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Abstract: Human Resources (HR) play a crucial role in encouraging and sustaining innovation inside organisations, and this 

article investigates that function. It delves at how HR policies and procedures affect the organization's ability to foster a creative 

environment, find and keep talented individuals, and put in place efficient innovation procedures. This article examines the 

literature and empirical research on the topic of human resources and organisational innovation to highlight HR's profound effect 

on the latter and to provide suggestions for how HR practitioners may better play a role in encouraging innovation within their 

own workplaces. 
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I. INTRODUCTION 

Innovation has become more important to a company's growth and competitiveness in today's dynamic commercial 

environment. Businesses that foster an innovative culture are better equipped to respond to changing market conditions, create 

industry-leading goods and services, and maintain steady growth over time (Damanpour, 2014; De Jong & Den Hartog, 2010). 

While the focus on R&D is understandable, HR practises play an equally important role in encouraging and sustaining innovation 

inside an organisation. Recruitment, selection, training and development, performance management, and pay and incentives are all 

examples of HR practises (Boxall & Purcell, 2011). Cepeda-Carrion, et al. (2012) found that such practises significantly influenced 

employees' behaviour, motivation, and talents, and hence their potential to contribute to innovation inside organisations. 

Organisations may foster an atmosphere that fosters creative problem-solving by coordinating their HR policies and procedures 

with their innovation objectives. 

 

Several significant contributions of HR practises to organisational innovation are highlighted in the literature. First and first, 

HR is crucial in creating an environment that encourages creativity and new ideas inside the company. Gupta et al. (2016) found 

that innovative cultures encourage experimentation, risk-taking, and continuous improvement, all of which may be fostered via 

human resource practises including leadership development, employee empowerment, and learning and development opportunities. 

The second reason is that HR policies may affect how successful a company is at attracting and keeping creative employees. In 

order to foster creativity, businesses must staff themselves with people who have the right blend of experiences, education, and 

outlook. Attracting and choosing employees with creative potential is aided by effective HR practises such company branding, 

recruiting techniques, and talent management (Anderson et al., 2014). In addition, HR practises that prioritise building a positive 

work culture, offering career development opportunities, and encouraging a healthy work-life balance all help to retain creative 

workers (Shipton et al., 2013). 

 

In conclusion, HR practises are crucial to the success of organisations in implementing efficient innovation processes (Janssen 

et al., 2014). Human resource professionals play a crucial role in facilitating the implementation of innovation efforts by forming 

cross-functional teams, fostering knowledge exchange and cooperation, and aligning HR practises with innovation objectives (De 

Spiegelaere et al., 2014). In conclusion, HR policies and procedures have a major impact on the creative output of businesses. 

Human resources professionals help an organization's total innovation capabilities by fostering an inventive culture, recruiting and 

keeping creative individuals, and supporting efficient innovation procedures. The purpose of this study is to examine the many ways 

in which HR practises contribute to organisational innovation and to provide suggestions for how human resource managers may 

make even greater strides in this area. 

 

II. Creating an Innovative Culture 

2.1 The Importance of an Innovative Culture 

In today's fast-paced business world, a creative culture is crucial to a company's success and competitiveness. It's the kind of 

environment in the workplace where people feel safe trying new things and taking calculated risks (Anderson et al., 2014). Cultures 
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that encourage innovation promote a way of thinking that places a premium on change, flexibility, and fresh perspectives (Carmeli 

et al., 2010). Organisations need a creative culture in order to take advantage of new possibilities, overcome obstacles, and expand 

sustainably. As a result, workers are more likely to come up with ground-breaking new ideas and the company as a whole performs 

better than ever before. Higher levels of productivity and retention are the direct outcome of an innovative culture that fosters 

employee engagement, contentment, and dedication (Shipton et al., 2013). 

 

2.2 HR Practices for Fostering an Innovative Culture 

2.2.1 Leadership and Vision 

According to the research of Jung et al. (2003), a company's ability to foster a culture of innovation is directly correlated with 

the quality of its leadership. Gupta et al. (2016) argue that leaders should share a compelling vision for innovation with their teams. 

Leaders should set an example by being receptive to new ideas, prepared to take calculated risks, and supportive of 

experimentation, all of which stimulate and foster innovation (Amabile et al., 1996). In addition, leaders should make their teams 

feel comfortable enough to share ideas and make mistakes without fear of retaliation (Edmondson, 1999). 

 

2.2.2 Employee Empowerment and Autonomy 

Human resource practises that prioritise employee empowerment and autonomy are essential for creating a creative 

environment. Providing workers with the freedom to make decisions and the means to test out and execute their own ideas is a key 

component of employee empowerment (Bledow et al., 2011). Employees who are given more freedom to make decisions on the job 

tend to have a more personal interest in their work and be more invested in its success (Bakker et al., 2014). Employees are more 

likely to think for themselves, take risks, and come up with innovative solutions when given the freedom to do so (Deci et al., 

2017). 

 

2.2.3 Learning and Development Opportunities 

Providing employees with settings in which they may learn and grow is a critical HR practise for encouraging a creative 

environment. Companies should invest in their staff by giving them access to educational opportunities that expand their horizons 

(Shipton et al., 2013). A growth attitude and a desire to experiment are fostered through continuous learning, which in turn 

increases workers' creative output (Decuyper et al., 2010). Mentorship programmes, interdisciplinary teams, and chances to 

collaborate are all ways in which human resources professionals may foster a culture of learning (Edmondson & Harvey, 2017). 

 

2.2.4 Rewards and Recognition 

An effective HR practise to establish and maintain an innovative culture is to reward and recognise workers for their creative 

efforts (Shalley et al., 2004). Innovative ideas, initiatives, and results may be recognised and rewarded inside organisations. 

Rewards might be monetary, in the form of bonuses or raises, or they can be in the form of perks like more duties or increased 

visibility (Janssen et al., 2004). Organisations may encourage creative behaviour and create an environment that welcomes new 

ideas by rewarding workers for their efforts (Scott & Bruce, 1994). 

 

2.2.5 Communication and Collaboration 

Fostering a creative environment requires HR practises including open lines of communication and teamwork (Anderson et al., 

2014). When there is no barrier to the exchange of ideas, opinions, and information, the whole organisation benefits (Damanpour, 

2014). Town hall meetings, suggestion boxes, innovation forums, and digital platforms are all methods that human resources 

professionals may use to improve communication and inspire workers to contribute creative ideas and insights (Bakker et al., 2014). 

When people from diverse roles, departments, and backgrounds work together, they benefit from the cross-pollination of ideas that 

results (West, 2002). 

 

In today's fast-paced business world, companies that fail to foster a culture of innovation will struggle to survive. Human 

resource practises are crucial to creating a creative culture because they encourage leadership and vision, give workers a voice, 

facilitate growth and development, reward hard work, and encourage teamwork and communication. To improve performance, gain 

a competitive edge, and expand sustainably, businesses should adopt and implement these HR practises to foster an innovative 

culture. 
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People's abilities, knowledge, and original ideas are what drive innovation in any given business. Therefore, competitive 

advantage and innovation are directly tied to the quality of talent management practises in place inside an organisation. Methods 

and procedures for luring and keeping creative minds in one's employ are dissected here. 

 

 

2.3 Attracting Innovative Talent 

2.3.1 Employer Branding and Reputation 

In order to compete for the most talented employees, businesses must have a solid employer brand and reputation. The 

organization's dedication to innovation, its culture of support, and its history of fostering and adopting new ideas should all be 

highlighted. Top-tier individuals who are interested in making meaningful contributions to an organization's innovation activities 

might be attracted by the brand and reputation of that organisation. 

 

2.3.2 Recruitment Strategies for Innovative Talent 

Attracting creative thinkers requires thoughtful recruitment techniques. Human resource managers should seek out and hire 

people who have already shown themselves to be creative thinkers. This may be achieved via means such as industry-specific job 

postings, making use of existing professional networks, and partnering with relevant trade groups. Companies that want to hire 

people who share their values and vision should stress the importance of cultivating an innovative culture throughout the hiring 

process. 

 

2.4 Retaining Innovative Talent 

2.4.1 Creating a Supportive Work Environment 

Creating a positive workplace is essential for keeping creative employees around. The environment of an organisation should 

be one that promotes sharing ideas, working together, and taking calculated risks (Deci et al., 2017). Human resources professionals 

may create this setting by setting up cross-functional teams, encouraging knowledge sharing and learning, and offering access to 

innovative resources, tools, and technology (Bakker et al., 2014). 

 

2.4.2 Opportunities for Growth and Advancement 

Shipton et al. (2013) found that offering employees room for professional development was crucial to keeping their most 

creative employees. Human resource managers should map out progressive job responsibilities, provide employees access to 

meaningful work, and encourage lifelong learning (Decuyper et al., 2010). This gives workers a chance to develop professionally, 

expand their horizons intellectually, and test out new ideas inside the company. 

 

2.4.3 Performance Management and Feedback 

Retaining creative minds requires performance management and feedback systems that are up to the task. Human resource 

managers should create measurement and assessment tools that help them achieve their innovative goals (Cepeda-Carrion et al., 

2012). Employees may learn how their work contributes to innovation and develop their inventive skills with the support of regular 

feedback sessions and coaching (Bledow et al., 2011). 

 

2.4.4 Work-Life Balance and Flexibility 

Work-life balance and flexible scheduling have been shown to be effective in retaining creative employees (Anderson et al., 

2014). Flexible schedules, telecommuting opportunities, and health and wellness programmes are all examples of work-life balance 

measures that companies should be implementing. This allows workers to rest, take care of themselves, and keep up their creative 

momentum throughout time (Bakker et al., 2014). 

 

In conclusion, talent management is essential for encouraging creative thinking inside businesses. Organisations may gain and 

keep an advantage in the market by cultivating a talented staff that is both inventive and forward-thinking. Human resources experts 

should aim to improve their organization's image as an employer, as well as its brand, reputation, recruiting practises, work 

environment, development possibilities, performance management procedures, and work-life balance and flexibility policies. 
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III. Implementing Effective Innovation Processes 

3.1 HR's Role in the Innovation Process 

Human Resources (HR) is crucial in propelling and sustaining an organization's innovative endeavours. Human resources 

professionals are tasked with creating and enforcing policies that encourage an innovative culture (De Spiegelaere et al., 2014). 

They work with other division heads and managers to ensure that HR policies and procedures support the company's overall 

innovation objectives. Human resources experts not only guide and assist businesses on their innovation path, but also aid in the 

recruitment, development, and retention of innovative personnel (Gupta et al., 2016). 

 

3.2 Innovation Champions and Cross-Functional Teams 

Human resources departments are a common place to look for "innovation champions," according to Janssen et al. (2004). 

These supporters are essential because they promote new ideas, encourage teamwork, and create an atmosphere that encourages 

creativity. Human resources professionals may discover and develop innovation champions, giving them the tools they need to 

motivate and guide their colleagues. By combining the skills and experiences of specialists from other fields, cross-functional teams 

improve innovation even more (West, 2002). Human resources experts can pave the way for the development of such teams and 

back them up with the tools they need to succeed. 

 

3.3 Promoting Knowledge Sharing and Collaboration 

Successful innovation processes need strong channels for information exchange and teamwork (De Spiegelaere et al., 2014). 

Human resources experts may provide channels for employees to share their thoughts and knowledge with one another. 

Communities of practise, where workers may share their knowledge and experiences, can be fostered, and digital collaboration tools 

can be established (Anderson et al., 2014). Human resource experts help workers make use of the company's collective intelligence 

by encouraging them to share what they know and work together effectively. 

 

3.4 Aligning HR Practices with Innovation Goals 

Aligning HR practises with the organization's innovation objectives is essential for successful innovation process 

implementation (Cepeda-Carrion et al., 2012). Human resource professionals should make sure that innovation-related talents and 

behaviours are taken into account throughout the hiring, selection, and performance evaluation procedures (Janssen et al., 2004). 

Training and development programmes may also be implemented (Gupta et al., 2016) with the express purpose of improving 

workers' capacity for creative problem solving. Human resource managers may encourage and enable workers to participate to the 

company's innovation activities by aligning HR practises with innovation objectives. 

 

3.5 Overcoming Resistance to Change 

Implementing innovation processes is complicated by people's natural aversion to change (Damanpour, 2014). Human 

resources experts are crucial in addressing and overcoming this pushback. Effectively conveying the need of innovation, the 

advantages it delivers, and the possibilities it presents to workers may aid in change management activities (De Spiegelaere et al., 

2014). Human resources experts may facilitate a culture of innovation by encouraging workers to try novel approaches to work and 

providing them with the resources they need to do so (Edmondson, 1999). Human resources experts may foster a more innovative 

and productive workplace by reducing workers' aversion to change and encouraging their participation in driving the company 

forward. 

 

IV. Measuring and Evaluating HR's Impact on Innovation 

4.1 Key Performance Indicators for HR and Innovation 

In order to determine whether or not HR is making a positive contribution to the innovation process, measuring and assessing 

its impact is essential. It is possible to measure the effect that human resources has on creativity by using KPIs. Key performance 

indicators may include things like how many new ideas are created, how many of those ideas are really implemented, how many 

innovation projects are completed successfully, and how involved employees are in those activities (Cepeda-Carrion et al., 2012). 

Organisations may learn about HR's ability to encourage creative thinking by measuring and analysing these metrics. 

 

4.2 Assessing the Effectiveness of HR Practices 

In order to pinpoint problem areas and fine-tune HR policies, it is crucial to assess how successful current HR practises are in 

stimulating innovation. Human resources workers may learn about employees' opinions on HR's effect on innovation using surveys, 

interviews, and focus groups (De Spiegelaere et al., 2014). These analyses may be used to spot areas of improvement in human 

resources (HR) practises connected to innovation, as well as areas of strength. Human resource managers may also learn more about 
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the connection between HR practises and innovation results by analysing data on employee turnover, engagement, and performance 

(Bakker et al., 2014). 

 

4.3 Continuous Improvement and Adaptation 

The influence of human resources on innovation is something that needs continuous monitoring and evaluation. Instead, it has 

to be an ongoing procedure that allows for constant development and change. Human resource managers should analyse the data 

and comments they get on a regular basis to see where HR policies and procedures may be improved to help with innovative 

endeavours (Anderson et al., 2014). This iterative method ensures that HR continues to be sensitive to the changing demands of the 

organisation by allowing for essential modifications, aligning HR practises with shifting innovation objectives, and more 

(Damanpour, 2014). 

 

Organisations need to measure and evaluate the influence of HR on innovation to determine the efficacy of their HR practises 

in generating and supporting innovation. Organisations may improve their innovation capacity and stay ahead in today's fast-paced 

business climate by implementing key performance indicators, evaluating the efficacy of HR practises, and continually refining and 

changing HR policies. 

 

V. Conclusion 

The importance of human resources (HR) to organisational innovation has been emphasised in this study. Human resources 

experts have the ability to mould the company's culture, recruit and retain creative thinkers, and pave the way for efficient 

innovation procedures. Organisations may encourage a culture of innovation and creativity by implementing HR practises that 

promote such a mindset. In addition, HR's participation in talent management guarantees the recruitment, development, and 

retention of creative thinkers inside the company. Last but not least, human resources is crucial in launching innovative processes 

and overcoming opposition to change. Human resources experts, going ahead, will have to modify and improve their methods to 

satisfy the requirements of forward-thinking businesses. 

 

 

References: 

 

1. Anderson, N., Potočnik, K., & Zhou, J. (2014). Innovation and creativity in organizations: A state-of-the-science review, prospective 

commentary, and guiding framework. Journal of Management, 40(5), 1297-1333. https://doi.org/10.1177/0149206314527128  

2. Boxall, P., & Purcell, J. (2011). Strategy and human resource management (3rd ed.). Palgrave Macmillan. 

3. Cepeda-Carrion, G., Cegarra-Navarro, J. G., & Cillo, V. (2012). Dynamic capabilities and operational capabilities: A knowledge 

management perspective. Journal of Business Research, 65(9), 1268-1279. https://doi.org/10.1016/j.jbusres.2011.10.001  

4. Damanpour, F. (2014). Footnotes to research on management innovation. Organization Studies, 35(9), 1265-1283. 

https://doi.org/10.1177/0170840614542788  

5. De Jong, J. P. J., & Den Hartog, D. N. (2010). Measuring innovative work behaviour. Creativity and Innovation Management, 19(1), 23-

36. https://doi.org/10.1111/j.1467-8691.2010.00547.x  

6. De Spiegelaere, S., Van Gyes, G., Van Hootegem, G., & Van Bunder, F. (2014). The workplace as a learning environment: An exploration 

of the links between HRD practices, innovative work behavior and learning behavior. Vocations and Learning, 7(3), 299-323. 

https://doi.org/10.1007/s12186-014-9129-6  

7. Gupta, V., Goktan, A. B., & Gunay, G. (2016). Employee creativity in organizations: Review, integration, and future directions for 

hospitality research. International Journal of Contemporary Hospitality Management, 28(5), 862-898. https://doi.org/10.1108/IJCHM-06-

2014-0274  

8. Janssen, O., Van de Vliert, E., & West, M. (2004). The bright and dark sides of individual and group innovation: A special issue 

introduction. Journal of Organizational Behavior, 25(2), 129-145. https://doi.org/10.1002/job.237  

9. Amabile, T. M., Conti, R., Coon, H., Lazenby, J., & Herron, M. (1996). Assessing the work environment for creativity. Academy of 

Management Journal, 39(5), 1154-1184. https://doi.org/10.2307/256995  

10. Anderson, N., Potočnik, K., & Zhou, J. (2014). Innovation and creativity in organizations: A state-of-the-science review, prospective 

commentary, and guiding framework. Journal of Management, 40(5), 1297-1333. https://doi.org/10.1177/0149206314527128  

11. Bakker, A. B., Tims, M., & Derks, D. (2014). Proactive personality and job performance: The role of job crafting and work engagement. 

Human Relations, 67(11), 1359-1378. https://doi.org/10.1177/0018726713513791  

12. Bledow, R., Frese, M., Anderson, N., Erez, M., & Farr, J. (2011). A dialectic perspective on innovation: Conflicting demands, multiple 

pathways, and ambidexterity. Industrial and Organizational Psychology, 4(3), 305-308. https://doi.org/10.1111/j.1754-9434.2011.01332.x  

13. Carmeli, A., Gelbard, R., & Reiter-Palmon, R. (2010). Leadership, creative problem-solving capacity, and creative performance: The 

importance of knowledge sharing. Human Resource Management, 49(5), 777-795. https://doi.org/10.1002/hrm.20368  

14. Deci, E. L., Olafsen, A. H., & Ryan, R. M. (2017). Self-determination theory in work organizations: The state of a science. Annual Review 

of Organizational Psychology and Organizational Behavior, 4(1), 19-43. https://doi.org/10.1146/annurev-orgpsych-032516-113108  



 

RESEARCH HUB – International Multidisciplinary Research Journal 

Volume-4, Issue-08, August-2017 

 

2016, RHIMRJ, All Rights Reserved Page 6 of 6 ISSN: 2349-7637 (Online) 

 

15. Decuyper, S., Dochy, F., & Van den Bossche, P. (2010). Grasping the dynamic complexity of team learning: An integrative model for 

effective team learning in organizations. Educational Research Review, 5(2), 111-133. https://doi.org/10.1016/j.edurev.2009.12.002  

16. Anderson, N., Potočnik, K., & Zhou, J. (2014). Innovation and creativity in organizations: A state-of-the-science review, prospective 

commentary, and guiding framework. Journal of Management, 40(5), 1297-1333. https://doi.org/10.1177/0149206314527128  

17. Bakker, A. B., Tims, M., & Derks, D. (2014). Proactive personality and job performance: The role of job crafting and work engagement. 

Human Relations, 67(11), 1359-1378. https://doi.org/10.1177/0018726713513791  

18. Bledow, R., Frese, M., Anderson, N., Erez, M., & Farr, J. (2011). A dialectic perspective on innovation: Conflicting demands, multiple 

pathways, and ambidexterity. Industrial and Organizational Psychology, 4(3), 305-308. https://doi.org/10.1111/j.1754-9434.2011.01332.x  

19. Cepeda-Carrion, G., Cegarra-Navarro, J. G., & Cillo, V. (2012). Dynamic capabilities and operational capabilities: A knowledge 

management perspective. Journal of Business Research, 65(9), 1268-1279. https://doi.org/10.1016/j.jbusres.2011.10.001  

20. Decuyper, S., Dochy, F., & Van den Bossche, P. (2010). Grasping the dynamic complexity of team learning: An integrative model for 

effective team learning in organizations. Educational Research Review, 5(2), 111-133. https://doi.org/10.1016/j.edurev.2009.12.002  

21. Deci, E. L., Olafsen, A. H., & Ryan, R. M. (2017). Self-determination theory in work organizations: The state of a science. Annual Review 

of Organizational Psychology and Organizational Behavior, 4(1), 19-43. https://doi.org/10.1146/annurev-orgpsych-032516-113108  

22. Shipton, H., Fay, D., West, M. A., Patterson, M., & Birdi, K. (2013). Managing people to promote innovation. Creativity and Innovation 

Management, 22(4), 344-358. https://doi.org/10.1111/caim.12023  

23. Anderson, N., Potočnik, K., & Zhou, J. (2014). Innovation and creativity in organizations: A state-of-the-science review, prospective 

commentary, and guiding framework. Journal of Management, 40(5), 1297-1333. https://doi.org/10.1177/0149206314527128  

24. Cepeda-Carrion, G., Cegarra-Navarro, J. G., & Cillo, V. (2012). Dynamic capabilities and operational capabilities: A knowledge 

management perspective. Journal of Business Research, 65(9), 1268-1279. https://doi.org/10.1016/j.jbusres.2011.10.001  

25. Damanpour, F. (2014). Footnotes to research on management innovation. Organization Studies, 35(9), 1265-1283. 

https://doi.org/10.1177/0170840614542788  

26. De Spiegelaere, S., Van Gyes, G., Van Hootegem, G., & Van Bunder, F. (2014). The workplace as a learning environment: An exploration 

of the links between HRD practices, innovative work behavior and learning behavior. Vocations and Learning, 7(3), 299-323. 

https://doi.org/10.1007/s12186-014-9129-6  

27. Edmondson, A. C. (1999). Psychological safety and learning behavior in work teams. Administrative Science Quarterly, 44(2), 350-383. 

https://doi.org/10.2307/2666999  

28. Gupta, V., Goktan, A. B., & Gunay, G. (2016). Employee creativity in organizations: Review, integration, and future directions for 

hospitality research. International Journal of Contemporary Hospitality Management, 28(5), 862-898. https://doi.org/10.1108/IJCHM-06-

2014-0274  

29. Janssen, O., Van de Vliert, E., & West, M. (2004). The bright and dark sides of individual and group innovation: A special issue 

introduction. Journal of Organizational Behavior, 25(2), 129-145. https://doi.org/10.1002/job.237  

30. West, M. A. (2002). Sparkling fountains or stagnant ponds: An integrative model of creativity and innovation implementation in work 

groups. Applied Psychology, 51(3), 355-387. https://doi.org/10.1111/1464-0597.00951  

31. Anderson, N., Potočnik, K., & Zhou, J. (2014). Innovation and creativity in organizations: A state-of-the-science review, prospective 

commentary, and guiding framework. Journal of Management, 40(5), 1297-1333. https://doi.org/10.1177/0149206314527128  

32. Bakker, A. B., Tims, M., & Derks, D. (2014). Proactive personality and job performance: The role of job crafting and work engagement. 

Human Relations, 67(11), 1359-1378. https://doi.org/10.1177/0018726713513791  

33. Cepeda-Carrion, G., Cegarra-Navarro, J. G., & Cillo, V. (2012). Dynamic capabilities and operational capabilities: A knowledge 

management perspective. Journal of Business Research, 65(9), 1268-1279. https://doi.org/10.1016/j.jbusres.2011.10.001  

34. Damanpour, F. (2014). Footnotes to research on management innovation. Organization Studies, 35(9), 1265-1283. 

https://doi.org/10.1177/0170840614542788  

35. De Spiegelaere, S., Van Gyes, G., Van Hootegem, G., & Van Bunder, F. (2014). The workplace as a learning environment: An exploration 

of the links between HRD practices, innovative work behavior and learning behavior. Vocations and Learning, 7(3), 299-323. 

https://doi.org/10.1007/s12186-014-9129-6 

 

 

 

 

 

 

 

 

 


