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Abstract:  

The purpose of this research is to determine the contribution of human resources 

management in the development of innovative capabilities in medium and large companies in the city 

of Ibagué, Colombia. The study is exploratory and uses a mixture of quantitative techniques for its 

development, being non-experimental. The study population is made up of 107 medium-sized 

companies and 23 large companies in the city of Ibagué. Since the population to be studied is finite 

and known, a stratified random probability sampling with finite population adjustment is carried out, 

since the possibility of selecting one or another element is equal. In addition, the aim is to ensure that 

all the units of analysis (medium and large companies) are duly represented. The results showed 

that businessmen understand the importance of human resources management and innovation for 

the organization; most managers recognize that, through human resources management, employees 

are capable of innovating in all areas in which they work. However, their development has been 

stagnated in some cases due to lack of management within the organization itself. 
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1.  Introduction  

 

 This research is based on the theoretical and practical impact that human talent 

management has on the generation and development of innovation capacity in large and 

medium-sized companies in the city of Ibagué, Colombia. Based on the above, the 

organizational vision that different businessmen (managers, administrators) have of human 



     

 

 

Studies in Business and Economics no. 19(3)/2024 

 

- 214 -    

  

talent management and business innovation processes is taken into account. 

At the same time, the research is justified at the organizational level, given the relevance 

that human management has in an organization, because it allows aligning collaborators 

with the own and achievable objectives of any company; likewise, it focuses on having a 

clear vision of the competencies that the company needs to achieve success in the 

market. 

 For the present research project, the analytical framework of human talent 

management and the generation of innovation processes in an organization is based on 

the theoretical contributions presented by Huselid (1995), who considers that human talent 

management has an important influence on innovation, which enables a better 

performance of the company represented in competitive advantages and strengthening of 

administrative processes, allowing it to face the barriers to generate and/or develop its 

innovation capacity. 

 

2. Literature review 

 

Human talent management 

 

Gómez (2009), refers to the fact that modern organizations that achieve success 

are authentic examples of the expansion of teamwork, training and creativity of their 

people. Therefore, successful companies in the world are those that have based their 

development strategy on their people, on the potential of their employees, and have 

stopped seeing them as mere resources or means used to achieve an objective and then 

discard it. Now, they have become strategic partners of the organization, and a human 

team that is sensitized, motivated, involved and committed to a mission and vision shared 

by all. 

According to Chiavenato (2014), human talent management is defined as the set 

of activities related to the labor organization in its interaction with people, through different 

activities such as: selection, hiring, performance evaluation and training. According to 

Jaramillo (2005), human talent management "is the set of processes necessary to manage 

people within the company, starting with recruitment, selection, training, rewards, 

performance evaluation, among others, that lead to obtaining value" (p.10). 

Consequently, knowledge is the main motivator for the workforce. At the same 

time, organizations stopped seeing the employee as an object and turned him or her into 

the end itself. This means that the employee is an important asset within the organization, 

and as this or these people increase their capabilities and satisfy their needs, they are 

motivated and rewarded, leading to organizational success. Due to the importance that 

human talent has gained in the achievement of organizational performance, the 

professional and personal growth of employees must be guaranteed, as well as their 

permanence in the company.  

In summary, organizations must create and support the human resources 

department to achieve the correct management of human talent, since this is one of the 

fundamental bases to achieve good business performance. Following the previous 

guideline, both internal and external factors must be taken into account when carrying out 
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a strategic management within the organization; these factors must be addressed correctly 

in order to significantly motivate the employee, leading him to enhance their skills, so that 

they in turn contribute innovative ideas to the organization in order to increase their 

productivity in the development of their work. 

Today, organizations are facing significant challenges with human talent, as 

expectations have changed over time. Therefore, investing in people development has 

become an important source of competitive advantage. Likewise, as Maslow (1943) put it 

in his theory of the hierarchy of needs, all human beings respond to stimuli that satisfy 

each level of the pyramid; the first four levels can be grouped as "primordial needs"; the 

top level is called "self-actualization", growth motivation or the need to be. Therefore, the 

difference is that the primordial needs can be satisfied but the need to be is a continuous 

driving force. This means that the strategic management of human talent should focus on 

meeting the primary needs of its workers, so that they can develop the need to be (Elizalde 

et al., 2006). 

By tradition, human management has been relegated to fulfill the function of 

personnel administration, and therefore its practices have been focused on the traditional 

functional aspects of selecting, recruiting, training, compensating, evaluating and 

dismissing (Boon et al., 2019). However, the review of specialized literature and the results 

of multiple empirical research show a different role of human management, much more 

focused on strategic aspects, including innovation, improving organizational performance, 

solving critical business problems and the evolution of business productivity. Thus, human 

management, despite being linked to personnel administration practices, has been 

undergoing strong modifications and changes, framed in the implementation of policies 

and practices of people management that stimulate their training, aiming at the 

development of the human capital that integrates the organization (Calderón et al., 2010). 

In addition, human management has been transcending to more comprehensive 

practices within the company, such as: teamwork, participation, motivation, management 

training (Chams and García-Blandón, 2019), influencing the construction of competitive 

advantages through the development of competencies that end up being decisive for the 

company. Every day people are a benefit for the organization, and that is why investment 

in selection, training, compensation and evaluation processes has grown substantially in 

recent years (Garg et al., 2022). In this sense, human management must be oriented and 

empowering for individual and collective development, in such a way as to boost the 

capabilities and competencies of people, since this is a crucial factor for business 

competitiveness (Becerra and Álvarez, 2011). 

Thus, Chatterjee et al. (2021), point out that companies are making considerable 

investments in hiring highly qualified and motivated personnel, with the intention of having 

competitive and productive organizations. It is thus recognized that it is profitable for 

companies to invest in training and education of employees (Mejía-Giraldo et al., 2013). 

It is considered then, that current human management practices have improved 

significantly and are more efficient, and that the vision of the collaborator has changed; this 

transformation implied going from considering the employee as a mere tool to recognizing 

him/her as a valuable resource to be appreciated and cultivated. However, when talking 

about innovation, no significant progress is found in organizations and in adapting to the 
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rapidly changing environment in the midst of increasing and more aggressive competition 

(Ospina, 2010). 

According to Azizi et al. (2021), for small and medium-sized companies, human 

management practices do not present strategic vision; these are operational. If small 

companies have not thought about their strategic platform, much less will they take into 

account that the strategic management of human resources must be aligned with the 

organizational strategy (Calderón et al., 2004). Therefore, small companies lack a 

specialized area of human resources management and are more interested in financial, 

productive and commercial issues (Calderón et al., 2006). Consequently, human resources 

is the area that is least present in the organizational structures of these types of entities 

(Fitriasari, 2020). Despite the fact that many managers of small and medium-sized 

companies claim that their employees are fundamental for success, no investment is made 

in their development (Azeem et al., 2021). 

From the above, it can be inferred that there is little or no commitment or 

knowledge on the part of small and medium-sized companies about the importance of 

human talent management or the purpose of finding the right person to carry out this work. 

In the same way that these types of companies lack a solid organizational structure, they 

neglect the formulation of strategies to increase personnel productivity, resulting in a 

stagnant and unproductive process for the organization. 

 

Human management as a factor in generating innovation 

 

Some authors emphasize that human resource management has an important 

influence on innovation, leading to better company performance (Yuan Li et al., 2006). 

According to Haseeb et al. (2019), in the long run, efficient human resource management 

can advance firm innovation, enhance competitive advantage, and increase company 

performance. 

Although, there are many factors that influence the generation of innovation in 

firms, it is acquired knowledge (knowledge that lies with people) that contributes to the 

attainment and use of new and existing skills, the development of new products and 

processes, and in the introduction of new organizational forms in firms (Camelo et al., 

2000). According to Pavitt (1990), internal innovation comes mainly from the skilled 

employee. 

Based on the above, where the person is the source of innovation in the company, 

some aspects of human management that are determinant for the generation of innovation 

stand out: on the one hand, the need for a well-defined organizational structure for the 

administration of human resources, in order to improve innovative performance (Parise, 

2007). On the other hand, the importance of employee training, since it has direct and 

positive effects on innovation in companies. This is supported by Custódio et al. (2019), 

who state that the level of employee training within companies drives the use of new skills 

for innovation.  

In essence, training increases the level of specialization in employees' knowledge; 

such knowledge acquired inside and outside the company promotes business innovation 

(Cho et al. 2023). Hence, employees with greater knowledge for innovation are considered 
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as an important resource for the organization and, therefore, must constantly obtain new 

knowledge and skills to keep up with the advancement of technologies (Sousa and Rocha, 

2019). 

Likewise, employees with a solid educational background are the main drivers of 

know-how, thanks to the levels of knowledge they have acquired. This implies that they will 

be in a favorable position to recognize and appreciate external knowledge (Vinding, 2006). 

Thus, those companies that wish to develop and/or increase their innovation processes, 

should be more willing to invest in the development of employees' skills and the required 

knowledge, through training programs that are aligned with their strategic objectives. 

In other words, the participation of the human resources function at the strategic 

level (defining areas and providing the appropriate infrastructure) and at the operational 

level (preparing people and providing them with the required skills through training), can 

guarantee a specific configuration of the degree of innovation in companies (Campos et 

al., 2003). 

According to AlHamad et al. (2022), within human resources management it is 

especially important for companies to have specialized areas as well as plans that guide 

the performance and effectiveness of employees. Reviewing the systemic character of this 

aspect, this improves the way in which the company develops knowledge, skills and 

capabilities of human resources; therefore, the pillar to carry out innovation processes. In 

this sense, human resource management proves once again to have a positive 

relationship with the innovative performance of companies (Foss and Laursen, 2003). 

Similarly, one of the challenges faced by human resource management 

professionals is the transfer of explicit and tacit knowledge between employees, teams, 

departments and divisions (Aboramadan et al., 2020). By implementing a specialized area 

and a strategic human resources plan, this knowledge transfer can be more effectively 

directed to the benefit of the company's interests. In this regard, within human resources 

management, specialized areas and human resources plans should take into account the 

forms of knowledge that derive from collaborations with other companies, suppliers, 

customers and research laboratories. This shared knowledge allows companies to 

strengthen and expand their resources and capabilities (Hewitt, 2006). 

It is important to highlight what was raised by Macke and Genari (2019), who 

consider the hypothesis that an appropriate management of the innovation process needs 

other management systems, especially those that contribute to the efficient use of 

knowledge (improving human management), to the continuous improvement of business 

processes and, above all, to a permanent link with the environment. Therefore, innovation 

management requires the use of instruments that make it possible to manage the project 

portfolio, and for its execution it is essential to have organized or established areas or 

departments that support innovation processes (Calderon, 2003). 

Ultimately, Nicholson et al. (1990) argue that human management must play a 

crucial role as a facilitator of innovation. This can be achieved by decentralizing 

management, allowing employees to discover and use knowledge, fostering teamwork to 

increase learning from multidisciplinary perspectives and ensuring proper utilization of that 

knowledge. This is based on Cherif (2020), who states that the organizational 

transformation processes developed by companies are a fundamental part of human 
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resources practices, and even more, when these processes are considered an innovative 

practice of human management. 

 

3. Methodology 

 

The research design is non-experimental, since the variables are not deliberately 

manipulated; cross-sectional, since the data collection with each of the units of analysis 

was carried out at a single moment during the research process, describing the variables 

treated and the possible interrelation and/or incidence. 

The target population of this research is made up of 107 medium-sized companies 

and 23 large companies in the city of Ibagué, Colombia, reported by the Chamber of 

Commerce of this city. The sample of this population was selected by stratified random 

probability sampling with finite population adjustment, ensuring that the probability of 

choosing any element is the same. Likewise, it was sought that all the units of analysis 

(medium and large companies) were adequately represented, with the objective of 

obtaining guaranteed, coherent and reliable results in the research study. The sample size 

was calculated at 130 companies, assuming a margin of error of 5% and a confidence 

level of 95%. 

To determine the techniques to be used in the data collection, a literature review 

was carried out, inquiring about the instruments used in previous studies related to the 

research. Based on this review, the survey was chosen. These surveys were structured 

and administered in medium and large companies in a personal manner; that is, there was 

a person in charge of carrying out the survey, without this implying intermediation or bias in 

the process of collecting information in the units analyzed. 

The data collection instrument applied to officials of medium and large companies 

was composed of two sections; a first section, where general information was collected 

about the companies, the name of the respondent and the position of the respondent; and 

a second section, where the questions were used to collect information on the two 

variables studied (human management and innovation). This second part was composed 

of 30 items; 28 of them with Likert-type scaling of frequency and valuation and the 

remaining items as dichotomous questions. 

In order to collect data through the two instruments designed, tests had to be 

carried out beforehand to determine the requirements of validity, reliability and objectivity 

of the instrument. 

Regarding the validity of the instrument, this was done by reviewing similar studies 

to determine the sub-variables that would define the main variables. Likewise, the 

validation was based on previous research carried out in similar companies, where the 

methodology and instruments used were examined, allowing to observe the phenomena 

studied and their similarity with the present study. 

In relation to the validation of the construct, it was established that the instrument 

adequately reflects the theoretical concept. This is because there is a theoretical 

framework that supports the design of each item, so that each question of the 

questionnaire contributes to theoretically address the defined components. 
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With respect to the reliability of the instrument, once it had been pre-designed and 

subjected to the above criteria, a pilot test was carried out to determine its reliability. The 

pilot test was carried out by applying the questionnaire to a small random sample of the 

target population in order to identify and solve possible problems with the data collection 

instrument. This was done taking into account the diversity of the population and its 

heterogeneity. 

In order to collect data, the first approach was made to the organizations to 

schedule an appointment with the manager or the persons responsible for the human 

resources and innovation departments; the questionnaire was applied to 130 

organizations, of which 107 were medium-sized companies and 23 were large companies. 

This task was carried out by a competent professional, with the objective of guaranteeing 

an adequate development of the questionnaire and thus obtaining the required information. 

Likewise, using the Excel program, the conventions for the respective explanatory 

variables to be worked on were defined, discarding questions one and two because they 

were dichotomous variables. Following this, we proceeded to generate dynamic graphs to 

perform the descriptive analysis through which the behavior and characteristics of each of 

the responses to each item are detailed. 

Finally, with the purpose of establishing the influence that some variables of the 

construct "human management" have on the innovation and development processes in 

medium and large companies in the city of Ibagué, the partial least squares (PLS) 

technique (Esposito et al., 2010) was used as a modeling tool for this behavior. PLS 

combines aspects of Principal Component Analysis and Multiple Linear Regression 

Analysis and allows exploring the relationships between several response variables 

simultaneously; in addition, it makes it possible to obtain models with a large number of 

explanatory variables starting, however, from a small number of experimental data 

(Madrigal et al., 2012). 

 

4. Results and discussions 

 

As mentioned above, the partial least squares (PLS) technique was used as a 

modeling tool to achieve the research objective. In this sense, the following variable was 

selected as the dependent attribute: "within the company's strategic direction, policies, 

plans and programs have been designed to promote the need to carry out innovation and 

development processes" (DE). This variable is selected because it is fundamental for the 

practical implications of any organization in terms of strategic direction, since the human 

talent strategy cannot continue to be limited to a simple hiring process, where people are 

dedicated to comply with orders, adjusting to policies, rules and processes. In addition, this 

variable is considered within the findings of this research as a barrier faced by companies 

to generate and/or develop their innovation capacity. And as explanatory variables, the 

other 27 items related to innovation activities and human talent management that were part 

of the different dimensions of the questionnaire are presented. 

Next, the outputs corresponding to the modeling of the variables under study with 

the PLS procedure are shown, with the purpose of fulfilling the objective related to 
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determining the contribution of personnel management in the generation of innovation 

capabilities in medium and large companies in the city of Ibagué, Colombia.  

He first result presented in Table 1 for the dependent variable (DE) shows the 

optimal model with two components and a coefficient of determination (R2) of prediction of 

0.3429, which is considered acceptable considering only two categories of 27 attributes 

considered in the research. 

 
Table 1. Model selection and validation for DE 

Componentes 
Varianza 

Error R-cuad. PRESS 
R-cuad. 

de X (pred.) 

1 0,250341 48,7937 0,365428 54,3712 0,292892 

2 0,435572 40,8572 0,468644 50,524 0,342925 

3 
 

34,3492 0,553282 51,2383 0,333636 

4 
 

31,8947 0,585203 52,9043 0,311969 

5 
 

31,4197 0,591381 53,7353 0,301161 

6 
 

31,1822 0,594469 55,3211 0,280538 

7 
 

31,0504 0,596183 56,9082 0,259898 

8 
 

31,0231 0,596539 57,5161 0,251992 

9 
 

31,0186 0,596597 57,4138 0,253322 

10 
 

31,0176 0,59661 57,3182 0,254565 

11 
 

31,0174 0,596613 57,3282 0,254435 

12 
 

31,0173 0,596614 57,3157 0,254598 

13 
 

31,0173 0,596614 57,317 0,25458 

14 
 

31,0173 0,596614 57,3197 0,254545 

15 
 

31,0173 0,596614 57,3215 0,254523 

16 
 

31,0173 0,596614 57,3215 0,254522 

17 
 

31,0173 0,596614 57,3215 0,254522 

18 
 

31,0173 0,596614 57,3214 0,254524 

19 
 

31,0173 0,596614 57,3214 0,254524 

20 
 

31,0173 0,596614 57,3214 0,254524 

 

Table 2 also shows that this model is significant at an alpha of 0.05, since its 

significance level (p) is equal to 0.000. 

 

Table 2. Analysis of variance of DE  

Source GL SC MC F P 

Regression 2 36,0351 18,0176 56,01 0,000 

Residual error 127 40,8572 0,3217     

Total 129 76,8923       

 

In graph 1, the vertical line shows that the optimal model has two components, 

which coincides with the findings in table 1. Likewise, it can be observed that the predictive 

capacity of this model decreases rapidly with more than two factors. On the other hand, 
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this graph also shows that the R2 for two components is 46.86% and a predictive R2 of 

34.29%. A twenty-component model has an R2 of 59.66%, but a prediction R2 of only 

25.45%. In this same perspective, it is evident that the variance explained is 43.55%, 

considered adequate for the number of factors extracted (Table 1); and indicates the 

amount of variability of the predictors that is explained by the model.  

 

Graph 1. Selection of PLS models for DE 

 
 

Graph 2 shows that the observations are in a linear pattern, indicating that the 

model fits the data relatively well; that is, no significant differences are observed between 

the response and cross-validation points. This, is corroborated by the ANOVA analysis 

recorded in Table 2. 

 
Graph 2. PLS response to DE  
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Graph 3 of standard coefficients for the predictors is used to determine the impact 

that the independent items have on the dependent variable(s). In this case, it is evident 

that the attributes: innovation and development processes are affected by the absence of 

public and/or private financing (AF); the company has a shortage or lack of personnel with 

the required qualifications to undertake innovative processes (CP); training, development 

and employee welfare programs include incentives for the employee to develop and 

propose innovative processes to the company (PI); and the company offers career plans, 

promotions and professional development for employees (PC), have the most significant 

standardized coefficients and therefore the greatest influence on the item (DE). From this 

finding, it is inferred that the variables: (PI), (AF); "in the organization the percentage of 

personnel employed with fixed-term contracts has been higher than the percentage of 

personnel with temporary contracts" (PP) and (PC), have an important impact on the 

behavior of the dependent variable: "within the strategic direction of the company, policies, 

plans and programs have been designed to promote the need to carry out innovation and 

development processes" (DE).  

As can be seen in this result, aspects related to the management of human talent 

are fundamental in the development of the innovation capacity of medium and large 

companies. This is consistent with Chatterjee (2016), who states that human and 

organizational resources can help companies achieve high levels of competitiveness and 

generate well-developed innovation processes. Consequently, human resource 

management will fundamentally boost the organization's competitive position through the 

formation of skills, experience and knowledge that can contribute to the organization's 

economic performance (Del Río-Cortina et al., 2022). 

It is also important to mention that, when markets are highly dynamic, 

organizational capabilities necessarily rely little on existing knowledge and emphasize the 

creation of new knowledge to generate new innovation processes that lead the company to 

obtain a sustainable competitive advantage. Within these capabilities are contemplated the 

attitudes of human resources towards entrepreneurship, risk taking, decision making, 

experience, level of education and in general the processes of learning and transformation 

of tacit and explicit knowledge, which together with the understanding of the environment 

manage to transform knowledge into innovation processes (Avila et al., 2022). 

Definitely, all the characteristics previously exposed contribute to the organizations 

to maintain a clear vision at the moment of generating innovation for the development of 

new processes, products, services and significant improvements. However, it is necessary 

to highlight the importance of managing a human resource committed to delivering new 

ideas that represent significant benefits for the organization (Da Silva et al., 2019). 

Ultimately, human resource management is presented as a system that globally enhances 

the skills and motivation of the work team (Boon et al., 2018; Boon et al., 2019; Tambe et 

al., 2019), emerging as the primary advantage when seeking to foster innovation. 

On the other hand, it is highlighted that the variable "human management is the 

bridge between employees and management; that is, it is the conciliatory sector of an 

organization (GC), has the greatest negative impact on (DE), which indicates that the 

attribute (GC) has a negative influence on the item "within the strategic direction of the 

company, policies, plans and programs have been designed to promote the need to carry 
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out innovation and development processes" (DE). The above contrasts with Al Hammadi 

and Hussain (2019), who consider that the correct application of good practices in human 

talent management has a significant impact on the performance, viability and sustainability 

of organizations. 

From the above, it follows that human and organizational capital, compared to 

other resources of a physical, financial or technical nature, possesses the ability to provide 

organizations with a sustainable competitive advantage, as they are particularly difficult to 

replicate (Rubio et al., 2015). Considering the above, human capital management is 

positioned as one of the most precious assets of organizations (Tafti et al., 2017), since 

this group of individuals develops and implements the strategies, processes, products and 

services of the organization, significantly influencing its performance level. 

Taking into account the above, studies such as those of Zaid et al. (2018), state 

that organizations should consider the compendium of activities and decisions that directly 

influence the collaborator and with this perform an analysis of the behavior of the same, 

thus identifying which decisions have influenced positively to encourage their productivity 

and which have influenced negatively. Meanwhile, the study by Crocker and Eckardt 

(2014) emphasizes how companies use their human capital to impact the production of 

performance-oriented products and results. 

 

Graph 3. Standard PLS coefficients for DE 

 
 

5. Conclusions  

 

It is important to highlight that the current strategies, processes and/or practices of 

human management in terms of innovation carried out by businessmen in the city of 

Ibagué, Colombia, are oriented to the professional promotion of employees; the training 

and qualification of personnel according to the needs of the position; the implementation of 

codes of conduct for employees; the establishment of career plans, promotions and 

professional development for employees; investments in training, development and welfare 

of human talent; and the provision of spaces for university education of employees. 
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The aspects related to human talent management, such as (AF), (CP), (PI) and 

(PC) have the most significant standardized coefficients and therefore the greatest 

influence on the dependent variable (DE), being fundamental in the development of 

innovation capacity in medium and large companies in the city of Ibagué. Given this, it is 

considered that innovation should not only obey some established parameters to be 

considered as such, but should be accompanied by the capacity of people for its 

introduction in the market. 

It is evident that human talent management does not act as a communication node 

between the organization and the people, since it does not allow the integration of all 

administrative actions with the organizational strategy; on the contrary, a negative 

relationship is created between the attribute: "human management is the bridge between 

employees and management; that is, it is the conciliatory sector of an organization" (GC), 

and the item: "within the strategic direction of the company, policies, plans and programs 

have been designed to promote the need to carry out innovation and development 

processes" (DE). 
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