{ ks ;,r*r Arab Journal of Administration, Vol. 41, No. 4, December 2021
)

Revealing the Power of Impact between
Recruitment, Selection and Career Planning and

Achieve Innovation then Entrepreneurship: A Study in U.A.E.

Dr. Mohamed Naser

Department of Management
Faculty of Business Administration
University of Sharjah

United Arab Emirates

Abstract

This article investigates the power of impact between some human resource management (HRM) func-
tions (or policies) and achieve innovation then entrepreneurship. It provides pragmatic evidence of the above-
mentioned relationships through means of descriptive statistics and subsequently. It clarifies the effects over a
regression analysis in the united arab emirates (UAE). The examination is made with statistical data collected
from population of (10) pharmaceutical organizations which producing (manufacturing) drugs and medica-
tions out of (16) organizations were registered and licensed in this industry. Reference and data were used,
carried out, and gathered berween 2016 and 2019 respectively.

Keywords: Innovation, Entrepreneurship, Human Resource Management (HRM), United Arab Emirates
(UAE).

Introduction

Human Resource progress was and still a priority for all those organizations which aspire to support eco-
nomic development. By the increase in competition, organizations are forced to accelerate their rhythm of
innovation and entrepreneurship. This can be made through different mechanisms: either by internal efforts in
(HRM), research and development (R&D) .... or through collaborative agreements which have become a strate-
gy of knowledge sharing and transfer across organizations to access such external knowledge (Schilling, 2008).

The affiliation between (HRM) functions, innovation, and entrepreneurship was started from decades.
As a whole, there is a preliminary linkage but historically (especially in the middle east) the literature didn't
assess clearly the basic relationships yet (Wang & Zang, 2005). Therefore, these exchangeable connections
are still under progress in terms of impact and how each function will affect for potential of growth. So, large
strands of economic literature (Wang, 2003); (Shrivastave & Shaw, 2004) supported the positive role of (HRM)
in fostering innovation. However, early innovation surveys starting with the annual innovation su rvey (Boston
Consulting Group, 2006) suggested that although the importance of (HRM) is fully realized by most organiza-
tions and they continue to spend more and more on innovation and entrepreneurship activities. But many of
these initiatives did not generate high profits or competitive advantages. Thereafter, recent articles indicated
that, (HRM) might be a strong mediator for improving innovation and entrepreneurship (Moavenzadeh & Grif-
fiths, 2015). As a consequence, many regional and national governments, as well as international organiza-
tions, have sharply increased their investments in innovation-based policies (for example: Mikel Navarro et
al., 2009). However, less have been investigated on the power of relationship between (HRM) functions and
achieve innovation then entrepreneurship. Actually, explaining the role of some functions on organizations in-
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novation were underexposed (Kemp et al., 2003; Loof & Heshmati, 2002; Van der Panne et al., 2003; Du Preez
& Louw, 2008; Daniel & Sanz-Valle, 2005).

Therefore, the outline of article is as follow. After this introduction and background, in second part author
reviews the literature on roles and functions of (HRM) from innovational and entrepreneurial perspective,
dimensions of innovation and entrepreneurship and its contribution in the economic growth of (UAE). Part 3
presents research problem and restrictions. In part 4, it clarifies the main problem and sub questions, restric-
tions, research model, hypotheses, and methodology. Whereas part 5, provides the verification of relationship
between some (HRM) functions and achieve innovation then entrepreneurship based on results of statistics
analysis and hypotheses testing. Last part, presents the concluding remarks and managerial implications.

HRM Roles and Functions in 21 Century

(HRM) is the segment of a business that recruits, trains, and develops an organization's employees. It
is the department of any organization which responsible for: staffing, training, compensation and benefits,
career management, and performance appraisal. Human resource referred to as: (HR), human capital, casting
(Disney term), or personnel (Mariotti & Glackin, 2012). So, organizations cannot run without valuable sources
called personnel. A pillar on which an organization stands is human resource management (Khanna, 2014).

To understand the modern roles and functions of (HRM), it is required first to start from innovational
and entrepreneurial perspective. When organizations develop innovative outputs: introduce new products,
improved processes, modern administrative practices; it need to recruit unique employees who are: flexible,
risk takers, and accepting uncertainty and ambiguity (Chen & Huang, 2007). So far, the resource that could
design and sustain the template of innovation then entrepreneurship in organizations are (HRM).

The second role is to illuminate (HRM) participations in innovation and entrepreneurship by: encour-
aging of shaping the new culture, motivating the emergence of required leadership traits, and providing
some tools to help overcome that fears (Bhatia, 2012).

On the other hand, the interventions argued by some economists (by asking experts and managers how
they experienced successful improvement of innovativeness in their business life...etc.) aimed to discover or-
ganization’s innovation capabilities, which helped to introduce new products, disseminate them successfully
in different markets, through reactivate the (HRM) functions. However, outcome of previous interventions
which oriented by achieving innovation and entrepreneurship depended on organization’s strategies and
resources. The arguments revealed that sustainable innovation requires a combination for long term be-
tween efforts and abilities (Kobe & Goller, 2014). Within a sophisticated environment and more realization
of challenges, (HRM) is supposed to play a new dominant role in promising organizations. So, (HRM) have
to understand the organization’s big picture and be always a customer driven. In order to achieve strategic
objectives, (HRM) is not only be able to influence on performance, but also being a real strategic partner and
change mentor toward implementing innovation and entrepreneurship (Rayen & Jaya Ani, 2014).

As a result, (HRM) shouldn't just built a rigorous and standardized procedures, but it necessitates to
generate and measure innovations in terms of (HRM) functions and then other departments functions. In or-
der to be effective, there are no fixed functions for (HRM); functions must be consistent with the other parts
inside and outside of any up to date organization. Depending on (Rayen & Jaya Ani, Op Cite.; Akili, 2005) au-
thor suggests and adopts the most acknowledged and wide-ranging functions or polices of (HRM) as follow:

1-  Recruitment and Selection....................... Current article
2-  Research, Training, and Development..........

3- Rewards, Benefits, and Recognition............

4-  CareerPlanning..........oooonivinnrrn. Current article
5- Employees Engagement..........cccoooouueeee.

6- Performance Management ........................
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As stated earlier, the literature has few of articles that measured impacts (Naser, 2017) In this article,
author embarks to nominate some functions as variables to measure (not just to confirm the relationship)
exactly how it effects on perceived innovations (incremental and radical) and then entrepreneurship to plan
for strategic objectives of organization. By looking back, the same mentioned functions were tested (by using
diverse approaches) to develop performance (Khanna, Op Cite; Hameed & Waheed, 2011; Adekola, 2011).

Many articles have shown that recruitment and selection together are not only the backbone of (HRM)
as a management, but also for the entire organization. Therefore, the quality of human resource in any orga-
nization has heavily depends on the effectiveness of this function (Kepha, Mukulu, and Waititu, 2014; Gam-
age, 2014; Ekwoaba et al.,, 2015). Recruitment is a process of publicizing the vacancies or openings of any
esteemed capacity (openings) in the most attractive and rightful manner with the sole objective of attract-
ing maximum pool of eligible candidates for the position. It is also called as talent acquisition or procure-
ment (Khanna, Op Cite). Whilst,
the term selection simply is Recruitment & Selection Process

choosing a few from those who
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figure 1 shows: Figure (1) Recruitment & Selection Process (Sudhamsetti & Raju, 2014)

Career planning is an essential step in the process of helping individuals with disabilities to reach their
employment goals. Career planning creates a road map for the employment process (Institute for Commu-
nity Inclusion, 2012). Career planning helps organizations to deal with different changes proactively rather
than reactively. Last but not least, career planning process can be expressed by the next figure.
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Figure (2) Career Planning Process (Antonio, 2010)
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Dimensions of Innovation and Entrepreneurship:

As the economies dramatically shifts and settles, recent changes in the world (especially in the
Middle East) are being raised and required fundamental improvements in order to be familiar with up-
dates in (HRM), innovation, and entrepreneurship.

Presently, we overcame the point which we can rely just on few brilliant or creative individuals.
Innovation has to be on the organization-wide. Organizations need to figure out the design, process, and
measurement methods for innovations so thatit could produce and evaluate innovation after innovation.
Itis believed that, innovations are necessary for survival so itis not an event. Itis a long-term process and
commitment.

First, What Do Creativity, Innovation and Entrepreneurship Stand For?

Creativity is: the ability to generate wild ideas that have value and considered as the descent of inno-
vation and entrepreneurship.

Innovation is: doing something significantly better or creating a stream of useful products or facilitat-
ing creative changes that will “waaw” people or ...etc. Whilst,

Entrepreneurship is: a multifaceted, complex, social and economic phenomenon or a mindset that can
empower ordinary people to accomplish the extraordinary or the discipline of venture creation that trans-
forms ideas into an organization that provides value to stakeholders or....etc. (Brynteson, 2013; Audretsch,
2002; Taulbert & Schoeniger, 2010).

Second, What Are the Importance of Creativity, Innovation and Entrepreneurship?

Creativity studies, however, revealed that many of recent innovations we realize worldwide are not
initiated by established organizations with large amount of talent and R&D labs, but rather from dedicated,
determined, and driven entrepreneurs who ideate an innovate big ideas to create new ventures that tap
existing and new market (Nussbaum, 2013). Consistently, more information on the global competitiveness
suggests that (USA) or Japan are not alone when it comes to recognizing the importance of innovation
and entrepreneurship. For example, according to Colvin “A world values survey that asked people how
important it is ‘to think up new ideas and be creative... placed the U.S. 10" while other major economies
like: Germany, France, and the U.K. ranked higher” (Colvin, 2013). Innovation is widely regarded as a driver
for generating novel knowledge, economic growth, and jobs. Business author and speaker Tom Peters fa-
mously said “Innovate or die” (Peters, 2012). So, are we experiencing a large number of small innovations
(Incrementalism)? Or are we experiencing a small number of large innovations (Radicalism). Therefore,
how is it possible that we do not know for sure? Why not require organizations to measure their innovation
competence?

The Information Technology and Innovation Foundation, and the Ewing Marion Kauffman Entrepre-
neurship Foundation released a report entitled the “Global Innovation Policy Index” ranking the capacities
of 55 nations for economic growth in four tiers using 7 different criteria. The 7 areas then are weighted as
follows: trade, science and R&D, and digital policies at 17.5% for each, Intellectual property protection and
domestic competition at 15% each, Government procurement at 10%, and lastly, High skill immigration at
7.5% (Information Technology & Innovation Foundation, 2012).

At its very core, entrepreneurship is about the creation of venture and value for multiple constituents
by including (but not limited to): customers, employees, cities, regions, and even countries. For sure, the
potential for economic growth and employment is substantially different depending on the business sector,
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the size, and the age of the entrepreneurship ecosystem that currently exists. Research show that entrepre-
neurship is the key to jobs creation: Startups account for 3% of (USA) employment but 20% of gross job
creation (Porter & Rivkin, 2012).

Third, Whar Are Different Sources, Scales and Types of Innovations, and How Can Organization
Design Strategy for Innovation and Entrepreneurship?

Innovation sources could be board or narrow, and do not reside in any destination. Consequently,
innovation is much boarder than simply product innovation. Innovation extends to incorporate all facets
of business. There are five sources (also called voices) for defining the path of innovation, each has value
and limitation as well. Hence, when thinking about innovation, it will be incomplete if we consider a single
source. The following voices ultimately focus on human resources, next voices need to be empathic. The 5
sources of innovation are (Ulwick, 2012):

- Voice of the customer - Voice of the job to be done
- Voice of open innovation - Voice of the dreamer
- Voice of the product.
Since there are many scales, innovations have characteristics which are polymorphic. Organizing in-

novation into scales makes it easier to understand how to use multiple scales of innovation simultaneously.
Practitioners and experts differentiated between key innovation scales as follow:

1-  Administrative vs. technical. Based on the objective of innovation adoption;

2-  Rational plan vs. communication web vs. disciplined problem solving. Based on the performance
measures;

3- Competence enhancing Vs. competence destroying‘ Based on innovation’s effect on organization
competencies;

4- Radical vs. incremental. Based on the extent of change to technology.

Among that, the last scale radical versus incremental innovation, has recently received much attention
from researchers and practitioners who are interested in designing innovation strategies for instance (Lee,
2011; Nasser & Abuzaid, 2014):

Based on the last scale (Radical-Incremental) the most suitable classification of innovations is as pre-
scribed in the next:

- Productinnovation: new registered product in the markets which organization presents;

- Process innovation: introduce the new notable ways or methods that products are created, trans-
formed, and delivered;

- Position innovation: offer remarkable styles to offer products;

- Paradigm innovation: introduce significant new mental models and approaches of how organiza-
tion differentiates (Francis & Bessant, 2005).

Promised organizations used to define specific goals in order to achieve continued success, and ac-
cordingly select within what it innovates. This nomination would outline what it pays attention to and re-
quired strategies to follow. In short, the powerful combination of strategy and innovation creates a set of
choices that enables any organization to win (Matthews & Brueggemann, 2015). Here, designing innova-
tion strategy brings new challenges and opportunities to light and opens toward the new. That is what ex-
actly the entrepreneurs do, by screening new elements within a different frame and exploiting innovation
opportunities for challenging objectives. At the moment, entrepreneurship can be understood as human
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characteristic which mixes: structure with passion, planning with vision, tools with the wisdom to use them,
strategy with the energy to execute it, and judgment with the propensity to take risks. Definitely, this sets up
the competitive dynamics which characterize innovation. It is the same of Schumpeter’s conclusion when
he wrote about the economic foundations of free organization and entrepreneurship, point that Drucker
agrees and elaborates: “Innovation.... is the means by which the entrepreneur either creates new wealth
producing resources or endows existing resources with enhanced potential for creating wealth” (Bessant &
Tidd, 2016; Owen, Bessant, and Heintz, 2013).

Innovation and Entrepreneurship Mean a Long Commitment Trip:

Built on (Stamm, 2008), innovation results from a series of stretchy, compound, and costly stages. It
starts up with: recognition of opportunities for developments (discover needs), speculate and grow solu-
tions (meaningful changes), and gain acceptance from all parties (collect benefits). Along the way, success,
growth, and environment considerations push toward humongous changes in: plans, structures, tools, and
sometimes the whole vision of organization. For that purpose, in the last decade there is a progress in inter-
est: from steady structures and absolute measures to innovative activities (such as: R&D expenditures and
patents) to different type of interactions among actors within and beyond the boundaries of national system.

When reviewing the innovation process, part of the literature has understand the technological
change process into three distinct phases, that is to say, the invention process (whereby new ideas are con-
ceived), the innovation process (whereby those new ideas are developed into marketable products or pro-
cesses), and the diffusion process (whereby the new products spread across the potential market) (Moreno
& Surifiach, 2014). Formerly, once organizations found themselves being unexpectedly disrupted by new
entrants or losing share to existing competitors, it often made common mistakes by copying aircrafts that
observed in the marketplace or read about in the previous cases. Later organizations seek to boost their
innovation and entrepreneurship capabilities by undertaking one off brainstorming or ideation sessions to
come up with their next progress. Instead, organizations need to: begin from inside and reveal the innova-
tion barriers (which hindering), knock it down, reallocate existing resources and push toward chances of
innovations and entrepreneurship that could be adopted and sustained (Kelley, 2010). By observing the en-
trepreneur’s long life behavior, it reflects the following: endless commitment for very long time on believe,
embark to confront challenges and abnormal risks regardless of results, and absolutely always abide by the
next motto: serving is top priority.

Innovation and Entrepreneurship are Mirrors of UAE Government

Adoptinginnovation s crucial for (UAE)'s economic growth. In the arab world, (UAE) has the best under-
standing of what causes innovation and how to measure it. Designing clear standard metrics for measuring
innovations let the country be able to differentiate between the real innovations, modifications, and adjust-
ments. Subsequent to 2014, (UAE) has launched a National Innovation Strategy (NIS), and considered in-
novation and entrepreneurship in the top of government agenda under vision: (UAE) will become one of the
most innovative countries in the globe within 7 years. (NIS) has defined the priority in 7 sectors: renewable
and clean energy, water, transportation, technology, space, health care, and education. Moreover, (NIS) had
committed innovation enabling environment through 4 areas: develop regulatory framework, offer services,
establish technology infrastructure, and expand investment options (Moavenzadeh & Griffiths, Op Cite.).
On the other hand, regarding the efforts to shape innovation- based economy Minister of Economy, Sultan
Al Mansouri stated that: “Knowledge and innovation are the basis of national economic growth, and imple-
mentation of the knowledge economy pillars is a strategic priority for the ministry to accelerate the transition
to creativity and innovation based economy”(Al Mansouri, 2015). In a related context, on the 24" of Novem-
ber 2015 Prime Minister of (UAE) launched the “Innovation Fund” with a value of 2 billion dirhams. It aims
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to finance: ideas, techniques, and products having commercial potential with intellectual property whether
for individual or organizations (Editorial Team, 2016). Recently, the budgeted balance sheet of 2020 and for
three years allocated 5% of the total expenditures on innovation and entrepreneurship activities.

As a result of persistent and dedication, (UAE) achieved gigantic strides toward reputation of the
country as a global hub for innovation. Based on that vision, global innovation index indicated clearly
(UAE) continued last four years to be the most innovative country in the arab world (Lanvin, Dutta and
Wunsch-Vincent, 2016, 2017, 2018, 2019).

The article’s endeavor is being able to: 1- Analyze and address the innovation concept, type and
level of emirate’s pharmaceutical organizations. 2- Measure the exact power of impact for nominated func-
tions which behind their growth. And 3- Decide effectively when, what and how to invest on each function
within (HRM).

Research Problem, Questions and Restrictions:

The critical investigation here could be realized through article’s main problem: Till to any degree (HRM)
within (UAE)'s pharmaceutical organizations is affecting to achieve innovation and then entrepreneurship.
So far and whatever the nature of answer, it would include culture and environment considerations. There-
fore, itis required to come back with the specific answers about following questions:

1-  Are organizations aware enough about the consequences of innovations and entrepreneurship in
order to achieve strategic goals?

2-  Did (HRM) functions in organizations concentrate on changing the current culture toward innovation
culture and did they have the openness to attaining it?.

Nevertheless, like any scientific effort there are some borders:

1-  Some functions will be used as variables, because it is inaccurate mission to cover, test, and analyze
all details of (HRM) in a single article. Likewise, same reason for perceived innovations, variables will
be tested to achieve the famous scale of innovation as stated earlier: Radical-Incremental.

2-  The mentioned variables will be examined in emirates pharmaceutical organizations for many consid-
erations: A- Pharmaceutical organizations are ready by their own resources to react, invest, and use the
output effectively. B- Globally, a record of implementing perceived innovations is long in pharmaceutical
organizations (it is mainly built in). So, article (as a leading study in (UAE)) is expecting to find a suitable
environment and common language to highlight on the quality of outputs.

3-  Adopting innovation methodology is an up to date approach, so such kind of this examination will
stimulate to perform the same for other managements, and that would be considered as a valuable
addition to the scientific research and application as well.

Research Model, Hypotheses and Methodology

The article was conducted to ascertain the impact between variables in accepted sample of organiza-
tions. The ability to select a suitable method for any research is very important since it is a key to determin-
ing the reliability of research findings. As a summery, it necessitates defining, designing, and measuring the
power of relationships through next parts.

Research Model

From now and in order to provide genuine answers, article need to define a research model (conceptual
framework) to design the most appropriate hypotheses as well as testing differentimpacts. Figure 3 provides
research model and different relationships.
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Figure (3) Research Model: Conceptual Framework
Hypotheses

A through understanding of the research, problem can be analyzed by applying hypotheses and test-
ing it via collection of data and interpretation.

- H1:There is no significant linear relationship at (0L < 0.05) between recruitment and selection and
perceived innovations (radical and incremental) then entrepreneurship.

- H2:There is no significant linear relationship at (0L < 0.05) between career planning and perceived
innovations (radical and incremental) then entrepreneurship. H1 and H2 are derived from the next
main hypothesis:

- H3: Human resource functions (recruitment & selection and career planning) through change
acceptance culture have statistically with significant at (O < 0.05) a good impact on perceived
innovations (radical and incremental) then entrepreneurship.

- H4: There is no significant linear relationship at (O < 0.05) between incremental innovation and
radical innovation within emirates pharmaceutical organizations.

The following section describes research methodology which used to assess hypothesized relationships
and answer research questions.
Methodology

According to the article’s aim, the methodology was chosen to meet requirement of research that
is capable to come back with convince results. For that goal, author used the descriptive methodology by
reviewing literature which related to subject and disseminated a survey (questionnaire) which would be
used to collect the required data to test the hypothesized relationships. The survey consists of two parts:
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- Part (A) covered the demographic variables, for instance organization age and size (number of employ-
ees), responses percentage from the study sample based on: gender, and years of experience.

- Part(B) covered the components of research model (independentand dependent variables). Answers
of part (B) were built on Likert's Scale, ranging from strongly disagree (1); disagree (2); moderately
degree (3); i agree (4); and strongly agree (5). Some items in the questionnaire were adopted from
(Darkoh, 2014;Nasser & Abuzaid, Op Cite.)

Power of Impact between Some (HRM) Functions and Innovation & Then Entrepreneurship
-Regression Analysis

Population, Sample & Sampling Procedure, Data Collection Instrument and Data Analysis:

The article was applied at emirate’s pharmaceutical organizations which producing (manufacturing)
drugs and medications and is located in: Abu Dhabi, Dubai, Sharjah, and Ras Al-Khaimah. To get the sample
of population, simple random sample technique was used to encompass primary data from (10) out of (16)
organizations registered and worked within pharmaceutical industry. Statistically, as sample that consti-
tutes (62,5%) in the sector, it reflects a high creditability of results. The basic reasons behind nominating
this industry are: it is the country where author resides; moreover, a research should be conducted within
innovation driven sector to exert the hypothesized relationships clearly, and could afford (without any sup-
port) the lofty costs of innovation

All things being equal, the population should be a good representation of what really goes on regarding
innovation and entrepreneurship, therefore the final sample size getting analyzed was (414) of all those du-
ties which are related to: Innovation, (R&D), and (HRM) within target organizations for accuracy purposes.
Overall response rate was measured (97,41%) of those who agreed to participate.

The statistical package for social sciences (SPSS) software was used here to analyze data. As literature
deemed, (SPSS) is the most appropriate given its versatility and considering the nature of collected data.

Findings and Discussion:

Table (1)
1-  Instrument’s Reliability: to test the reliability of Cronbach’s Alpha for all Variables
survey (questionnaire), Cronbach’s alpha test was . Number Cronbach’s
) ] ) Variables P Ipha Val
applied on variables and items as table 1 shows of Items Alpha Value
feedback Recruitment and Selection 10 0,71
’ Career Planning 9 0,70
The results (all Cronbach's alpha scores are >60%), ~_Change Organizational Culture 10 0,74
which means the manipulation for dependent and in- Concepts& Importance of 0,86
) ) . Innovation and Entrepreneurship
dependent variables are reliable, stable, and effective Radical Innovation 5 0,69
(Sekaran, 2003; Sekaran & Bougie, 2013). Incremental Innovation 5 0,71
2-  Descriptive Statistics: The characteristics of study population and
sample are prescribed in the tables (2, 3,4, and 5) accordingly. Statistical Table (2)
methods will be applied to get meaningful information. Descriptive Statistics-

) Organization Age
Itis clear from the ages that, (30%) of sample are more than 20 years

Organization Age # Organizations

old. Emirates pharmaceutical organizations showed a high level of stabili-

<10 4

ty and its flexibility to adapt with the changes of industry and in different =10 7020 3
markets. (inyears) 21-30 1
31-40 2
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Based on the emirate’s classifications, only one organization is

considered as a small business, while (70%) of sample are medium

businesses, whereas (20%) are large organizations and have more

than 500 employees.

Based on sample feedback, (72%) of the respondents are male

and the rest (28%) are female. That means, males are constituting the

dominant part of (R&D), innova-
tion and entrepreneurship jobs in
the pharmaceutical organizations.

It is clear that, over 45% of
the respondents have less than 10
years of experience. Expectedly, or-

Table (3)
Descriptive statistics- No. of Employees

Organization Size  # Organizations

ganizations owners provided more attention to the fresh bloods to

take control over innovative and entrepreneurial processes.

N=10 <50 1
Employees _51-250 4
(No.of 251-450 3
employees)  451< 2
Table (4) Table (5)
Descriptive statistics- Gender Descriptive statistics- Years of
Gender Frequency Percentage expernence
Male 298 72 Years of
Female 116 28 Experience Frequency Percentage
Total 414 100% <5 78 18,84
5-10 112 27,05
11-15 62 14,98
16-20 87 21,01
20< 75 18,12
Total 414 100%

3- Data Presentation: In order to test the hypotheses, article

need to use descriptive statistic measures to show the average

distribution of sample. Means and standard deviations were used. Data can be discussed as specified

below.

The table indicates that, all values of mean were posi-

tive and upper than supposed ones (3). The highest answer

recorded for incremental innovation (4,06). At the same time,
results are lower than 1 in standard deviations and that pro-
vides a high level of consistency toward variables of study
except the variable: concepts and importance of innovation
and entrepreneurship (1,026); it means a clear variance in the

respondents toward this variable.

4-  Hypotheses Testing: to scrutinize the hypothesized

Table (6)
Means and standard deviations
Variables Mean Stal}da.rd
Deviation
Recruitment and Selection 3,63 771
Career Planning 3,38 ,881
Change Organizational Culture 3,45  ,879
Congepts & Importance ofln'- 3,25 1,026
novation and Entrepreneurship
Radical Innovation 3,53 747
Incremental Innovation 4,06 ,658

relationships, it is common to check this part of any re-
search which is dedicated to testing the validity of hypotheses. Author suggests to classify the correla-
tion between variables as follow (Al Obaid, 2004):

[0<] r | <0.3] Poor [0.3<] - | <0.6] Moderate

[0.6 <] r |<0.8] Good [0.8<| r | <1] Strong.

Subsequently, regression analysis (Simple, Multiple, and One-way analysis of variance (One-Way

ANOVA) ) is inevitability depending on the Model and hypotheses.

A-  First Test Describes the Impact of Recruitment & Selection on Perceived Innovations.
As provided in tables (7, 8, and 9).

As shown in the above, results indicate that the value

of (R) square (0,238). It means recruitment and selection ex-

plains (23,8%) from the variance in the dependent variable

(perceived innovations).

Table (7)
The Model Summery

Model

R Adjusted Std. Error of

R .
square R square The Estimate

As prescribedin the table resultsindicate that the value 1

of (F) is (128,751) with significance value is much less than

0,488" 0,238 0,236 0,88177
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(0,05), (P=0,000), it means the variation explained by
this model is not due to chance, so the results of test
are suitable and acceptable.

As shown in last table, results of regression anal-
ysis indicate that recruitment & selection outcome ef-
fects on organization innovations. Values of beta and
t-tests show that recruitment & selection have a pos-
itive and moderate correlation (0,448) on perceived
organization innovations. Facts are against H1. So:

Based on the above tables, author rejects null
hypothesis H1 and accepts alternative hypothesis
which stated: There is significant linear relationship
at (O < 0.05) between recruitment and selection and
perceived innovations (radical and incremental) then
entrepreneurship.

Table (8)
ANOVA analysis ®
Sum of

Model
Squares Square
Regression 100,107 1 100,107 128,751 0,000°

Mean Sig,

1 Residual 320,339 412 0,778

Total 420,446 413

Predictors: (Constant), Recruitment & Selection
b. Dependent Variable: Perceived Innovations.

Table (9)
Coefficients*

Unstandardized Standardized

Mc;del Coefficient Coefficient t Sig.
Std. Error Beta

(Constant) 2,151 0,109 19,757 0,000

QOutcomes 0,425 0,037 0,488 11,347 0,000

Dependent Variable: Perceived Innovations.

B- Second Regression Test Describes the Relationship between Career Planning and Perceived

Innovations. Following tables (10, 11 and 12)
propose the generated data.

Regarding the prior tables, regression analysis pro-
vides: (F)=(28,362), (P=0,000) it means the variation ex-
plained by this testis significant. However, (R) is (0,254)
which indicate to positive and poor correlation between
career planning and perceived innovations. (R) square
(0,064) meaning that, career planning could explain
only (6,4%) of the variance in perceiving innovations
(radical and incremental) in the emirate’s pharmaceuti-
cal organizations. All results partially reject H2, So:

Based on the results from earlier tables, author
rejects H2 and accept fairly the alternative hypothesis,
which stated: There is significant linear relationship
at (O < 0.05) between career planning and perceived
innovations (radical and incremental) then entrepre-
neurship. By comparing the power of impact between
career planning and recruitment and selection, Author
can decide that career planning impact’s is relatively
lower in explaining the variation of perceived innova-
tions (radical and incremental).

C- Third Test Describes the Relationship be-
tween Some (HRM) Functions (Recruit-
ment and Selection, and Career Planning)
Simultaneously and Perceived Innovations

through tables (13, 14, and 15).

As shown in the table, (R) (0,624) meaning that
there is a good and positive correlation between re-
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Table (10)
The Model Summery
Model R R Adjusted  Std. En:or of
square Rsquare The Estimate
1 0,254° 0,064 0,062 0,97712
Predictors: (Constant), Career Planning
Table (11)
ANOVA Analysis®
Model S df e F Sig.
Squares Square
Regression 27,079 1 27,079 28,362 0,000°
1 Residual 393,367 412 0,955
Total 420,446 413

Predictors: (Constant), Career Planning
a. Dependent Variable: Perceived Innovations.

Table (12)
Coefficients*®

Unstandard- Standardized

Mc|o3de| ized Coefficient Coefficient t Sig.
Std. Error Beta
(Constant) 2,488 0,157 15,851 0,000
Qutcomes 0,241 0,045 0,254 5,326 0,000
Dependent Variable: Perceived Innovations.
Table (13)
The Model Summery

Model R R Adjusted  Std. Erfor of

square Rsquare The Estimate
1 0,624* 0,389 0,388 0,78937

Predictors: (Constant), Recruitment and Selection, Career Planning
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cruitment & selection, and career planning and Table (14)

perceived innovations. Besides, results revealed ANOVA analysis

that (R) square ~(0,389), it means the tgsted ('HRM) Model Sum of df Mean F sig.
functions explain (38,9%) from the variance in per- Squares Square

Regression 163,726 1 163,726 262,759 0,000°
1 Residual 256,719 412 0,623
Total 420,742 413

Predictors: (Constant), Recruitment and Selection, Career Planning
Dependent Variable: Perceived Innovations.

ceived innovations.

Based on data, results indicate that, value of (F) is
(262,759) with significant (0,000) which is lower than
the specified value (0,05) so this model is suitable and

acceptable. Table (15)
Coefficients®

The results of regression analysis indicate that
g Y Unstandardized Standardized

(HRM) functions (recruitment and selection, and ca- Model Coefficient  Coefficient  t

. . T B
reer planning) effect on perceived organization in- Std. Error Beta

novations. The values of beta and t-tests show that ; (Constant) 1403 0,122 11,459 0,000
Outcomes 0,573 0,035 0,624 16,210 0,000

Dependent Variable: Perceived Innovations.

Sig.

(HRM) functions (recruitment and selection, and ca-
reer planning) through change acceptance culture
have a positive and good impact on perceived organization innovations.

Based on the results author accepts H3: Human resource functions (recruitment & selection and ca-
reer planning) through change acceptance culture have statistically with significant at (0L < 0.05) a good
impact on perceived innovations (radical and incremental) then entrepreneurship.

D-  Fourth for Explaining the Relationship between the Two Types of Innovation, results of test are
shown in table (16).

Table (16)
The above table describes that (F) ANOVA Analysis
(10,396) and |Fs sgmﬁcance \/aluej (.0,000). — oo o e 9 - .
(R) (0,54) which indicates a positive and s S SOTE g
moderate correlation between incremen- Regression 368,652 1 92,163 0,543 0412 10,396 0,000

tal innovation and radical innovation. (R) ~1_Residual 895385 412 8865
Total 1264,038 413

Predictors: (Constant), Incremental Innovation
Dependent Variable: Radical Innovation.

Square (0,412) illuminates that, incre-
mental innovation could explain (41,2%)
of the variation in radical innovation of
emirate's pharmaceutical organizations. With the rest of explanation (58.8%), this result supports previous
feedback that study sample are sharing a common view toward innovation as a radical change.

Based on the results author rejects H4, and accepts alternative hypothesis which stated: There is sig-
nificant linear relationship at (O < 0.05) between incremental innovation and radical innovation within
emirates pharmaceutical organizations. In other words, incremental innovation at emirates pharmaceutical
organizations has a moderate and positive impact with statistically significant at (0L < 0.05) on radical inno-
vation.

Conclusions

Briefly, following results obtained from analysis which conducted by questionnaire:

- During the survey, participants confirmed that career planning practices assist them to improve
their performance, but freedom of making decisions was focused with few....

- According to results, recruitment and selection function have significant value of respondent’s in-
novations and then entrepreneurship. Recruitmentand selection function are able to explain about
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(23,8%) from the variance in the dependent variable (perceived innovations).

- Career planning function has a positive, but with a very low effect (6,4%) on perceived innovations
compared to the recruitment and selection.

- The collective impact for same functions which were tested separately indicated that: Recruitment
and selection and career planning through change acceptance culture have a positive and good ef-
fect (62,4%) on perceived innovations (radical and incremental), and are able together to interpret
about (38,9%) from the variance in the perceived innovations. But on the other side, by considering
the entire functions of (HRM), results and power of impacts definitely would be changed.

- The answers and tests revealed that, emirates pharmaceutical organizations have high level of
awareness about the consequences of innovations and entrepreneurship in order to achieve stra-
tegic goals.

- The field study showed that, change organizational culture has a visible part in accepting con-
cepts and importance of innovation and then entrepreneurship in the emirate’s pharmaceutical
organizations.

- In addition, results indicated that there is a moderate impact of incremental innovation with
statistically significant at (O < 0.05) on radical innovation.

- Onthe basis of analysis, it might be concluded that the nominated functions have clear contribution
to achieve innovation and then entrepreneurship.

- Lastbutnotleast, other articles in the same field such as: (Tan & Nasurdin, 2011; Sreeja, 2018) have
equally agree and sustain results of the article.

Managerial Implications

In view of the above conclusions which were drawn from tests, the following points must be well noted:

- First-apart from conclusions, the practice exposed that emirates manufacturing drugs and medica-
tions organizations did not have a unified policy toward innovations; each organization has its own
approach. Thus, the mentioned (HRM) functions through change acceptance culture disclosed dif-
ferent effects of adoption innovations and then.

- Second- this article is primarily focused on (HRM) and innovations then entrepreneurship in phar-
maceutical organizations. Undeniably, it supports other articles but in different sectors and desti-
nations as well.

- Third- although article has got specific consequences to achieve innovation and entrepreneurship,
butit didn’t provide answer concerning whether these conclusions have direct and significant im-
pacts upon other managerial functions (for instance: production) which working within pharma-
ceutical organizations.

- Forth- (HRM) functions have positive but different impacts toward innovations and this result can

be used promptly to reallocate resources in pharmaceutical organizations.
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Appendix (1)

Questionnaire

Please fill both parts completely by ranging from strongly disagree (1); disagree (2); moderately degree (3); |
agree (4); and strongly agree (5).
Part A

Organization Data

- Name of the organization:

- Industry Type:

- Organization Age:

- No. of employees:

Personal Data

- Gender:

- Total professional experience:

- Current Position:

- Email:
- Postal Address
Part B

Recruitment and Selection

- Our organization have a clear policy for recruitment and selection

- The recruitment and selection practices affected on employee performance

- Competency level on the part of employee is dominant in recruitment and selection
- Lack of experience is one of challenges construction organization encountered

- Cost of recruitment and selection of employees sometimes hinder the developments
- There are formal evaluation tools to assess effectiveness of recruitment and selection
- The employer employee relationship could be considered without boundaries

- Involvement of Agents for recruitment and selection is absent

- Effective job analysis and selection methods are used to predict future needs

N N N
N N N N N N N NN NMNN
w W W W w w wWw w w w
L . R T N R
T U1 U1 U1 U1 U1 U1 U1 U1 U

- Fresh Graduates from universities have comparable opportunities of recruitment
Career Planning

- Employees at each level in our organization have clear career hierarchy

- Employees in our organization are aware about their career progresses

- Organizational and individual growth needs are aligned in this organization

- Our organization takes career planning and succession planning critically

- Atour organization internal hiring is preferred over external

- New employees always get inspired by our career planning and development system
- Organization is helping me enhance skills needed for future progress

- Our organization provides opportunities to update skills needed to meet career aims

N N L L G
N N N N N N N NN
w W W W w w wWw w w
L e T s = T e R
vur Ul U1 UT U1 U1 UT UT U

- Employees get career guidance from their supervisor without any delay
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Change Organizational Culture

- Individual performance is emphasized as an important goal, achievements in increasing performance are rewarded.

172345
- ldeas are welcomed from any level in the organization everyone's views are taken into account before important decisions are made.

12 345
- Organization tries as soon as possible new ideas, even if it is not guaranteed that it will work. 12345
- Decisions are made promptly and on the basis of the facts, not self-interest. 12345
- Managers take responsibility for their decisions and are not penalized if results are not as they expected. 1 2 3 4 5
- Professionalism matter is frequently discussed and regarded as an important asset 12345
- Time and money are committed to exploring new ideas. 12345
- Employees feel that their views are valuable, will be considered carefully and acted on accordingly if it deserves. 1 2 3 4 5
- Employees say what they really think and information on future plans...etc. is readily accessible 1 2 3 4 5
- Sometimes it is required an extra effort to realize customers’ needs and business chances 12345

Concepts and Importance of Innovation and Entrepreneurship

- Innovation and Entrepreneurship involved fundamentally new concepts for our organization. 12345
- Organization introduced innovation by making simple adjustments for existing technology. 12345
- Innovation requisite new human skills but organization did not possess yet. 12345
- Innovation required organization to adopt different methods and procedures. 12345
- Product and Process innovations are important to our organization, So we keep up with latest improvements1 2 3 4 5
- Innovation and Entrepreneurship include some failures, and our organization accepts this fact. 172345
Radical Innovation
- We create more completely new products than our competitors 12345
- We introduce more radically new concept and functions in products than our competitors 12345
- We are often the creator of new techniques and procedure skills 12345
- We often introduce completely new products in the new market 12345
- Our Innovations are based on a revolutionary change in technology 12345
Incremental Innovation
- We create more novel patterns of products than our competitors 12345
- We improve more existing process and products than our competitors 12345
- We exploit existing technologies more deeply than our competitors 12345
- We introduce new products incrementally in the market 12345
- We use Innovation as a minor improvement tool over the technology 12345

Any further information/ SUZZESTIONS: ..........ccovvwrrriimiinniriiisnsiie i
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