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Abstract

To present a comprehensive literature review of the relationship between human resources strategies
towards employee innovation. For this research the main objective is to identify which factor of
human resource strategies effect the employee innovation and also evaluate the employee performance
towards employee innovation, A structure study has been made to understand the situation . Through
the investigation been made in the organization the researcher will determine the main factor of
strategies in the human resource towards employee innovation, Most of the feedback perceived that
the employee innovation is important in the organization. By having the innovate employee the
organization can be more effective and efficient in carrying their vision and mission. Also the
innovation is new ways of achieving the successful of the organization. Thus, this study is to
investigate and help organization to face the challence in the borderless and competitive environment.
Key words: Job

1. Introduction

In today’s complex and competitive job market, there are many factors that contribute to the
employee’s decision to remain with their current organization occupation. The economic climate, job
satisfaction, managers, organization culture, and occupational commitment are the most famous factor
that may impact employee’s decision to stay or to leave (Griffeth, Hom & Gaertner, 2000; Maertz &
Campion, 1998). But somehow, this study is more focus towards the human resource strategic towards
employee’s innovation. In modern day of human resource management practices, there is a need to
align organizational goals with that of the human resource strategy to ensure that there is alignment of
the people policies with that of the management objectives. This means that the HR department can no
longer be viewed as an appendage of the firm but instead is a vital organ in ensuring organizational
success. The aims of strategic management are to provide the organization with a sense of direction
and a feeling of purpose. The day when the human resource manager was concerned with
administrative duties is over and the current human resource management practices in many industries
are taken as seriously as say, the marketing and production functions. The practice of human resource
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management must be viewed through the prism of overall strategic goals for the organization instead
of a standalone tint that takes a unit based or a micro approach. The idea here is to adopt a holistic
perspective towards human resource management that ensures that there are no piecemeal strategies
and the human resource management policy enmeshes itself fully with those of the organizational
goals. For instance, if the training needs of the employees are simply met with perfunctory trainings on
omnibus topics, the firm stands to lose not only from the time that the employees spend in training but
also a loss of direction. Hence, the organization that takes its human resource management policies
seriously will ensure that training is based on focused and topical methods.

In conclusion, the practice of human resource management needs to be integrated with the
overall strategy to ensure effective use of people and provide better returns to the organizations in
terms of ROI (Return on Investment) for every rupee or dollar spent on them. Unless the human
resource management practice is designed in this way, the firms stand to lose from not utilizing people
fully. And this does not bode well for the success of the organization

2. Literature Review

This study is to determine the relationship between human resources strategic towards
employee’s innovation. For this research, a review about the variables that including four types of
human resource strategic which is recruiting, performance, training and together with benefits and
compensation.

2.1. Recruitment

Recruitment refers to the process of attracting, screening and selecting qualified people for a
position within an organization. Recruitment is an important management activity in securing an
effective workforce. Good recruitment is about finding the right person for the job and has
implications for business performance, image with customers and industry, staffing levels and
profitability. Employee recruitment and employee innovation has emerged as one of the primary
challenges facing employers today.

The goal of innovation is positive change, to make someone or something better. Innovation
leading to increased productivity is the fundamental source of increasing wealth in an economy. It is
very clear by now that sustained economic stability is extremely difficult to achieve. More so than
ever before, employers need to develop and implement effective human resource strategies to find and
keep the employees they need to compete in the global marketplace. Based on various theoretical and
practical perspectives, it would be unrealistic to expect particular recruitment strategies to be superior
to all others, regardless of contextual influences.

2.2. Training

According to Elippo, training is the act of increasing the knowledge and skill of an employer for
doing a particular job. On the other hand, according to Dale Yoder, training is the process by which
man power is filled for the particular jobs it is to perform. And, Beach had stated that training is the
organized procedure by which people learn knowledge and skills for definite purpose.

Training is a learning process that involves the acquisition of knowledge, sharpening of skills,
concepts, rules, or changing of attitudes and behaviors to enhance the performance of employees.
Training is activity leading to skilled behavior. It’s not what you want in life, but it is about to know
how to reach it. It’s not where you want to go, but it is how to get there and It is not how high you
want to rise, but it is how to take off. Actually, training is about knowing where you stand, no matter
how good or bad the current situation looks at that particular time and where you will be after the
same point of time. Furthermore, training is about the acquisition of knowledge, skills, and abilities
through professional development (Katerina K. Sarri, loannis L. Bakouros, Eugenia Petridou, 2010).

2.3.  Benefits and Compensations

Compensation is the employer's feedback for an employee's work. It simply is the monetary
value you would give to your four employees in return of their services. Employee benefits as a whole
have no direct affect on employee performance, however, inadequate benefits do contribute to low
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satisfaction level and increase absenteeism and turnover in employees (DeCenzo and Robbins; 2007).
In order to give benefits for the employees, The University has implemented a new pay and grading
structure that applies to all staff based on the application of Institution wide job evaluation in support
of equal pay for work of equal value. This provides a solid foundation for the development of new
reward, recognition and progression policies. The development of these structures was in support of
the implementation of the national Framework Agreement. National grading structures no longer exist,
with individual institutions having developed their own grading structures in support of their strategic
objectives. This is for ensuring pay competitiveness within a limited pay budget, is likely to be
increasingly challenging over the period of this strategy. By ensuring transparency, fairness and
equality of opportunity across the Institution in the application of reward and recognition policies
requires the development of our leadership and management capability, mainstreaming our Equality
and Diversity Strategy within reward and progression policies and regular audit through equal pay
reviews.

3. Methodology

The purpose of this chapter is to give detailed descriptions of the steps that were taken to
perform the research project. This includes the research design, sampling frame, population, sampling
technique, sample size, unit of analysis, data collection procedure, instrument, validity of instrument,
and plan for data analysis.

3.1. Research Design

This research will investigate the relationship between human resource strategic and employee’s
innovation. Research design is a plan aimed to guide the researcher in the choice of methods and
procedures for gathering analyzing and interpreting data. Research design is a methods and structures
of an investigation chosen by the researchers to conduct data collection and analysis (Salkind, 2009).
The research design for this study is non-experimental research, which is the descriptive research
design. According to Salkind (2009), Descriptive research, also known as statistical research,
describes data and characteristics about the population or phenomenon being studied. In this study, the
researchers will depict and describe in concise the leadership style that influence employees’ job
satisfaction.

3.2.  Population

According to Salkind (2009), a population is a group of individuals that comprise the same
characteristics a group of potential participants to whom the researcher wants to generalize the result
of the study to the entire group of people, events or things of interest that the researcher wishes to
investigate. The population of this research is the staff from several organizations which are from the
government and also private sector. The total number of these populations is 100 respondents. Since
the number of population is unknown, probability sampling method is considered for this research.

3.3.  Sampling Technique

The targeted population for this study is staff in several organizations located in Hulu Selangor.
Therefore, the nature of our sampling is probability sampling. Probability sampling is the type of
sampling used when the likelihood of selecting any one member of the population is known. Hence,
this research is focuses on stratified random sampling technique in order to complete the data
collection. The reason of using this stratified random technique is simply because the population is
heterogeneous and contains several different groups, and some of them are related to this topic of
study.

3.4. Sample Size

A study of a sample rather than the entire population was sometimes likely to produces more
reliable result (Sekaran, 2007). The factors affecting decisions on sample size are the extent of
precision desired the acceptable risk in predicting that level of precision, the amount of variability in
the population itself, the cost and times constraints, and size of the population itself. In descriptive
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studies, it is sufficient to obtain 10% of the population or a minimum of 30 participants (Salkind,
2003). According to Sekaran (2007), the minimum number of sample size is 30 and less than 500 was
appropriate for most research. Therefore, the sample size for this study is 100 respondents and they are
automatically selected for data collection. Instrument used in this research is questionnaires. The
questionnaires will be given to 100 staff of those organizations.

4. Findings & Conclusion

This study developed by two research objectives and two research questions. First objective is to
identify which part of Human Resource strategy does effect the employee innovation. Second
objective is to evaluate the employee performance towards employee innovation. As for the research
questions that had formulated in the style to facilitate the answering of the objective that related to the
Human Resource strategies towards employee’s innovation are first, what kind of Human Resource
strategy that had been implemented to enhance the employee innovation and second, how to evaluate
the employee performance towards employee innovation.

As for the correlation between innovation and recruiting, training and innovation and also
together with the benefits and compensation and innovation, we found out that there must be a positive
relationship would exist between two variables. Besides that, for the Independent Sample Test, there is
no significant in recruiting, training and benefits and compensation between government and private
sector because the P value is more than .05. By looking at the scatterdot, we had discovered that the
relationship between recruiting and innovation are the most linear relationship among the other human
resource strategy. Here, we can conclude that recruiting is the most important tools to encouraged and
enhanced innovation in employee’s innovation. So, we would like to suggest that each organization
either government or private company should really understand what is innovation and they should
have an alternatives way on how to make their organization become more innovative by having the
recruiting human resource strategy.
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