
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of linkages across our constructs, despite
its existence. (Fornell & Larcker, 1981).
Measurement of the Model with
Exploratory Factor Analyses
In order to see the factorial structure of
our constructions, we used Principal
Components Factor Analysis with
Varimax rotation. Barlett's test of
sphericity (2=3750) was significant at p
.000, and the sample size (.88) met the
criteria for the study to proceed to
exploratory factor analysis. All measures
had communality values more than.50, as
shown by our results; this implies a good
match with other measures in the same
construct (Nunnally & Bernstein, 1994).
All of our measures loaded as expected in
their designated constructs, and the rotated
factors accounted for 81% of the total
variation in the data. It was also revealed
that all multi-item structures had
Cronbach's Alpha values greater than
0.70. (Nunnally and Bernstein, 1994).
Table 2 displays the results of our fit
indices.
“

”

Measurement of the Model with
Confirmatory Factor Analyses
We conducted an investigation using Mhighest-probability
Plus's
evaluation
technique as a corroboration factor. Key
HR practices were budgeted for, including
planning, staffing, execution evaluation,
compensation, and support; information
security, information sharing, and
information application; information
limitation of the board; and investigation
and abuse of power in the context of
organizational growth. The objects that
belonged to the different constructions
could only be stacked on the components
that had been eliminated a priori. We used
the SRMR (normalized root mean square

leftover worth) and RMSEA (root mean
square blunder of guess) measures to
assess the quality of the fit files, both of
which should be as small as possible. We
also used the Tucker-Lewis Index (TLI)
and the Comparative Fit Index (CPI)
measures, both of which should be as high
as possible. The 22/df examination mean,
which we also used, must be less than 2,
3, or 5 to pass. As our fit lists extended
beyond the eliminated features, we
proceeded with hypothesis testing of our
suggested model.
Table 2. Fit Indices of the Present
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Note. N= 109. RMSEA = Root Mean Square of Estimation. SRMR = Standardized
Root Mean Square Residual. CPI = Comparative Fit Index. TLI = Tucker Lewis
Index. AIC = Akaike’s Information Criterion. BIC = Bayesian Information Criterion. X2
significant at * p<.05, ** p<.01, *** p<.001.
Hypotheses Testing
We used several regression analyses to check
the validity of our assumptions. First, we
hypothesized that there would be a link
between HRM policies and the two forms of
innovation (exploration and exploitation) that
are often seen at the level of a company.
Only pay (=.10***, p.001) and education
(=.11**, p.005) were shown to be related to
the exploitation type of innovation at the
organizational level. Overall, the model's
explanatory power was 36% (R2). Only
compensation was shown to be statistically
significant in relation to exploration (=.49,
*** with p.000). The model has an overall
explanatory power of 23% (R2). So, it seems
that our first theory was somewhat correct.
Our second hypothesis postulated that firms'
ability to manage their knowledge would be
indicative of the extent to which they adopted
strategic human resource strategies. Both
performance evaluation and pay were shown
to be significantly associated to learning (
=.54***, p.000 and =.16**, p.005,
respectively). Roughly half (R2) of the
variation in information dissemination may
be attributed to the relationship between
performance evaluation and pay. Our
research showed that just three strategic
human resources strategies had substantial
influence
on knowledge application:
performance evaluation ( =.33***, p.000),
remuneration ( =.29***, p.000), and training
( = -.19**, p.05). We were able to account
for 39% (R2) of the variability in effective
knowledge use using our metrics. That is
why the second hypothesis we tested holds
water to a certain extent.

5.Discussion and Conclusions
Our overarching objective in this research
was to learn how strategic HR policies affect
both the exploratory and exploitative
innovation of organizations and their ability
to manage their knowledge. In order to
achieve our goals, we gathered information
from all of India's major economic sectors.
Our research showed a correlation between
certain strategic HR practices and an
organization's ability to innovate and
effectively manage its knowledge resources.
Organizational innovation was shown to be
significantly influenced by both pay and
education. Companies' ability to manage
their knowledge effectively was mostly
explained by how they evaluated and
rewarded employees' performance.
Our findings provided convincing evidence
of the independent influence of individual
strategic human resources strategies on the
innovative and knowledge-management
capabilities of their respective organizations.
Successful organizational innovations are
fueled by intangible resources and social
capital, as shown by O'Reilly and Tushman
(2008). The resource oriented perspective of
companies (Priem & Butler, 2001a; 2001b) is
consistent with this line of thought since it
recognizes the importance of intangible
assets as a source of competitive advantage.
Using this understanding as a foundation, we
demonstrated that pay and education are
critical factors in the adoption of new
practices inside an organization. In a similar
vein, we found that an organization's
performance assessment and remuneration
practices were indicators of its ability to
manage knowledge effectively. These results
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have important consequences, most notably
that information sharing and knowledge 3.
application are more important than
performance appraisals and employee
remuneration (Gold et al., 2001).. It is
important to mention the constraints we
experienced when conducting our research. 4.
The sample environment was the source of
our initial challenge. However, the study's
limitations and context depend on the breadth
of the businesses it drew its participants 5.
from. Considering the small number of
people we were able to help, this restriction
became even more severe. The second caveat
is related to the actual components of the
research itself. All three components of this
study's research approach relied on 6.
participants' perceptions and self-reflections.
It would be interesting to further explore the
similar study approach with innovation
outcomes. Despite these obstacles, we made 7.
an effort to develop a comprehensive model
of how strategic human resource practices,
organizational innovation, and the ability to
manage
information
affect
the
competitiveness of businesses. The findings
of this research should help the general 8.
public and further our knowledge about
businesses.
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