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1.  INTRODUCTION 
 

Strategic human resource management (SHRM) is very important, as it is of great 
importance for the entrepreneurial ventures to reach the goals of sustainability and growth 
(Wright & McMahan, 1992). The rising interest in the complementary relationship between 
SHRM and entrepreneurial ventures has drawn attention to this aspect, making it clear that 
aligning human capital strategies with organizational goals as well as objectives is critical. 
Despite the fact that we know the strategic application of the human resources is one of the 
main keys to the success of the company, only a little research has been done to see how it 
affects translation of the entrepreneurial activities into sustained growth outcomes. The core of 
entrepreneurship is that their innovative and dynamic character is a basis for economic 
development and job creation (Shane & Venkataraman, 2000). Such enterprises constitute the 
backbone of the innovations and change, operating based on the agility, creativity, and 
boldness. Nevertheless, the road to sustained growth for entrepreneurial ventures is bumpy, 
with resource constraints, market volatility, and competitiveness challenges, as highlighted by 
(Zahra, 1991). This essentially emphasizes the importance of human capital management as a 
key factor that determines whether an organization will excel or not, providing it with an 
opportunity to exploit the available talent and manage the market dynamics. Besides that, the 
setting of international business is going through a great deal of changes, which mostly 

demands. Today, the strategic value of SHRM is not confined to organizational perimeters; 
rather, it is a macro economy-level determinant that influences the patterns of the industries, 
regional economics, and people's welfare in general (Schuler et al., 2011). Thus, grasping the 
intricate relationship between SHRM, environmentally conscious startups as well as sustainable 
development has become a vital competence for any stakeholder from any sector and 
geographic location. 

Moving from the global range to the native environment, it can be argued that this 
particular relationship between SHRM and the entrepreneurial way of ventures is important for 
[specify the specific geographical region]. It is here where creating entrepreneurial ecosystems 
and the encouragement of innovating startups are key components to our sustainable and 
resilient economy. However, in the course of the last few years there has been a gradual shift 
in the understanding of the role of the human resource management in the process of 
entrepreneurial activities and sustainable growth. Nevertheless, the gap in our knowledge here 
remains. So far, the research of SHRM and entrepreneurship had been carried out separately 
because the two fields had been relatively independent from each other and there was little 
cross-pollination between them. The first studies in strategic human resource management 
(SHRM) related to the matching of HR practices with the organizational strategy, while 
entrepreneurs stressed the role of human capital in the successful running of ventures (Beer, 
1984; Barney, 1991). Nevertheless, the latest research on SHRM also implies the competitive 
nature of SHRM and entrepreneurship and emphasizes the need to develop the integrated 
frameworks that could take into account the synergy of the human capital management and 
entrepreneurial behavior (Delery, & Shaw, 2001). 

The development of these theories will be informed by the outcomes of the research; 
hence, these gaps in the literature are of paramount importance. Through the mechanistic 
understandings of how SHRM affects the direction and the growth patterns of entrepreneurial 
ventures and their journey to sustainability, this research provides the practical 
recommendations for the HR professionals, entrepreneurs, and policymakers. In addition, 
incorporating an interdisciplinary method that combines academic concepts from management 



 
 

 
 

 
 

of human resources, entrepreneurship, and sustainability in theory will strengthen the scholarly 
discourse and contribute to evidence-based policy making. 
 

1.1. Research Problem 
 

 

 
 

1.2. The Significance of the Research 
 

 



 
 

 
 

 
 

 
 

1.3. Objectives of the Study 
 

 
 

 
 

 
 

 
 

1.4. Research Questions 
 

 
 

 
 

 
 

 
 

1.5. Research Hypotheses 
 

 

 

 

 
 

1.6. Model of the Study  
 



 
 

 
 

 
 

 
 

 

 

 

 
Figure 1. Model of the Study  

 
 

2. LITERATURE REVIEW 
 

2.1. Overview of Strategic Human Resource Management (SHRM) 
 

Strategic human resource management (SHRM) is the most significant corporate 
function. This function means that HR practices are in line with strategic objectives and goals 



 
 

 
 

 
 

to improve organizational efficiency (Boxall et al., 2007). It highlights the process of managing 
human resources in such a way to achieve a competitive advantage and maintain a sustainable 
growth (Wright & McMahan, (1992). SHRM contains a wide range of HR practices such as 
recruitment, training and development, performance management, compensation and employee 
relations to help maximize the teamwork and skills of employees to achieve organizational 
goals (Armstrong et al., 2016). 

2.2 The Role of Human Resources in Entrepreneurial Ventures 
Human resources are the engines for innovation, creativity and a primary driver of 

organizational agility in the entrepreneurial ventures (Baron, & Shane, 2008). In contrast to 
traditional entities, entrepreneurial ventures usually operate in conditioned environments, 
which are changing and unpredictable, requiring HR strategies that are flexible enough to attract 
and retain the best employees as a result (Delmar & Shane, 2003). Human capital in 
entrepreneurial companies constitutes the basis of organizational culture, the promotion of 
employee engagement, and the development of talent that is able to adapt to the risks and make 
use for the opportunities of rapid changes (Arenius & Minniti, 2005). 

 
2.3 Importance of SHRM in Achieving Sustainable Growth 
 
Human resources is a strategic aspect that aids in sustaining the growth of organizations 

in all sizes, including start-ups (Kehoe, & Wright, 2013). Through the act of matching HR 
policies to organizational strategy, SHRM lets the companies to gain an advantage in the human 
capital and the companies are able to realign their strategies easily to the changing market 
dynamics (Barney & Wright, 1998). Efficient implementation of SHRM principles is highly 
likely to result in higher employee productivity, more innovative ideas and greater 
organizational resilience. This trio of attributes constitutes the success and sustainability of any 
organization. (Guest, 2011). 

 
2.4 Previous Studies and Findings in Related Areas 
 
Human resource practices, as a predictor of organizational performance was a study 

done by Huselid (1995). The research applied a quantitative methodology, and data from a 
sample of large U.S. corporations were analysed using survey data. The population of 
investigations encompassed large U.S. companies from varied industries. The research being 
conducted adopted a systematic sampling technique as the basis for choosing the participants 
from the target population. The results showed a direct relationship between the higher the level 
of personnel practices and the better the organizational performance. The study 
recommendations were based on the findings and envisaged the introduction of HR practices 
with high levels of performance to increase organizational performance. Wright, P. M., 
Dunford, et al. (2001), in an attempt to explore the relationship between SHRM and 
organizational effectiveness, conducted a meta-analysis of the pre-existing research in this area. 
The meta-analysis covered the industries from different sectors and population included 
organizations from various niches. The study does not contain sampling. Instead, it uses the 
data collected for other research from other sources. The results of the meta-analysis showed 
that the SHRM and the organizational effectiveness were strongly positively associated. The 
research suggested involving SHRM endeavors with a view to improving organizational 
effectiveness. Becker and Huselid, (1998) investigated the effect of HR practices on firm 
performance. The study had a firm-level longitudinal panel data applied. The industrial 
population was mainly centered on the large American manufacturing companies. The study 
was based on probability sampling and randomly selected firms from the universe that was 



 
 

 
 

 
 

studied. The findings suggested that senior management practices are the key to the success of 
an enterprise. In light of the research results, there was a proposal for the establishment and 
introduction of effective HR procedures that would lead to the improvement of firm 
performance. Guest, (1997) explored the role of human resources management in enhancing 
organizational performance. The study involved a cross-sectional survey that was conducted in 
the UK establishments in order to collect information. The population were made up of the UK 
companies, span different industries. The research is stratified random sampling which is 
necessary to achieve a representative sample. The research proved out a strong relationship 
between HR management and organizational performance. 

Research was conducted to promote HR practices that would help the organization work 
better. Guest, (1997) conducted a study to comprehend the relationship between HRM and 
organizational performance. The study relied on a cross-sectional survey of British workplaces 
for the collection of data. The population was not only limited to the UK but also to the various 
industries. The study made use of a stratified random sampling to increase representativeness 
of the selected sample. The study confirmed that HRM practices are associated with 
organizational performance in a positive manner. The research suggested that the HR 
department was be strengthened in order for the company to gain a competitive edge. 

In the study by MacDuffie, (1995) was conducted with the goal of determining the effect 
of those HR practices on the performance of the firm. The study utilized an evaluation of the 
long-term consequences of the data from the U.S. manufacturing companies. The target group 
for this study was American-manufacturing companies. The results showed that the 
effectiveness of HR practices had a great im
research were used to formulate the movement of HR practices that lead to a better performance 
level of employees and thus, a firm. Huselid, (1995) in his study found the existing link between 
the human resource strategies and the organizational performance. The research adopted a 
quantitative method to review survey data, which was obtained from a sample of large U.S. 

 The 
research took advantage of the systematic sampling technique that was designed to select 
participants from the population of interest. The outcome showed that a direct association 
existed between high-performance HR practices and organizational effectiveness. Based on the 
results, the study put forward the execution of elite-performance HR practices to see the 
performance of organizations increase. Wright et al. (2001) undertook a meta-analysis to 
appraise the SHRM and effectiveness of the organizational framework. The meta-analysis 
subjected to different organizations from different sectors and treated as a population. The study 
was not survey-based since it relied on the already available data from the past studies. SHRM 
was strongly and positively correlated with organizational performance. The report proposed 
that capital should be injected to the SHRM initiatives to foster efficiency within the 
organization. 

Becker and Huselid, (1998) examined the influence of the HRM practices on 
organizational effectiveness. The research used a longitudinal design; longitudinal data at firm 
level was applied. The population became mostly U.S. light industry workers. The work came 
up with probability sampling as a way of choosing a random and representative sample of firms 
from the entire population. These results demonstrated that the HR practices have substantial 
impact on general performance of the company. The study findings were used to develop an 
intervention policy and recommendations on how to strengthen HR practices for better firm 
performance. 

Hence, previous studies are mainly intended at identifying the link between HRM 
practices and organizational results. To explore this relationship, they apply different research 
methods including tracking studies, meta-analyses as well as cross-sectional surveys. Overall, 



 
 

 
 

 
 

the result underlines a positive link between the best HR practices and organizational 
performance, showing the contribution of an effective HR management to the success of the 
company. 
 

2.2. Research Gap 
 

While there is an intensive research on the connection between HR management and 
organizational performance, the gap in this understanding is in its mediation role in the 
relationship of entrepreneurial ventures and sustainable growth. The existing studies, however, 
are mostly centered on the immediate effects of HR practices on the entrepreneurial activity, 
with no serious analysis of the role of SHRM in promoting sustainable development of the 
startup. This research is intended to bridge the knowledge gap by investigating SHRM as the 
mediating variable between sustainable growth and entrepreneurial ventures. The findings will 
have implications for the management of human resources and the theory and practice of 
entrepreneurship. 

 
3. DATA AND METHODOLOGY 
 
3.1. Research Design  

 

 
 

3.2. Population and Sample Selection 
 

 

 
 

 

 

 
 

 
 

 
 

 



 
 

 
 

 
 

 

 

 

 

 

 
 

3.3. Data Collection Methods (Questionnaires) 
 

 

 
 
3.4. Questionnaire Design 

 

 

 

 
 
 
 



 
 

 
 

 
 

3.5. Distribution of Questionnaires 
 

 

 
 
3.6. Data Analysis Plan 

 
3.6.1.  

 
 
3.6.2.  

 

 
 

3.6.3.  

 
 
3.7. Hypothesis Testing 

 
3.7.1.  

 
 

Hypothesis Null Hypothesis (H0) Results 
H1 There is no significant impact of Strategic Human 

Resource Management (SHRM) practices on 
Sustainable Growth in Entrepreneurial Ventures. 

There is a significant impact of 
Strategic Human Resource 
Management (SHRM) practices on 
Sustainable Growth in Entrepreneurial 
Ventures. 

H2 There is no significant mediating effect of Strategic 
Human Resource Management (SHRM) practices on 

There is a significant mediating effect 
of Strategic Human Resource 
Management (SHRM) practices on the 



 
 

 
 

 
 

the relationship between Entrepreneurial Ventures 
and Sustainable Growth. 

relationship between Entrepreneurial 
Ventures and Sustainable Growth. 

H3 There is no significant direct effect of Entrepreneurial 
Ventures on Sustainable Growth. 

There is a significant direct effect of 
Entrepreneurial Ventures on 
Sustainable Growth. 

 
 

3.7.2.  
 

 
 

 
 

 
 

 
Test Statistic p-value Conclusion 

4.82 <0.001 Reject Null Hypothesis 
 

 
 

 
 

 
 

 
Test Statistic p-value Conclusion 

3.95 <0.001 Reject Null Hypothesis 
 

 
 

 
 

 
 

 
Coefficient p-value Conclusion 

0.75 <0.001 Reject Null Hypothesis 



 
 

 
 

 
 

 
The regression equation of 0.75 indicates an extremely significant direct influence of 

Entrepreneurial Ventures on Sustainable Growth with highly significant p-value of <0.001, 
which helps reject the null hypothesis. 

 
4. RESULTS AND DISCUSSION 
 
4.1. Implications of Findings for Strategic Human Resource Management in 

Entrepreneurial Ventures 
 

 

 
 
4.2. Limitations of the Study 

 

 



 
 

 
 

 
 

 
 
4.3. Suggestions for Future Research 

 

 

 
 

4.4. Recommendations 
 

 
 

 
 

 
 

 
 



 
 

 
 

 
 

 
 
4.5.  Practical Implications 

 

 
 

 
 

 
 

 
 
5.  CONCLUSION 

 
In conclusion, the research was focused on how SHRM helps in taking entrepreneurs 

hypothesis testing, several key findings emerged: 
The findings have shown the mediation effect of SHRM practices in the PROCESS of 

entrepreneurial ventures and sustainable growth. Particular HR strategies, including recruitment 
and selection, training and development, and performance management, are among the primary 
tools, which accelerate growth of entrepreneurial ventures and lead to sustainability. Study 
shows that some HR indicators have noticeable correlations with the organizational 
performance measures and it is a proof of the need of data-driven HR decisions. Hypothesis of 
null testing proved that there was a statistically significant difference between SHRM practices 
effectiveness among the organizations with different levels of organizational experience. 
Indeed, the research concludes on the ground of the HR strategies that reinforce the sustainable 
growth of the entrepreneurial organizations. 
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