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Abstract

Purpose- Human Resource Management (HRM) in any organization was and still crucial for innovation
and entrepreneurship. An empirical study was examined to scrutinize the effect of some (HRM) functions
(polices) on innovation and entrepreneurship to achieve goals of business.

Design /Approach- This article primarily includes two parts. In first part, author reviews the concept of:
(HRM) functions, innovation and entrepreneurship in the existing literature. In second part, a questionnaire
was conducted on the selected participants. The data were analyzed using demographic, correlation, and re-
gression statistics.

Findings- The results show that the mentioned functions of (HRM) are significantly related to perceived
innovations over time. Rewards, benefits, and recognition have statistically a moderate effect on perceived
innovations then entrepreneurship. While performance management has statistically a good effect on per-
ceived innovations then entrepreneurship

Originality / Value- The basic objective is to measure precisely the effect of each function of (HRM) on
innovation and entrepreneurship. A research model was developed and tested. Besides, the role of endoge-
nous forces including change acceptance culture and the power of link between perceived innovations were
also considered as important elements in designing the relationships. The practical contribution of this article
is that the results would help to choose the best mix and investment berween (HRM) functions, which would
significantly contribute to the success of innovation and entrepreneurship. Specifically, the understandings
of whether those current (HRM) functions in this sector are more or equal or less innovative than other func-
tions to identify the appropriate skills, resources, and plans.

Keywords: Innovation, Entrepreneurship, Human Resource Management (HRM), United Arab Emir-
ates (UA.E).

Introduction

Organizations need to create an environment of possibility, a healthy culture where the human resource
feels empowered to explore and to share ideas and where there is no fear of consequences. This environment
of possibility introduces a new approach to bridge between needs and desires. Change is a necessary part of
the human condition. When you look at a newspaper headline or hear about a new behavior that human re-
source are engaging in, step back, look again, and measure for each without jumping to judgment. In business,
we mark these moments of change as successful innovations.

However, its primary objective and that of the human resource operating in any business is to ensure that
each organization recognizes and benefits from the next strategic change. The first tasks are framing the inno-
vation and entrepreneurship challenge with the strategic objective of integrating, unleashing and accelerate
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the sensitivity, imagination and capability of innovativeness into business functions of the organization. In the
organization ecosystem, most likely to begin with the (HRM) functions (policies or practices) which capable
to generate new revenue models. So, it necessitates a new mindset for innovativeness: where can we find the
competence and ability to innovate behavior outcomes? (Manu, 2010).

Historical Examination:

The literature review shows that the relationship between (HRM) and innovation has been defined in
many ways. From the perspective of a particular innovation, the organization that generates and implements
anovel idea is known as the innovation creating organization, whereas the organizations that later adopt the
innovation are considered to be the innovation adopting organizations. Innovation creating organizations are
distinguished from innovation adopting organizations for a particular innovation because they successful-
ly initiate, develop, and disseminate new products and technologies (Damanpour & Wischnevsky, 2006). It
should be noted that one organization may serve as the innovation creating organization for one innovation
and as an innovation adopting organization for others (Gambatese & Hallowell, 2011). However, over the last
decades there are many articles started to support empirically the positive role of (HRM) in fostering innova-
tion such as (Wang, 2003; Shrivastave & Shaw, 2004). Some studies (such as: Boston Consulting Group, 2006)
suggests that although the importance of (HRM) functions are fully realized by most organizations, 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. Same meaning and results in parallel studies revealed
that; while implementing innovation creation is not an easy task, and being a pioneer will not necessarily re-
sultin competitive advantage and better profit (Szymanski, Kroff, and Troy, 2007; Zhou, 2006).

In organizations where innovation is the driving force, integrated reward system stimulates (HRM) to
take risks, generate new ideas, develop successful products...etc. The literature (Gomez-Mejia et al., 2004) also
proposes the use of incentives; the empirical results support this proposition (Laursen & Foss, 2003). More de-
veloped studies found that, the relationship between process innovativeness and performance was enhanced
by high levels of climate for personal initiative and psychological safety (Anderson et al., 2014). In this connec-
tion, reward structure is mostly important. While idea generation and radical innovations are influenced by
individual rewards, incremental innovations and innovation implementation depend on the group rewards.
Along with (Saleh & Wang, 1993), innovative organizations created a motivating reward system that provided
public recognition and financial bonuses, suggestion schemes, «dual ladder» system, and so on. In view of that,
several organizations have created in house reward systems that motivated (HRM) to achieve goals of inno-
vation and organization as well. Also, benefits and recognition have been put forward in the literature to en-
courage innovation and entrepreneurship (Mark & Akhtar, 2003). Scholars have come to realize that different
skills, resources, and cultures are needed to encourage innovations (Pérez- Lufio, Wiklund, and Cabrera, 2011).

Regarding performance management, many early authors stressed the importance of using it, both
in theoretical and empirical studies (Mumford, 2000; Mark & Akhtar, 2003; Wang & Zang, 2005). (Baer &
Frese, 2003) explored innovation as an antecedent of performance at the organizational level. At the same
time, others proved it clearly that innovation creation would lead to better performance (Langerak & Hult-
ink, 2008; Zhou, 2006). What is still under test is whether the performance focus should be: performance-
oriented or results- oriented or both.

As a consequence, many regional and national governments as well as international organizations have
increased their different investments (and (HRM) was one of the interested areas) in innovation-based policies
(Mikel Navarro etal., 2009). Thereafter, explaining the effect of (HRM) functions are still in progress from different
perspectives (Kemp, RGM. et al., 2003; Loof and Heshmati, 2002; Van der Panne et al., 2003; Du Preez and Louw,
2008; Mothe, and Nguyen-Thi, 2012). Some just indicated that, (HRM) functions are a dominant to achieve inno-
vation and entrepreneurship (Griffiths & Fred, 2015). As a result, suitable strategies and well-planned systems are
vital to enable organizations to excel in their innovation endeavor (Popadiuk & Choo, 2006).

Therefore, this article aims to distinguish some granted functions behind (HRM)’s transformation to-
ward innovative and entrepreneurial concepts to achieve the goal of business. So, author’s challenge is to
measure the effect (power of link) of (HRM) functions: (1-Rewards, Benefits, and Recognition 2- Perfor-
mance Management) on innovation and entrepreneurship, by considering the vital role of change accep-
tance culture in supporting this adaptation. Initially and by conducting a formal survey, author is going to
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present an evidence of the above mentioned relationship through means of descriptive statistics. Subse-
quently, will measure the effects that might be having through a regression analysis. The results will deepen
our understanding of each (HRM) function (policy) in the pharmaceutical organizations. Specifically, the
understandings of whether those current (HRM) functions in this sector are more or equal or less innova-
tive than other functions to identify the appropriate skills, activities. The practical contribution of this article
is that the results would help to position (HRM) in a more strategic role for other initiatives.

Theoretical Background
HRM functions (policies) and organizational culture from innovational and entrepreneurial perspective

With the beginning of current century, organizations are forced to accelerate their rhythm of innova-
tion and then entrepreneurship. This can be made through different mechanisms: 1- By internal activities
of research and development (R&D). In relation to the activities involved, most scholars from technology/
science-based studies concur that (R&D) is a fundamental management which leads to successful innova-
tion (Czarnitzki & Thorwarth, 2012; Filippetti & Archibugi, 2011). However, not all innovation is the result
of R&D activities. Or, 2- Through external sources of knowledge such as universities and suppliers...etc,
during collaborative agreements which become a common strategy of sharing and transferring the knowl-
edge across organizations to create innovation (Schelling, 2008). 3- By the best combination of 1 and 2. In
other words, the scope and scale of innovation is growing at a pace that makes it all but unthinkable that
any single organization can do it all themselves. By which elements should be retained internally vs. which
ones can be outsourced? In this context, starting point is striking the right balance between in house R&D
and leveraging external innovation.

Culture here refers to encouraging (HR) to challenge the way they do things and generate creative
ideas. It implies building an organization culture that doesn’t punish risk takers. Any ambitious organiza-
tion needs to recognize and adopt this, and has to lead its teams and managers in a way that encourage a
healthy amount of risk without losing control of the big picture. Here author also need to differentiate the
organizational culture and climate as main components to foster (HRM) contribution in innovation and en-
trepreneurship. Despite earlier calls for greater research attention (such as: Janssen, Van de Vliert, and West,
2004), some studies have addressed the role of culture in innovation. In common with related studies, pre-
vious research has consistently found that a culture and climate supportive of innovation are conducive of
organizational innovation (Jung et al., 2008; Patterson et al., 2005). Indeed, (Lawson & Samson, 2001) iden-
tified four resourceful elements of organizational culture and climate: a) tolerance of ambiguity by bring-
ing manageable level of uncertainty, putting tight control over project milestones and initiating effective
information management; b) empowerment of employees by investing and respecting in employees ability
and exceptionality; c) allocation of creative time by allowing flexible deadlines and permeable environment
and; d) knowledge sharing and communication among within the organization and its network by means
of cross-technological, cross-hierarchical, and cross-functional exchanges.

Nonetheless, the top challenges in managing innovation are: creating and sustaining a culture in
which innovation can flourish. This includes a physical and organizational space where experimentation,
evaluation, and examination can take place. Also values and behaviors that facilitate innovation have to be
developed and sustained. Ultimately, developing (HR) who can flourish in that environment, (HR) who can
question, confront, suggested ideas, and apply it as part of a group with a common objective, unconstrained
by the day to day operational environment.

Hence, favorable organizational structures and supportive systems helpful to innovation system
should be developed by the managers to increase the scope of innovation within organizational sphere.
Accordingly, innovation and entrepreneurship success is vitally conditioned by the organizational culture,
climate, and structure (Razavi & Attarnezhad, 2013).

To recognize the up to date functions, author need to begin with (HRM) from innovational and entrepre-
neurial perspective. Historically, Human Resource is the segment of a business that recruits, trains, and develop
an organization's employees. Thus, it is the management in 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). When organizations
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convertto produce innovative outputs, such as: introduce new products, new process, new administrative prac-
tices, and new approaches...etc; it's required to recruit a new type of employees. Actually, it call for unique em-
ployees who are: flexible, risk taking, and tolerant of uncertainty & ambiguity (Chen & Huang, 2007).

Within complicated situation of investment and more anxiety toward environment challenges, (HRM)
has to take over the dominant responsibility of innovational and entrepreneurial activities. Thus, (HRM)
needs not only to influence on performance, but also to be a real partner and change mentor toward in-
novation and entrepreneurship (Rayen & Ani, 2014). However, conclusions of achieving innovation and
entrepreneurship will depend on organization’s different resources. Different arguments such as (Kobe
& Goller, 2014) revealed that, sustainable innovation requires a combination of long term and balanced
relationships between stakeholder’s desires and organization abilities. In line with (Jiménez-Jiménez &
Sanz-Valle, 2005; Dan Dalotd & Perju, 2010), there are no best (HRM) functions, because in order to be ef-
fective, (HRM) functions must be consistent with other aspects of the organization, specifically its strategy.
The most suitable (HRM) functions for organizations which are trying to develop a competitive advantage
based on innovation and entrepreneurship would be different to those functions suitable for organizations
seeking other types of competitive advantage. Consequently, some studies have focused on some isolated
(HRM) functions while others have focused on the (HR) system which proposed by well-known experts,
specialists, and adopted by the successful organizations.

(HRM) functions should be designed and anchored in terms of: centralization or decentralization and
horizontally or vertically based on innovation and entrepreneurship requirements. On the whole, the most
known, agreed, and up to date functions or policies of (HRM) (Rayen & Ani, Op Cite; Akili, 2005) could be
suggested as follow:

1-  Recruitment and Selection........c..cccceo.ec....

2-  Research, Training, and Development.........

3-  Reward, Benefits, and Recognition.............. Current article
4-  Career planning..........ccooovconnrriiinnnine,

5- Employees Engagement..........ccccooooouueeee.

6- Performance Management...........cc......... Current article

It is clear that; the author already tested rest functions (Naser, 2017). Here author embarks to measure
functions (3+6) of (HRM) as independent variables to define exactly how it affects on perceived innovations
(Incremental and Radical) and then entrepreneurship. The key matter is: how far organizations explore and
consider the prescribed functions (reward, benefits, and recognition & performance management) in its early
stages in terms of potential impacts which might have on achieving innovation and entrepreneurship? And how
far organizations are able and prepared to modify, ameliorate, and possibly abandon, activities that enclose neg-
ative effects on innovation spirit?. Under the same spot; innovative organizations carefully analyze (HR) needs
and implement integrated rewards, benefits, and recognition systems to recognize then boost innovation and
entrepreneurship. Besides, majority of successful organizations put into place sufficient performance systems.

Innovation and Entrepreneurship: A Millennial Poster

Change is a necessary part of the human condition. In business, we remark these moments of change as suc-
cessful innovations. Innovation is driven by the ability to observe connections, to spot opportunities, and to take
advantage of them. Moreover, being the first who apply and introduce it to the market through entrepreneurship.

Innovation is more than simply coming up with good ideas. For a better understanding of innovation,
(Bonazzi & Zilber, 2014) developed a conceptual review based on major authors who approached itin order
to highlight its definitions and evolution of the innovation concept. They also stated that, the contemporary
approach to innovation unlinked the interdependence of innovation from the domestic environment, this
being increasingly linked to organizational externalities which later came to be known as open innovation
(Chesbrough, 2003). In the concept of open innovation, previous resources to innovation extrapolate the
organization’s environment and are allocated to customers, competitors, business partners, external R&D,
and other entities holding valuable information for the development and implementation. Drawing upon
this logic, author argue that innovation is a must for organizations to advance their manufacturing and ser-
vice delivery to achieve superior performance in order to deal with turbulence in the external environment.
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Also, itis difficult to identify the boundaries and to determine where one innovation stops and where anoth-
er innovation begins (Jiménez-Jiménez & Sanz-Valle, 2011; Nor'Aini Yusof et al, 2014).

How we will ensure that the efforts have been justified? Or the big question is, of course, how to make
it happen? This has been the subject of intensive study for a long period of time (Schumpeter, 1950; Free-
man, 1982; Porter, 1990; EU, European Commission, 2004; Drucker, 2007). This includes knowledge about
the kind of things which influence and hinder/ help the process and creating the organizational conditions
to allow focused creativity. The end effect is that we have a rich set of receipt which go a long way towards
helping answer the practicing manager's question when confronted with the problem of organizing and
managing innovation as well as entrepreneurship. The critical point facing any organization is to try and
find ways of managing this process to create a solution to the problem of renewal. Different circumstances
lead to many different solutions. For example, large science based organizations like pharmaceutical orga-
nizations tend to create solutions which have heavy activities around formal (R&D), patents searching, and
so on, whilst small engineering subcontractors will emphasize rapid implementation capability.

Innovation has been construed as a cure-all medicine for all kinds of issues those organizations face—
including ensuring profitability, revenue growth, loyal customer base, and increased efficiency. This is be-
cause innovations are believed to be necessary if an organization must succeed in today’s turbulent market
(Adner, 2012). Innovation is becoming a central plank in national economy policy for many countries: Swe-
den, U.AE., and UK. For example, the UK office of Science and Innovation sees it as the motor of the modern
economy, turning ideas and knowledge into products (goods and services). The growth question poses a
problem for established players, but a huge opportunity for new comers to rewrite the roles of the game. If
we include the newcomers like: Tata, Narayana Hospitals alongside Apple, Google, and Amazon. The nature
of innovation is that, it is fundamentally about entrepreneurship which enables bizarre ideas to become a
reality. Entrepreneurship mixes strategy with the passion to take risks and change things may not be around
creating instant values (Jones et al.,, 2012; Tidd & Bessant, 2014). As pioneers realized, entrepreneurship
appreciated better than most that the real challenge in innovation was in making all components (Human
capital, Systems, Tangible and intangible resources) work technically and commercially. But, not all innova-
tion is about making money, many practical examples of entrepreneurship in which the primary aim is to
create some form of social value to make a difference to the world. As a consequence, (Fauchart & Gruber,
2011) provided the motivations and underlying psychological drivers amongst entrepreneurial founders of
business and found three distinct types; 1- Darwinians: primarily concerned with competing and creating
business success, whereas 2- Communitarians: much more concerned with social identities which related
to participating in and contributing to a community. 3- Missionaries: had a strong inner vision, a desire to
change the world, and their entrepreneurial activity was an expression of this.

Based on the above, innovations vary widely, in scale, nature, degree of novelty and so on, and so do
innovating organizations. For the purposes of the article, author will continue based on 4 broad categories
‘4Ps’ (Francis & Bessant, 2005):

- Product Innovation: changes in the products which an organization offers;
- Process Innovation: changes in the ways in which products are created and delivered;
- Position Innovation: changes in the context in which the products are introduced;

- Paradigm Innovation: changes in the underlying mental models which frame what the organization
does. It suggests how these ‘4Ps’ provide the framework for a map of the innovation space avail-
able to any organization. Examiners and experts have distinguished between different scales
forinnovations. Among that, radical innovation versus incremental innovation, has received much
attention from researchers who are interested in organization redesign and dynamic capability. On
the whole, Innovation could take many forms as Figure 1 shows.

The area indicated by circle is the potential innovation space within that organization can operate and
where it might move in the future. In the article context, this approach can be used to look at where the organi-
zation currently has innovation projects and accordingly let (HRM) construct for innovation strategy. Also, had
the completed 4Ps framework had the effect of enlarging choice of (HRM) to think in a systematic way about
synchronize usinag the innovation capabilities of the organization. Organizations have seen that the scope for
innovation is wide with both incremental and more radical options. Experts have also looked briefly at the
critical role which knowledge plays in managing these different forms. All that provides a feel for what inno-
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Paradigrmmm
{mental model)

vation is and why it matters. But
what author now needs to do
is measure how some (HRM)
functions would sustain the in-
novation process itself. That's
the focus of the rest of article.

Most of the time, innova-
tion takes place within a set of
rules which are clearly under-
stood, and involves players try-
ing to innovate by doing what
they have been doing the 4Ps
but better. Some cope with this
more effectively than others. But occasionally something happens which dislocates this framework and chang-
es the rules of the game. As for granted, these are not every day events, but (HRM) have the elasticity to rede-
fine the space and the boundary conditions; here (HR) is ready to open up new opportunities (Philips et al.,
2006; Leifer et al., 2000; O*Connor et al., 2008). This is a central theme in Schumpeter's theory about innova-
tion and entrepreneurship which he saw as involving a process of ‘creative destruction’ (Schumpeter, Op Cite).

Figure. 1 The 4Ps of Innovation Space

One of the keys to success for an innovation- focused organization is the ability to learn and manage
innovation. So far, innovation is about knowledge; creating new possibilities through combining different
knowledge sets. The process of weaving these different sets together into a successful innovation is one
which takes place under highly uncertain conditions. Managing innovation is about turning these uncer-
tainties into knowledge effectively a balancing act. Organizations also need to recognize that innovation
opportunities change over time. In modern industries like today's biotech, Internet software, Nano materi-
als...etc, there is huge scope for experimentation around new product. But many mature industries tend to
focus more around process innovation or position innovation, looking for ways of delivering products more
cheaply or flexibly, or for new market segments into which to sell them.

Success and Future of (HRM), Innovation, and Entrepreneurship

Author’s position is that, innovation is not a process but an outcome. More precisely; innovation is the
moment of witnessing (HR) behavior as outcome has been changed by a unique event or discover which
is referred to as an innovative object. This position challenges the current understanding of (HRM) toward
innovation and entrepreneurship, as well as the current ecology in which innovation operates in organiza-
tions; its management, methods, functions (policies), and goals.

Before moving to the practical part, author should pause for a moment and delineate what do i mean
by success of the above (trilogy) and what are the future perspectives. One aspect of this question is the
need to measure the overall process rather than its constituent parts. Many successful inventions fail to be-
come successful innovations, even when well planned (Hobday et al., 2005). Equally, innovation alone may
not always lead to business success. Although there is strong evidence to connect innovation with perfor-
mance, success depends on other factors as well. Moreover, there is a need to consider the time perspective.
The real test of innovation success is not a one-off success in the short term but sustained growth through
continuous amelioration and adaptation. Itis relatively simple to succeed once with a lucky combination of
creative ideas and receptive market at the right time, but it is quite another thing to repeat the performance
consistently. In author terms, success relates to the overall (HRM) functions and its ability to contribute ev-
ery time to the next innovation. Only pioneer organizations have the foresight to understand what desires,
wants, and needs are likely to plan next, given the right functions.

In innovation and entrepreneurship concepts, most resources can be purchased when needed. But (HR)
are typically developed internally (even externally) by the organization over time. To have the utmost perfor-
mance of (HR) entails the organization not only to hire today for a task that is required in two or three years,
but also to maintain the value of (HR). So, organizations are involved to keep educating (HR) (Bruton & White,
2011). Hence, the challenge is no longer about adding value, but about creating value. When employing inno-
vation as strategy, (HRM) needs to be less concerned about what people are doing now, and more distressed
about what people are about to do. Based on that, the field of any true business opportunity is in the future.
And any step taken forward a designed future requires agility as a measure of the organization's performance.

Effectively appraising and rewarding performance is central to any valuable and successful (HRM).
Many research evidences suggest that; the organizations that have some sort of performance management
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systems have achieved overall better financial performance than those that have not. There are three ways
of measuring organizational performance. Generally applied measures are: 1.productivity 2.organizational
effectiveness, 3. industry ranking. Here, Peter Drucker (the well-known management guru) was of the view
that an organization’s employees need to see the connection between what they do and the outcomes. But
before followers can see this connection and work toward achieving high performance, managers need to
specify the performance outcomes that will be measured. At this point, there are strengths and weaknesses
in using experience as a way of capturing the most appropriate approach. For that purpose, benchmarking
could present a range of techniques which involve comparisons; for example between two variants of the
same process or two similar activities, so as to provide opportunities for learning (Stapenhurst, 2012). Thus,
it offers a powerful focus for the future of scenarios in capability models.

Research Limitations

Like any human effort, this article has several limitations that must be acknowledged, but at the same
time itinspire some potential pathways for future research.

First, it uses a cross sectional set of data collected at one time to measure the effect between some
(HRM) functions in innovation and entrepreneurship. It might be impact inferences about casual effects
between variables.

Second, the generalizability of the article may be limited because the sample is restricted to emirates
pharmaceutical organizations or organizations that are exposed to U.A.E. management styles so that the
generalizability of the findings might be hindered (Chang & Chen, 2011).

A third limitation is that of adopting only subjective measures of employees reward, benefits, and
recognltlon and organlzatlon innovation and entrepreneurship. This imperfection has been accepted from
prior articles, as it wouldn’t be not an easy to compare objective measures of performance (Aryee et al,,
2012; McClean & Collins, 2011).

Last but not least, a fourth limitation is the duration and destination. 01/09/2018 till 01/08/2019 is
the time limitation. U.A.E. is the destination of field study.

Research Model and Hypotheses

Innovation is inevitability for many organizations to struggle in the current market confusion, and
thus innovation strategies are becoming increasingly crucial for organizations to improve their innovative
performance. Accordingly, measuring the power of link between (HRM) functions on innovation and being
an entrepreneurship is the bed rock of current article.

Hypotheses
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Figure.2 Research Framework
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- H1: Human resource functions (rewards, benefits, & recognition and performance management)
through change acceptance culture have statistically a significance effect on perceived innovations (rad-
ical and incremental) then entrepreneurship. This main hypothesis can be divided into the following:

- H2: Rewards, benefits, and recognition have statistically a moderate effect on perceived innova-
tions (radical and incremental) then entrepreneurship.

- H3: Performance management has statistically a strong effect on perceived innovations (radical
and incremental) then entrepreneurship.

Methodology

Derived from the nature of article and its primary purpose to examine the degrees of effect between
(independent impacts) some functions of (HRM) and (dependent impact) innovation and being an entre-
preneurship to achieve strategic goals of business; The author used both: the descriptive methodology by
reviewing the literature related to article variables, and analytical methodology by analyzing the data col-
lected through questionnaire which was distributed and consisted of two parts:

- Part(A) covered the demographic variables, for instance gender, age, education ...etc.

- Part (B) covered the elements (variables) of research model. The 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 were adopted from (Suhag et al., 2017; Nasser & Abuzaid, 2014).

Data Collection, Sample, and Analysis Technique

The idea behind innovative and entrepreneurial organizations is to support the approach toward:
new, different, and best. In order to accomplish that, data was collected from population of (11) Emirates
pharmaceutical organizations that producing (manufacturing) drugs and medications out of (16) organiza-
tions which located in this industry (sector). Where there is (1) organization rejected due to inaccurate data.

The size of study sample was applied on (106) out of total respondents (121) who are working within
or responsible for: Innovation, (R&D), and (HRM) to have a high level of authenticity. Obviously, overall
response rate was measured (87,6%). Through SPSS/PC v. 21 software data was analyze and then results
are declared in the following tables.

Research Findings
Instrument’s Reliability and Validity

In order to ensure the quality of findings and conclusions of the article, both validity and reliability are
assessed. Table 1 provides the feedback of these tests.

Results demonstrates that all cronbach’s alpha scores > 60%. It mean the internal reliability between
different variables and items were high, stable, and effective (Sekaran & Bougie, 2013). The acceptable re-
sult of reliability analysis allows author to continue research study for further procedure.

Demographical Statistics

The following table 2 helps in explanation respondents frequencies demographically in percentage.

Previous table illustrates that majority of re- Table 1- Reliability and Validity
spondents participated in this study (72,6%) are

Number Cronbach’s Validity

male. Respondents have different age, education, Variables ) M
and experience. Table shows that (29,3%) are below
. R R Rewards, Benefits, and Recog- 0,78 0,88
(25) years age which means emirates pharmaceutical nition 10
organizations are dep’endmg on new blood to sup- Performance Management 5 078 0.88
port the change and innovations. (66%) have only —
o Change Organizational Culture 10 0,86 0,92
graduate background and (34%) are post graduate.
Concepts & Importance of In-
] . 6 0,84 0,91
Data Presentation novation and Entrepreneurship
o o Radical Innovation 5 0,67 0,82
In descriptive examination table 3 mean shows -
h distribution: h Il | Incremental Innovation 5 0,78 0,88
the average distribution; here all values are greater —— Refiabilty and Valdity 5 0.04 097
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than (3). The highest result is referring to rewards,

Table 2- Demographic Statistics

benefits, and recognition variable (4,16). Standard de-

Frequencies Percentage

viation (S.D.) presents the data stretch on or after the

Male 77 72,6
mean. Here.also (S.D)) valugs are posjtive and lower Gender Fernale 29 274
than (1) which mean an obvious consistency from re- <35 EY 393
spondents toward variables. On the other hand, Skew-
. . . Age 26-45 60 56,6
ness and kurtosis shows the normality of data which T s e
range from (-1+1), (-3+3) respectively. Skewness val- T = 6é
ues in this table for all variables lie in among the range .
. . . Education Master 22 20,8
so statistics is usual for these variables and right en-
tered PhD 14 13,2
Supportive 59 55,7
Linear Relationship (Correlation) Test Position ~ Middle/Supervisor 23 21,7
As a general rule, author will adopt the follow- Managerial 24 226
ing classification for power of correlation between 1-4 36 34
variables (Obaid. 2004): Experience 5-8 28 264
< < < < 9-12 8 7,5
[0_|r |[<0.3] Poor [0.3_|r |<0.6] Moderate TP e 321

[0.6§rrxy|S0.8] Good [0.8§1er|£1] Strong

Values of table 4 point out there are positive and significant correlations between (HRM) functions and
innovation & entrepreneurship. A data show clearly there is a positive and strong correlation (0,834) between
the mentioned (HRM) functions and innovation & entrepreneurship. Moreover, there is a positive and mod-

erate correlation (0,560) between re-
wards, benefits, and recognition and

Table 3- Descriptive Examination

achieve innovation and being an en-
trepreneurship. In addition, there is a

positive and good correlation (0,725)
between performance management

and achieve innovation and being an
entrepreneurship. All results disclose

the need for more support toward

(HRM) functions or policies to in-

crease the level and type of innova-

Variables Mean Star‘ldérd Skewness Kurtosis
Deviation

Rewards, Benefits, and Recognition 4,16 ,516 -,068 -422
Performance Management 4,03 ,488 -,043 -949
Change Organizational Culture 4,05 ,521 -,278 14
Cpncepts & Importance 9f Innova- 407 452 -,099 -,709
tion and Entrepreneurship

Radical Innovation 4,01 ,615 -,364 -123
Incremental Innovation 4,07 482 -354 -, 106

tions & entrepreneurship.

Table 4- Linear Correlation Test between Variables

Results of Hypotheses (The Effect
Test)

Innovation & Entrepreneurship

Table 5 shows the positive ef-

fect between independent variable
(HRM) functions and dependent
variable (perceived innovation and
then entrepreneurship) either on the
macro or micro levels. On the macro
level, based on (R?) author can state
(69%) from the variance in the de-
pendent variable could be explained
by the (HRM) functions which tested
in this article. Simultaneously, rest of
the variance (31%) definitely could
be explained by different variables
or functions. This fact is sustained
by other vales such as: the calculated
(F)=(237,693) is greater than the tab-
ulated (F)=(6,964) on the mentioned

el Correlation (R) Sig.
(HRM) Functions (1+2) 0,834** 0,000
1- Rewards, benefits, and recognition 0,560** 0,000
2- Performance management 0,725** 0,000

** Correlation is significant at the (0,01) level and N=106

Table 5- Results of Regression Test between Some (HRM)
Functions Variable and Innovation & Entrepreneurship Variable

Innovation & Entrepreneurship

Variables R2 E F T
* " Calculate Tabulate Calculate Tabulate

(HRM) Functions 1
(2) 0696 o, 237693 6964 0552 15417 2639
I-Rewardsbene- 300 10 u0e Goga 0443 6886 2639
fits, and recognition 104
2-Perf

efformance 5 556 1 115475 6964 0637 10746 2,639
management 104

Significant at the (0,01) level. N=106

319




Measuring the Effect of HRM Functions...

degree of freedom and using the (0,01) level of significance. Another support to the analysis, (B)=(0,552) of
the change in the dependent variable is a result of change in 1 unit of studied functions in (HRM). Last but
not least, the calculated (T) = (15,417) is greater than the tabulated (T)=(2,639) on the mentioned degree of
freedom. On the micro level, if we return to the same table and interpret the rows of each function separate-
ly. Author could logically repeat the same fact which stated: the positive effect is still running between....etc.
But, there is a difference in the positive results of R’ F,B,and T.

Derived from results of table 5, author accepts the null hypothesis:

- H1: Human resource functions (rewards, benefits, & recognition and performance management)
through change acceptance culture have statistically a significance effect on perceived innovations
(radical and incremental) then entrepreneurship. And accepts the hypothesis:

- H2: Rewards, benefits, and recognition have statistically a moderate effect on perceived innova-
tions (radical and incremental) then entrepreneurship. And accepts partially the hypothesis be-
cause the effect was positive and good not strong as proposed earlier:

- H3: Performance management has statistically a strong effect on perceived innovations (radical
and incremental) then entrepreneurship.

Conclusions

This research attempted to fill this gap by analyzing the influence of these (HRM) functions on inno-
vation and entrepreneurship. The findings indicated that rewards, benefits, & recognition and performance
management are significantly related to perceived innovations over time. This suggests that it is important
that creativity and innovation researchers and practitioners examine all functions (policies) and procedures
of (HRM) when conducting article on creativity, innovation, and entrepreneurship.

Managerial Implications and Recommendations

Results from this article have potentially vital implications for future practice and research. The results
argue of examining some functions (or policies) of (HRM) when performing research on achieve innovation
and then entrepreneurship. Therefore, these results provide empirical evidence to the theoretical models
suggesting that innovation and entrepreneurship is impacted by (HRM).

An interesting aspect of the findings and results of this article is a comparison with aforementioned
articles using different models, as well as using participant from a country (U.A.E.) other than western coun-
tries. Thus, the different results generated might also be attributed to these cultural differences.

Based on the results of this article, author can argue that for pharmaceutical organizations to crack down
on all related functions and increase their investment with regards to innovation and entrepreneurship.

The article results show that pharmaceutical organizations need to ensure that rewards, benefits, &
recognition and performance management are designed such that it match really the ability level of innova-
tion plans. This will help ensure that effective (HRMs) have the ability to allocate the required investments
to the related function(s), and utilize the particular output accrued during innovation journey.

Also based upon the results, pharmaceutical organizations could achieve innovations by ensuring that
human resource believe that they have the internal capabilities to successfully learn and freedom to apply
their abilities. Organizational culture should be supportive and learning from mistakes encouragement be-
cause ones problem is another opportunities.

Further Research

As mentioned earlier, without the effective measurement of (HRM) functions from the innovation
context or focus only on some functions the efforts of (HRM) will be general, vague, and outputs are simply
mislead. Because itis no way to cover all functions of (HRM) as it deserve in single article, author already
tested the rest functions in separate articles. Future research should examine pre and post application of
(HRM) functions from innovation perspective in a similar article in order to determine if the functions pre-
diction would provide same or better results.
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