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BACKGROUND AND OBJECTIVES: Today, creative and innovative human resources play a
crucial role in the optimal performance and achievement of long-term goals of organizations.
Therefore, organizations must use different methods to lay the groundwork for innovative
activities, one of the most important of which is the use of strategic human resource
management measures. Therefore, the purpose of this study is to design a model of strategic
human resource management with the approach of promoting innovation in Municipality of
Tehran.
METHODS: The present study from the purpose point of view is applied-development
study and is in the mixed research category. In the qualitative stage of the research, the
theme analysis method was used. Participants in the present study included 13 university
professors and 19 senior managers of Tehran Municipality, who were interviewed to the
point of saturation. Based on the results of the qualitative stage of the study, a model for
strategic human resource management with the approach of promoting innovation capability
was designed. In a quantitative step, in order to validate the model, the structural equation
modeling method and smartPLS software were used. For this purpose, 169 managers and
experts working in Municipality of Tehran, who were randomly selected were interviewed
using a questionnaire.
FINDINGS: Based on the findings, the relationship between strategic human resource
management subsystems; including employee recruitment, supply and adjustment
system, performance management system, human resource development system, service
compensation and reward system, job analysis and design system, talent and succession
management system and employee relations and innovation management system were
approved. Also, the results showed that the coefficient of determination for the variable
of strategic human resource management was 0.649 and for the variable of innovation
capability improvement was 0.578 which were significant. Therefore, it can be concluded
that 57.8% of changes in innovation capability can be predicted by strategic human resource
management measures.
CONCLUSION: The results showed that by using the capacity of strategic human resource
management subsystems, innovation capability and innovative performance in Municipality
of Tehran and the results of the research, in general, can be applied to organizational units
with almost similar and with the same structure and missions.

DOI: 10.22034/IJHCUM.2021.04.10

©2021 IJHCUM. All rights reserved.

NUMBER OF REFERENCES

NUMBER OF FIGURES

NUMBER OF TABLES

51

3

4

*Corresponding Author:
Email: mosakhani@qiau.ac.ir
Phone: +98 09123813614
Note: Discussion period for this manuscript open until January 1, 2022 on IJHCUM website at the “Show Article.

S. Amani et al.

INTRODUCTION
Today, the occurrence of crises such as accidents,
floods and earthquakes, and the spread of infectious
diseases such as Covid-19 disease, has increased the
attention of employees as important stakeholders
of organizations. Organizations that fail to strike
the right balance between short-term financial
results and employee needs, damage the interests
of employees and the organization (Collins, 2021).
Therefore, long-term goals and benefits need to
be considered in Human Resource Management
(HRM) planning to deal with the future crises. The
concept of “Strategic Human Resource Management
(SHRM)” refers to the fact that in order to gain a
competitive advantage, the organization must look
at employees as the company’s top asset and have
long-term plans for their development (Singh, 2018;
Nemati and hasani, 2015). SHRM plays a pivotal
role in creating an environment that fosters human
capital for new job behaviors and leadership skills
in creative problem solving (Marchington, 2015).
SHRM not only deals with the relationship HRM and
strategic management in the organization, but also
with the needs of human capital and also handle the
development of process capabilities (ie. the ability to
do things efficiently). In general, SHRM pays attention
to any major human issues that affect or are affected
by the strategic plan of the organization (Tooranloo
et al., 2017). According to Chen and Huang (2009),
strategic human resource actions can strongly
influence the company’s innovation performance.
They believed that when companies decide to
develop their innovative activities, they typically
face relatively higher uncertainty, risk, and instability
in the innovation process. For example, using an
innovation-based recruitment and selection process
often plays a key role in ensuring that talented groups
of innovation-based individuals are selected to ensure
organizational competitiveness (Farouk et al., 2016).
Or a reward system can promote innovation in an
organization (Abbasi and Rana 2012). Also, intangible
incentives can be used to encourage employees to
create and share innovative ideas (Tsai, 2017; Goope
et al., 2018). Researchers in SHRM have argued that
human resource strategies have the potential to
lead to a competitive advantage by creating unique
and valuable employee-based resources. There is
strong empirical evidence that Human Resource (HR)
strategies have a significant and positive relationship
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with higher levels of firm performance through impact
on human resources (Collins, 2021). The functions of
strategic human resource management mean that
organizations can influence the skills, attitudes and
behaviors of employees appropriate to their job to
achieve organizational goals (Collins and Clark, 2003).
SHRM plays a pivotal role in creating an environment
that nurtures human capital for new job behaviors
and leadership skills in creative problem-solving
(Marchington, 2015). Strategic human resource
management in government organizations is critical
to changing the role of government and individuals
in the public sector. Comprehensive human resource
strategies are needed to seize new opportunities and
ensure that government duties and responsibilities
are performed to the highest professional standards
(Jarvalt and Liiv, 2010). The strategic management
literature also recognizes innovation as a vital
factor for organizations and companies to create
value and maintain a competitive advantage in
an increasingly complex and rapidly changing
environment. Innovation initiatives strongly depend
on the knowledge, expertise and commitment of
employees as key inputs in the value creation process
(Subramaniam and Youndt, 2005). Skarzynski and
Gibson (2008) explained that in order to achieve
good innovation performance, a company needs to
be able to innovate. The same view was put forward
by Davila and Penalva (2006) which shows the need
for firms to develop innovation capabilities based
on positive behavior, competence and motivation of
management and staff to achieve good innovation.
Achieving innovation capability is not a chance but it
is necessary for the organization to pursue innovation
as part of its strategy (Zawislak et al., 2013). Therefore,
in this research, an attempt has been made to create
an innovation capability in the Municipality of Tehran
based on the use of SHRM. Today, various units are
responsible for managing public affairs and providing
needs and services to community members. Nongovernmental public organizations are among the
newest institutions that have been created as a new
phenomenon in public administration and show the
high level of decentralization in public administration,
which has been established with the aim of providing
some special public services with independence and
freedom of action. Article 5 of the General Accounting
Law of the country, approved on 3.26.1987, defines
this type of institutions: “According to this law, non-
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governmental public institutions and organizations
are specific organizational units that are formed or
are formed with the permission of the law, in order to
perform duties and services that have a public aspect
“(Iran General Accounting Law of the country, 1987).
Pursuant to a note of an accounting law, the law on
the list of non-governmental public institutions was
approved by the parliament on 7.10.94, according
to which 10 organizations and their affiliated
institutions, including municipalities, were recognized
as non-governmental public institutions (Resolutions
of the Shura Council, 1994). Although many measures
have been taken in the Municipality of Tehran to
promote staff creativity and innovation, but so far
the capacity of SHRM has not been used to promote
innovative activities. However, national and scientific
research has no answer in this regard and has only
examined the relationship between the two variables
of strategic human resource management and
innovation. However, there are questions in this area,
some of which are: What are the drivers of innovation
in the Municipality of Tehran? Which subsystems of
human resources and promoting innovation, and are
there a significant relationship? What factors affect
strategic human resource management subsystems?
And similar issues like what have been mentioned.
Therefore, the main purpose of this study in order
to fill the existing research gap and create scientific
and practical results, is to design a model of strategic
human resource management with the approach of
promoting innovation in the Municipality of Tehran.
Theoretical Foundations
Strategic human resource management examines
the relationship between HRM and strategic
management, as well as the need for human capital
and the development of process capabilities and
the ability to carry out activities efficiently (Ren and
Jackson, 2019). SHRM is the use of new techniques
and methods by which the organization responds well
to unstable environmental conditions and mobilizes
human resources on the path to competitive
advantage (Bamberger et al., 2014). This method
of management refers to the relationship between
HRM and short-term and long-term strategic goals
to improve company performance and create
organizational culture, based on which flexibility
and innovation can be strengthened (Zabihi et al.,

2017). The common ground of the SHRM literature is
a set of activities that provide employees with skills,
information, motivation, and independence, and lead
to a competitive advantage in the workforce (Soo et
al., (2017). Strategic human resource activities are
those that are empirically or theoretically related
to the performance of the organization (Delery and
Gupta, 2016). The operational measures of strategic
human resource management (dependent variable)
are: (1) job analysis and design; (2) human resource
planning; (3) recruitment / selection; (4) education
and development; (5) service compensation; (6)
performance management; and (7) employee relations
(Obeidat, 2016). On the other hand, innovation is
considered the key to winning the competition by
creating new ideas (Samuel et al., 2017). Innovation
in organizations is primarily an issue related to human
factors. Because it is these employee who develop
and implement ideas, innovation will depend on
effective HRM (Kiantoa et al., 2017). Innovation
requires infrastructure that can be categorized into
potential and actual groups. Its potential group is
called “Innovation Capacity” and its genuine part is
called “Innovation Capability”. Innovation capacity
is the continuous improvement of the organization’s
capabilities to create opportunities for innovation
in the product and product production processes
(Morel and Boly, 2006). Innovation capacity is the
continuous improvement of the organization’s ability
to create opportunities for innovation in the product
and product production processes itself (Morel and
Boly, 2006). Innovation capacity means the potential
capacity of the firm to carry out innovative activities,
including the introduction and supply of new tasks,
new procedures and processes with new ideas in
relation to the organization (Koc and Ceylan, 2007). In
other words, innovation capacity can be considered
as a set of resources, capabilities and dynamic
capabilities dedicated to the innovation process
(Pierre and Fernandez, 2018). Innovation capacity
coordinates and develops the enterprise innovation
process. It also allows the firm to generate output
through the inputs of the innovation process (Boley
et al., 2014). Given the role that SHRM measures can
play in promoting innovation capability, this study
seeks to provide a model of strategic human resource
management with the approach of promoting
innovation in Municipality of Tehran.

499

Strategic management of human resources

Literature review
The subject of the present study has been
considered in a number of national and international
researches. Azizi et al. (2021) in a research
examined innovative HRM strategies during
COVID-19, and the results showed that innovative
human resource management strategies include:
flexibility, strengthening internal efficiency, talent
identification and making innovative changes based
on organizational evaluation and the needs of job
activities. The findings of Coster and Banda (2020)
showed that innovative HRM is a good predictor
of organizational innovation. Findings of Riana et
al. (2020) proved that HRM significantly affects
organizational performance and innovation, and it
was found that innovation can improve organizational
performance. The results of Singh (2018) research also
showed that strategic human resource management
affects the performance of innovation while,
knowledge management capacity is acting as the
mediating variable. Aryanto et al. (2015) determined
that strategic human resource management
practices have a positive relationship with innovation
capability, which in turn has a positive effect on
innovation performance. Therefore, SHRM can be a
good predictor of a company’s innovation capability.
Mehmood et al, (2017) research findings showed that
there is a correlation between the implementation of
strategic human resource management measures
in an organization, innovative activity and gaining a
competitive advantage. The outcome of Uslu (2015)
research showed that strategic human resource
management measures directly affect the innovative
behaviors of employees and the culture of innovation
in the organization, strengthens employee innovation.
Minavand and Lorkojori (2013) in a research concluded
that the three variables of strategic human resource
management, innovation and company performance
are strongly related. This finding suggests that
implementing a strong SHRM system in a firm, can
ensure successful innovation measures as well as
optimal overall performance. Mitchell et al. (2013)
showed that high-performance human resource
actions mediate between the strategic performance
of human resources and show that professional
human resources as a strategic partner increase
the legitimacy of human resource actions and also
provides facilitate resources. Jiang et al. (2012)
proved that the four functions of human resources

recruitment, reward, job design and teamwork are
positively related to employee creativity; while
training and performance appraisal were not. The
results of Kasirloo and Naami (2020) research
indicate a very strong relationship between strategic
human resource management and its dimensions
with organizational performance in a bank. Findings
of Hamidianpour and Haidari (2019) also showed that
SHRM has a positive effect on innovation capacity
and also strategic human resource management
through organizational learning also has an impact on
innovation capacity. In the research of Aghayei and
Kavousi (2019), the results showed that the three
dimensions of organizational culture, leadership,
organizational transformation and strategic planning
are effective in the development of strategic human
resource management in Travel agency.
According to the findings of Soomro et al.
(2020), strategic human resource management has
a significant effect on organizational performance as
well as organizational innovation and organizational
innovation on organizational performance. The results
of Taheriattar and Rostam Lou (2018) determined
that human resource management functions have a
positive and direct effect on employee creativity and
employee creativity has a direct and positive effect
on product innovation as well as process innovation.
Zabihi et al. (2017), in their research, discovered the
contingency factors of strategic human resource
management and identified effective human
resource measures based on it. The research findings
indicate the existence of two categories of external
and internal contingency factors. Rostamzadeh et al.
(2016) also presented that strategic human resource
management has a positive and significant effect
on attracting, retaining and empowering human
resources among the employees of a bank in Urmia city.
Saadat Talab et al. (2015) in their research concluded
that strategic experiences and functional experiences
of human resource management, significantly affect
organizational effectiveness and especially innovative
performance through strategic human resource
management. Ranjbar and Purkiani (2013) in their
research concluded that the four infrastructures
of strategic human resource management are
significantly related to three characteristics of labor
force including human capital, employee motivation
and employee turnover. Also, the characteristics of
the workforce are significantly related to the ability to
500
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create organizational knowledge. Finally, the results
confirmed that significant relationship between
the ability to create organizational knowledge and
organizational innovation. Concluding the review of
theoretical foundations and research background
showed that the research and existing theories,
although they have confirmed the relationship
between strategic human resource management
and innovation, but so far a research specifically
examines the impact of strategic human resource
management subsystems in creating It has not
examined the capacity for innovation as well as the
factors that affect the intensity of this relationship.
In other words, so far no study has been done on
the relationship between different subsystems of
strategic human resource management with the
approach of promoting innovation capability and the
factors affecting the intensity of their effectiveness in
creating innovation capability. The main purpose of
the current research is to design a model of strategic
human resource management with the approach of
promoting innovation in Municipality of Tehran. The
present study seeks to develop theories and concepts
in the field of strategic human resource management
to promote innovation capability, the results of which
can be used by urban managers to promote creativity
and organizational innovation; of course, the results
can be used for public and private organizations,
taking into account their context. Also, since the
subject of research is new and innovative and there is
limited knowledge and understanding of the variables
of the strategic human resource management model
with the approach of promoting innovation, it is
considered as exploratory research. Therefore, the
present study, while filling the existing research gap,
seeks to provide a scientific and practical model
for strategic human resource management with an
approach to promoting innovation in the Municipality
of Tehran. The current study have been carried out in
Tehran in 2021.
MATERIALS AND METHODS
The present study from the purpose point of view
is applied-development study and is in the mixed
research category. In order to design the model,
the theme analysis method was used and also, in
order to confirm the validity of the designed model,
the Structural Equation Modeling (SEM) method
was used. Data collection required for design and

validation of the research model was performed with
semi-structured interview tools and a questionnaire.
Following the review of theoretical foundations in
the previous related research, using the opinions of
university professors and consultants and according
to the objectives of the research, the questions
were categorized for the interview. Interviews
were conducted in a semi-structured manner with
university professors and senior managers in the
Municipality of Tehran. In order to conduct the semistructured interviews and model design, a total of
13 university professors and 19 executive experts
who were purposefully selected participated in the
interview, which have been continued until reaching
the theoretical saturation. After conducting the
interviews and extracting the data, coding steps were
performed to finally identify the components of the
research model. After designing the research model,
its validity was measured based on criteria related to
the validity of qualitative research. Mariam (2009)
has presented several criteria for the internal validity
of the results of the qualitative method. In this
research, triangulation methods and member checks
were used. In the triangulation method, several data
sources or several methods are used to validate
emerging data. Respondents are also asked about
the acceptability of the results in the member checks
review method. In order to confirm the validity of the
results of the theme analysis, a number of university
professors and executive experts were consulted
about the results obtained and the results were
approved with some modifications. Also, the results
were in line with previous theoretical foundations
and research which showed that there was good
a consistency between them. In the quantitative
stage of the research, the model was designed to
confirm the validity and in the qualitative stage, the
structural equation modeling method and smart PLS
software were used. At this stage in order to collect
the required data, a researcher made questionnaire
consisting of 88 items were designed. The validity
of the questionnaire with some modifications was
confirmed by 3 experts participating in the qualitative
stage. Also, the reliability of the questionnaire was
calculated by Cronbach’s alpha method as 0.803,
which indicates the appropriate value. The statistical
sample at this stage was 169 managers and specialists
in the field of human resources in Municipality
of Tehran. The sample size was calculated using
501
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Cochran’s method and the sampling method was
random.
RESULTS AND DISCUSSION
In the present study, semi-structured interviews
were used to design a research model and identify
the components and relationships between them.
To this end, interviewees were interviewed about
human resource subsystems and the role that
these factors play in promoting innovation. Also,
questions were asked about the factors (drivers)
that make it necessary to upgrade the innovation
capability in Municipality of Tehran. Based on the
summary of experts’ opinions, the research model
was designed. The model consists of several main
components including drivers, environmental factors,
internal organizational factors, strategic human
resource management subsystems and implications
for promoting innovation capability. Propulsion
(drivers) refers to the factors that make it necessary
to pay attention to promoting innovation capability,
which includes organizational factors and manpower
factors. Environmental factors at both macro and
micro levels related to the municipality are discussed
in the model. Internal factors also include variables
that exist within the municipality and affect the
strategic management of human resources. The
experts proposed 7 subsystems of strategic human
resource management which were included in
the model. These subsystems include: employee
recruitment, supply and adjustment system,
performance management system, human resource
development system, service compensation and
reward system, job analysis and design system, talent
management and succession management system
and employee relations management system. Finally,
the implications of promoting innovation capability,
which include idea generation capability, innovation
absorption capacity, innovation application capacity,
and innovative performance, were included in the
model. The model of strategic human resource
management with the approach of promoting
innovation capability in Municipality of Tehran is
shown in Fig. 1.
Validation of the research model
In the present study, the structural equation
modeling approach based on the partial least squares
(PLS) method was used to test the conceptual
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model of the research. For this purpose, Smart PLS
software was used. First, to validate the model, the
adequacy of the sample size, which was 169 people,
must be ensured. There are several methods for
assessing the adequacy of sampling, including the
Kaiser-Meyer-Olkin Measure (KMO) test, the value
of which always fluctuates between 0 and 1. On
the other hand, Bartlett (t) test was used to ensure
the appropriateness of the data that the correlation
matrix underlying the analysis is not equal to zero in
the population. In other words, using Bartlett test,
sampling adequacy can be ensured. The KMO and
Bartlett test outputs are presented in Table 1.
According to Table 1, the sample adequacy size
(KMO) and also the significance test of Bartlett sample
sphericity in factor analysis by SPSS are equal to 0.822
and 0.000, respectively, which indicates the adequacy
of samples for factor analysis. Cronbach’s alpha is a
classic measure of reliability and a good measure of
internal consistency (internal consistency). Cronbach’s
alpha value shows the correlation of one-variable
(model-independent) questions. A Cronbach’s alpha
value above 0.7 indicates acceptable reliability.
Because Cronbach’s alpha is a traditional measure
of structural reliability, it uses a more modern
criterion than alpha called composite reliability (CR).
This criterion was introduced by Bacon et al, (1995)
and its advantage over Cronbach’s alpha is that the
reliability of structures is calculated not absolutely
but according to the correlation of their questions
with each other (correlation of univariate questions
in the model). According to Table 2, the values of CR
and Cronbach’s alpha are confirmed for all variables,
because they are greater than 0.7. Also, Average
Variance Extracted (AVE) criterion was used to
evaluate convergent validity. This criterion represents
the average variance shared between each structure
and its indices. This criterion represents the average
variance shared between each structure and its
indices. In simpler terms, AVE indicates the degree of
correlation of a structure with its characteristics that
the higher the correlation, the greater the fit. Fornell
and Larker (1981) introduced the AVE criterion for
measuring convergent validity and its critical value
was expressed as 0.5; this means that the mean
value of the extracted variance above 0.5 indicates
acceptable convergent validity. The calculated values
of AVE indicate the favorable convergent validity of
the research variables.

Int. J. Hum. Capital Urban Manage., 6(4): 497-510, Autumn 2021

External factors (extra‐organizational)
Macro environmental factors
Economic conditions
Technological changes
Legal environment
Value, cultural and social
environment
 Geographical environment
 Political conditions
 International conditions







 Factors related to the microenvironment:
 Organizational independence of Municipality of
Tehran

 Financial capacity of Municipality of Tehran
 Bargaining power of Municipality of Tehran Inter‐








Consequences (enhancing
innovation capability)
 Upgrade the ability to
create the future
 Improving the capacity to
attract innovation
 Improving the application
capacity of innovation
 Promoting innovative
performance

organizational communication of Municipality of
Tehran
Reputation and credibility of Municipality of Tehran
Organizational health of Municipality of Tehran
The legal system of Municipality of Tehran
Municipality of Tehran employment regulations
Municipality of Tehran payment system
Government communication system with
Municipality of Tehran
Ethical system of Municipality of Tehran

Strategic management of human
resources
 Employee recruitment, supply
and adjustment system
 Performance management
system
 Human resource development
system
 Service compensation and
reward system
 Job analysis and design system
 Talent management and
succession planning system
 Employee relationship
management system

Propulsion agents (Drivers)













Manpower factors:
Employee motivation
Staff silence
Employee
commitment
Employee burnout
Organizational factors:
Upstream documents
Increasing
expectations of
citizens
Increase the volume
of activities and
programs
Limited resources
available
Technological factors

Internal factors (within the organization of Tehran Municipality)

 Vision, missions, goals, strategies and policies of the








organization
Macro strategies of the organization
management style
Organizational structure
Organizational social capital
Organizational democracy
Organizational vitality
Organizational management stability

Fig. 1: Strategic
human resource
management
model
with theofapproach
ofinnovation
promotingcapability
innovation
capability inof Tehran
Fig. 1: Strategic
human resource
management
model with
the approach
promoting
in Municipality
Municipality of Tehran
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Table
test
Table 1:
1: Results
Results of
of KMO
KMO index
index calculation
calculation and
and Bartlett
Bartlett test
Indicator
Amount

KMO
0.822

Bartlett (t) test
45580.89

Sig
0.000

Degrees of freedom
5845

Test result
Confirm

Table
2: Cronbach's
alpha
values,
composite
reliability
andand
AVE
Table
2: Cronbach’s
alpha
values,
composite
reliability
AVE
Variable

Cronbach's alpha

Composite Reliability (CR)

0.85
0.82
0.84
0.82
0.86
0.79

0.86
0.85
0.85
0.84
0.87
0.82

Propulsion (Drivers)
Micro environmental factors
Macro environmental factors
Intra-organizational factors
Strategic human resources
Outcomes

Average Variance Extracted
(AVE)
0.74
0.68
0.67
0.73
0.75
0.69

Table
3: The
Divergent
validity
calculations
Table
3: The
Divergent
validity
calculations
Variable

Propulsion
(Drivers)

Propulsion (Drivers)

0.816

Micro environmental
factors
Macro environmental
factors
Intra-organizational
factors
Strategic human resources
Outcomes

Propulsion
(Drivers)

0.310

0.807

0.326

0.354

Macro
environmental
factors

Intraorganizational
factors

Strategic
human
resources

Outcomes

0.781

0.312

0.295

0.284

0.796

0.336

0.315

0.345

0.284

0.844

0.387

0.394

0.423

0.311

0.347

Finally, divergent validity is the third criterion for
measuring the fit of measurement models. According
to Fornell and Larker (1981), divergent validity is at an
acceptable level when the mean variance extracted for
each structure is greater than the common variance
between that structure and the other structures in
the model. According to Table 3, it can be said that
the divergence validity is acceptable. Because the
root of the mean variance extracted ( AVE ) for each
variable is greater than the correlation of that variable
with other variables. Therefore, the variable narrative
validity of the questionnaire variables is confirmed.
Also, the structural part of the model, unlike
measurement models, does not deal with the
questions and explicit variables of the model and
only pays attention to the hidden variables and the
relationships between them. In this study, structural
model fitting was performed using coefficient of

0.810

determination (R2), Q2, Redundancy and significance
coefficients. The most basic criterion for measuring
the relationship between structures in SEM, is the
t significant numbers. If the value of t is outside
the range (-1.96 to +1.96), it is significant at the
95% confidence level, and if the value of t is within
this range, then the estimated path coefficient is
not significant and the proportional hypothesis is
rejected. Fig. 2 shows the conceptual model of the
research in the significant state of coefficients.
According to the information provided in Fig.
2, all the relationships developed in the research
conceptual model were confirmed, because the
value of t-statistic reported for them is more than the
critical value of 1.96 at the 95% confidence level. In
addition, Fig. 3 shows the conceptual research model
in estimating standard coefficients. Therefore, the
intensity of the effect of variables on each other is
504
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Fig. 2: Structural model of the research in the case of significant coefficients

Fig. 2: Structural model of the research in the case of significant coefficients

Fig. 3: Structural model of research in the standard mode

Fig. 3: Structural model of
research in the standard mode
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Table
4: Path
analysis
results
Table
4: Path
analysis
results
Row

Route

1

Propulsion (Drivers)

2

Micro environmental factors

3

Macro environmental factors

4

Intra-organizational factors

5

Strategic human resources

Path coefficient
Strategic human
resources
Strategic human
resources
Strategic human
resources
Strategic human
resources
Outcomes

determined. Within a model of structural equations,
each direct effect defines and expresses a relationship
between a dependent variable and an independent
variable. However, a dependent variable in another
direct effect can be an independent variable and vice
versa.
Table 4 shows the relationships between the
components of the model. As it is apparent, all
path coefficients are significant and therefore, the
relationships defined in the research model are
confirmed.
Also, the coefficient of determination (R2) is a
measure that indicates the amount of change in each
of the dependent variables of the model, which is
explained by independent variables. It is said that
the value of R2 is presented only for the endogenous
variables of the model and in the case of exogenous
structures its value is equal to zero. The higher the
value of R2 for the endogenous structures of the
model, the better the fit of the model.
Chen and Huang (2009) defined the three values
of 0.19, 0.33 and 0.67 as the criterion values for the
weak, medium and strength values of the structural
part of the model by the coefficient of determination.
The calculated R2 value in the current study is 0.810
for strategic human resource management and 0.622
for the outcome variable, which are appropriate
values. The Q2 index, introduced by Stone and Geisser
(1974), determines the predictive power of the model.
Based on this index, models that have an acceptable
structural part fit should be able to predict the indices
related to the endogenous structures of the model.
If the value of Q2 in the case of an endogenous
structure is zero or less than zero, it indicates that
the relationship between the other structures of
the model and that endogenous structure is not
well explained and therefore the model needs to

T-Value

Result

0.644

12.469

Confirmed

0.551

11.240

Confirmed

0.610

10.552

Confirmed

0.546

11.251

Confirmed

0.622

13.124

Confirmed

be modified. Hensler et al. (2009) set the values of
predictive power intensity for endogenous structures
at three values of 0.02, 0.15 and 0.35. According to
them, if the value of Q2 for an endogenous structure is
in the range close to 0.02, it indicates that the model
has poor predictive power. In the present study, the
Q2 criterion is 0.347 for the strategic human resources
variable and 0.311 for the outcome variable, which are
desirable values. The Goodness of Fit (GOF) criterion
also applies to the general part of the structural
equation models; this means that by this criterion,
the researcher can control the fit of the general part
after examining the fit of the measurement part and
the structural part of the general research model. So
that the average variance shared is the average of
the common values of each structure and AVE R2 is
the endogenous constructs of the model. It is worth
mentioning that during the analysis of the results of
structural equations, it was realized that three values
of 0.01, 0.25 and 0.35 are weak, medium and strong
values for GOF and obtaining the number 0.32 for the
research model indicates a suitable fit. Based on the
results, the general structure of the research model
was confirmed and all variables identified by experts
were approved by managers and human resources
specialists in Municipality of Tehran. In this study,
while examining and confirming the relationship
between subsystems and innovation capability, a set
of environmental and intra-organizational factors
that affect strategic human resource subsystems
were approved. The results are consistent with the
results of Hamidianpour and Haidari (2019) and
confirm that strategic human resource management
has a positive effect on innovation capacity. Also, the
results of the present study are consistent with the
findings of Jiang et al. (2012) and the four functions
of human resources recruitment, reward, job
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design and teamwork are included in the research
model, however, contrary to the results of those
who rejected the relationship between training and
performance appraisal subsystems with innovation,
in the present study, these two subsystems were
confirmed. Also, the results of the present study with
the results of Koster and Banda (2020); Singh (2018);
Aryanto et al. (2015); Uslu (2015); Minavand and
Lorkojori (2013); Soomro et al. (2020) and Taheriattat
and Rostamloo (2018), Which confirmed the impact
of HRM measures on innovation is consistent. Of
course, none of the researches has examined the
relationship between different subsystems and
innovation capability separately. In this study, the
coefficient of determination for improving innovation
capability was calculated to be 0.578 which shows
that 57.8% of changes in innovation capability can be
predicted by strategic human resource management
measures.
Obtaining the number 0.32 for this model
indicates a suitable fit of the research model.

to promoting innovation in the Municipality of
Tehran has been created. In this study, the drivers
of strategic human resource management were
identified in two groups of organizational factors and
manpower factors. The identified drivers somehow
confirm the need for innovation in this organization.
In previous research, propulsion (drivers) has not
been considered. Regarding internal factors, research
results also confirmed that organizational culture,
leadership, organizational change and strategic
planning are effective in the development of strategic
human resource management, which are included in
the model. Microeconomic factors, considering that
no research has been studied in Tehran Municipality
so far, were specifically studied in this research and
cannot be compared with other researches. Finally,
the relationship between macro-environmental
factors and HRM has been studied in several studies,
most of which have been confirmed, and in the
present study, their impact on strategic human
resource management subsystems has also been
confirmed.

CONCLUSION
Today, experts in management science and
organization believe that human resources are the
most important assets of organizations that can bring
about fundamental change in organizations. On the
other hand, employee creativity and innovation is
one of the most important and determining factors
in the performance of organizations. Municipality
of Tehran is one of the public non-governmental
organizations that provides extensive services to a
large number of citizens in Tehran capital city of Iran.
Given the diversity and large number of stakeholders
of this institution and their high expectations, it is
necessary that the performance of this organization
be at a desirable level. Performing innovative actions
and activities has a great role in achieving the desired
performance.
So far, the impact of strategic human resource
management subsystems on promoting innovation
capability in research has been neglected. Therefore,
in this study, an attempt was made to investigate
the relationship between strategic human resource
management subsystems and innovation capability
in Tehran Municipality and in this regard to identify
the effective factors and related drivers. Accordingly,
a comprehensive and systematic model for strategic
human resource management with an approach

Suggestions
· The results of this study suggest that in future
research, the strategies of each of the strategic
human resource management subsystems that lead
to the promotion of innovation capabilities will be
examined.
Also, the practical suggestions of the present
research are as follows:
· In order to strengthen employee participation
in innovative activities, it is recommended that
managers use participatory and relationship-oriented
management styles;
· It is suggested to use the experiences of
successful national and international organizations
in both the public and private sectors in the field
of defining strategic human resource management
measures in order to innovate;
· It is suggested to use the experiences of successful
national and international organizations in both the
public and private sectors in the field of defining
strategic human resource management measures in
order to implement innovative procedures;
· It is suggested to use the opinions and views
of employees in order to promote organizational
democracy in the definition and implementation of
strategic human resource management measures;
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· Considering the importance of behavioral and
flexible organizational factors such as culture and
social capital in the success of innovative activities, it
is suggested that while strengthening them in order
to promote innovation, try as much as possible the
actions of strategic human resource management
subsystems not to contradict with cultural and capital
factors;
· Considering that some micro-level factors
under the control of Tehran Municipality, such as
employment regulations, organizational health and
ethical system can have a great impact on innovative
activities, it is suggested that these factors in order
to strengthen strategic human resource management
subsystems, corrected with the approach of
promoting innovation capability.
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