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Abstract  

The purpose of this research is to analyze the innovative factors that have an effective impact on the performance of human talent in 
organizations. A systematic literature review was carried out using the scientific database Scopus, for the time horizon of years 2015 
to 2024, and the following keywords were established: innovation, human resources, human talent and innovation factors, the data was 
coded, which allowed filtering and selecting the most relevant articles, going from 454 documents to a final set of 37 articles included for 
the analysis. The analysis of innovation-related factors identified four key conceptual categories: a) knowledge acquisition and transfer; 
b) quality management and strategic financial control; c) technological assets and absorptive capacity, intellectual talent and psychological 
talent; and d) entrepreneurial orientation, social innovation and internal marketing. It is concluded that there are determining factors 
that directly influence the innovative performance of human talent within organizations, especially quality management, direct innovation 
management, knowledge acquisition and transfer, and technological assets, which are positioned as fundamental pillars to boost 
innovative capacity at the organizational level. 
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Introduction 

Innovation for companies plays a fundamental role for their survival and development in any sector, 
especially in times as complex, changing and dynamic as those currently being experienced. In this context, 
companies need to innovate for several reasons, among which we can point out a) Identification of new 
opportunities: innovation can help organizations to discover new market opportunities and develop new 
products and services that meet the needs of consumers. 

On the other hand, it contributes to b) maintaining competitiveness: innovation is essential to maintain an 
organization's competitiveness in a changing and constantly evolving market. Organizations that do not 
innovate run the risk of falling behind and being overtaken by their competitors (Olyanga, A.M et al 2022) 
(Kneipp, J.M, 2019) (Karman, A. et al. 2021); and in the same vein c) efficiency optimization: innovation can 
help improve the efficiency of a company's operations, which can lead to greater productivity from the use 
of technology that allows them to be more efficient in their various processes (Yoon et al., 2016) (Wittfoth 
et al., 2019) (Cardona et al., 2024).  

Likewise, innovation also leads to d) A value proposition for customers and consumers: creating value for consumers 
is the path that leads organizations to provide more innovative products and services, as is the challenge in 
challenging fields such as aviation (Pereira, B., et al. 2022). And likewise, more personalized that better meet 
the needs of consumers and that from crowdsourcing this public leads to greater loyalty to the company 
(Cui, L., et al. 2019) (Toledo, et al., 2019). 

Finally, without being all the reasons to innovate, but certainly a very important one is e) Attraction and 
retention of human talent: Innovative organizations can become more attractive to talented employees by 
providing opportunities for career advancement and development. Innovation can also help retain existing 
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employees, as high performers tend to be more motivated and engaged in organizations that encourage 
change and provide challenge zones for employees. (Kaur, G., et al. 2019) (Sommer, L. P. et al. 2017) and 
(Meister, J. C., & Willyerd, K.2021). 

Therefore, innovation is essential for the success and survival of an organization in a changing and highly 
competitive market. Organizations that embrace a culture of innovation and foster creativity within the 
company and its employees are more likely to achieve sustainable growth and maintain their business 
leadership over time.  

In this context, the general objective of this research is to conduct a study on the innovative factors that 
influence the performance of human talent in organizations, through a systematic literature review study.  
Based on the above, the following research questions are presented:  

Q1. What are the innovative factors that influence job performance in organizations?  

Q2. What are the elements of the organizational culture that encourage better innovative performance of 
employees?  

The specific objectives are: i) To determine the existing theoretical foundations of innovation management 
and human talent management, ii) To determine the innovative factors that influence labor performance, 
iii) To determine the elements that are present in the organizational culture and that stimulate organizational 
innovative performance. 

To carry out this study, the systematic literature review methodology was considered, with which the 
scientific database Scopus was considered for its quality, visibility and high recognition of scientific research. 
Likewise, a time horizon between 2015 and 2024 was used to analyze the results. For the identification and 
selection of articles, the following keywords were defined: "innovation" and "human resources" and 
"human talent" and innovation factors". Based on the inclusion and exclusion criteria, explained in Table 
1, 454 articles were identified, subsequently, the data were coded and in this way those documents with 
relevance for the research were determined, which allowed determining 37 articles for the analysis (Jiju et 
al., 2018). 

The structure of this article is presented as follows: First, the introduction is established which contains the 
most important elements related to the problem statement, objectives and problem questions of this 
research, then the theoretical framework is shown where studies with greater relevance on concepts of 
innovation management in organizations and human talent management of the most representative authors 
were included, thirdly, the methodology is presented where the type of research, the search databases and 
the inclusion and exclusion criteria are defined. Finally, the results, discussion and conclusions are 
presented. 

Frame of Reference 

Human Talent Theory 

Human talent theory constitutes a fundamental pillar in the analysis of how individual competencies - 
understood as the set of skills, knowledge, experiences and personal attributes - have a determining 
influence on the performance of specific tasks and, by extension, on organizational outcomes (Carlbäck et 
al., 2024; Nemeschansky, 2020). This theoretical framework has been widely used in academic literature to 
explore the impact that top managers, employees and executives have on strategy formulation and 
implementation within small and medium-sized enterprises (SMEs) (Ganotakis et al., 2021). In this context, 
the role of managers acquires a singular relevance, given that, their high trajectory, knowledge and 
experiences, is often a decisive factor in shaping strategic planning initiatives. 

Human talent theory suggests that organizational leaders, possessing a deep understanding of the firm and 
its environment, are better positioned to guide strategic decisions through causal processes (Brinckmann et 
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al., 2019). These processes are characterized by being deliberate and oriented towards clearly defined 
objectives, in contrast to more flexible and adaptive approaches, such as those proposed by the logic of 
effect (Vanderstraeten et al., 2020). That is, leaders tend to base their decisions on a rigorous analysis of 
available information, integrating their previous experience and market knowledge to design strategies that 
maximize opportunities and minimize risks. 

This causal approach not only reinforces coherence and strategic alignment but also facilitates the 
implementation of structured and measurable plans, key elements for the growth and sustainability of 
organizations in highly competitive environments. In addition, the ability of CEOs to articulate a clear 
vision and translate it into concrete actions allows them to align organizational resources with long-term 
objectives, which translates into greater efficiency and effectiveness in strategy execution (Dinku et al., 
2024). 

In summary, human talent theory not only emphasizes the importance of individual competencies in 
organizational success but also highlights how the specific knowledge and experience of founders can 
decisively shape the strategic direction of companies. This approach is particularly relevant in the context 
of firms, where agility, clarity in decision making and adaptability are critical factors in navigating dynamic 
and competitive markets (Somko et al., 2023; Gyasi et al., 2020). 

Innovation Theory 

The innovation management literature has sporadically documented the existence of clandestine innovation 
practices that cannot be classified as either smuggling or creative deviance. In this regard, studies on user-
driven innovation have highlighted how individuals develop solutions to address personal or process-
specific needs (Von Hippel et al., 2023). In parallel, it has been observed that employees resort to hidden 
innovation when they face operational inefficiencies, lack of information, lack of appropriate technological 
solutions or situational constraints that hinder their work (Wu et al., 2020). Studies developed by Hartmann 
and Hartmann (2023) documented more than 100 innovations created by police and military employees for 
personal use, including applications designed to save lives, developed by soldiers on international missions 
and police officers attending traffic accidents. These innovations, unauthorized and kept secret, arose from 
the developers' fear of receiving negative feedback from their organizations and losing the ability to 
continue to be used (Achmad, 2023). 

On the other hand, the concept of open source innovation refers to the collaborative development of 
innovative products or applications that are characterized by being freely available and openly shared. A 
particularly striking finding is that many of these contributions are made by professionals during their 
working day (Munir et al., 2018). However, these professionals rarely inform their employers about their 
participation in such projects as Kuzior et al., 2023; Bitzer and Geishecker, 2010). Their motivation is often 
intrinsic, as they find satisfaction in the collaborative development process, value the opportunity to work 
with like-minded individuals, and seek to improve their technical skills (Kussainova et al., 2024). 

Despite these advances, studies on user-driven and open source innovation have not systematically explored 
the factors that drive employees to innovate with or without the consent of their organizations (Crecelli et 
al., 2022). Nevertheless, existing findings suggest that hidden innovation is a broader and more complex 
phenomenon than initially considered, and that its outcomes may remain hidden from the organizations 
involved, raising significant implications for knowledge management and innovation in organizational 
settings (Gkika et al., 2020).   

Relationship Between Human Talent and Innovation 

The literature on human talent and innovation explores the role of human talent in innovation performance 
and is classified into five areasmain : The first, adopts a macro perspective, analyzing how human talent 
influences economic development through innovation at the regional or global level. This line of research, 
according to Alfalih and Hadj, (2024), Alvarado et al., (2023), examines the impact of education, skills and 
experience of the labor force on the innovative capacity of a country or region. The second area focuses 
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on the processes and systems that companies implement to develop their human talent, such as training 
and development programs, and how these initiatives affect innovative performance. These studies 
highlight investment in employee skills and knowledge as a key factor in enhancing innovation (Naqshbandi 
et al., 2023; Yao et al., 2023).  

Likewise, the third area investigates how the qualifications and background of business leaders (founders, 
CEOs or top management teams) constitute an essential component of human talent that influences the 
innovative capacity of organizations. This approach analyzes the impact of leaders' education, skills and 
experiences on firms' innovative outcomes (Chin et al., 2021; Grilli et al., 2023). The fourth area examines 
how employees' collective human talent affects organizational outcomes, such as patent generation, new 
product development, and overall innovation (Demircioglu et al., 2024; Hang et al., 2024).  

Finally, the fifth area focuses on outcomes at the individual or team level, exploring how educational 
background, skills and experiences employees' professional enhance their ability to generate innovative 
ideas and solutions (Huang et al., 2023; Sujatha et al., 2023).  

Methodology 

In this research work, a systematic and exhaustive search of scientific articles published in English between 
the years 2015 and 2024 was conducted, using the Scopus database as the main source. To ensure a rigorous 
and reproducible methodological approach, the systematic literature review method was adopted, following 
a protocol structured in 3 main phases:  

Planning the review: In this initial stage, the key research questions were defined and a detailed protocol was 
established to delimit the unit of analysis. This protocol included the identification of specific objectives, 
inclusion and exclusion criteria, and search strategies. 2. Execution of the review: In this phase, the systematic 
literature search was carried out, using a set of predefined keywords and applying filters based on the 
established selection criteria. The abstracts of the articles identified were reviewed to assess their relevance, 
and subsequently the full text of those that met the inclusion criteria was analyzed. Analysis and synthesis of 
results: In the final stage, the data obtained were extracted, analyzed and interpreted. The findings were 
systematically organized and synthesized, which allowed the generation of solid conclusions supported by 
the evidence collected (Gómez et al., 2024). 

To ensure the quality and relevance of the review, gray literature was excluded, such as conference papers, 
workshops, books, editorials, prefaces, poster sessions, panel discussions, commentaries and publications 
unrelated to the research topic. These exclusion criteria made it possible to focus the review on studies of 
greater relevance and scientific rigor (see Table 1).  

Organization of the Review.  

The article review and selection process was carried out following a systematic and reproducible approach, 
aligned with the best practices for literature reviews in the scientific field. Clearly defined inclusion and 
exclusion criteria were established to ensure the relevance and quality of the selected studies. The search 
was conducted in the Scopus database, one of the most recognized platforms for its broad coverage of 
high-impact scientific literature. 

The initial search was designed using a combination of keywords related to technological innovation, 
productivity and operational performance in organizational contexts. Boolean operators and the advanced 
search option were used to refine the results. In addition, the search was limited to articles published in 
English, given its predominance as the language of communicationscientific  , and a time frame of ten years 
(2015-2024) was established to ensure the timeliness of the evidence collected. 

The initial search identified a total of 454 articles. After eliminating duplicates using automated tools, 
filtering was performed based on the evaluation of titles, abstracts and keywords. This process made it 
possible to discard studies that did not directly address the relationship between technological innovation 
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and productivity in business environments. In cases where the information provided in the title, abstract or 
keywords was insufficient to determine the relevance of the study, the full text of the article was reviewed. 

The inclusion criteria focused on studies that explored the interaction between technological innovation 
and productivity, with a specific focus on its application in organizations. Articles that deviated from this 
approach, such as those focused on areas such as biology, chemistry, medicine and marketing, were 
excluded. Likewise, gray literature (e.g., technical reports, unpublished theses) was discarded in order to 
prioritize sources with peer review and greater methodological rigor. To ensure the quality of the included 
studies, a two-stage evaluation process was implemented. In the first stage, a preliminary review was 
performed based on titles, abstracts and keywords. In the second stage, the full text of the articles that 
passed the first stage was reviewed, applying a quality checklist that included criteria such as clarity of 
objectives, methodology employed, relevance of results and contribution to the field of study. This rigorous 
process resulted in the final selection of 37 articles, which met all the established criteria and were included 
for analysis in this review. 

Table 1. below shows the inclusion and exclusion criteria used for this research.  

Table 1. Inclusion and Exclusion Criteria 

Inclusion Criteria First unit of analysis Second unit of analysis 

Academic journal articles, 
published in English.  

Thematic articles such as: 
Engineering, management and 
economics 

Articles related to organizational 
culture 

Type of document 

Articles related to innovative 
factors influencing job 
performance in organizations 
 

Articles related to the elements 
of organizational culture that 
encourage better innovative 
performance in employees?  
 

Time period 2015-2024 2015-2024. 

Exclusion Criteria 

Gray literature, conference papers, workshops, books, editorials, 
prefaces, poster sessions, panel discussions and commentaries, 
publications and papers related to topics of health, food, renewable 
energy, oceans and coasts, and combustion. 

Articles published before 2015 

Articles that were not published in English. 

Source: Adapted from Gómez et al., (2024). 

Review Process 

In order to conduct the review, the following keywords were established: "innovation" and "human resources" 
and "human talent" and innovation factors". In the initial phase of the analysis, related terms and synonyms were 
identified through an exhaustive review of scientific articles that addressed these keywords, as well as their 
respective bibliographic references. Figures 1 and 2 show the distribution and frequency of the nodes 
associated with the keywords and authors identified in the review. Finally, the search equation used, which 
integrated titles, keywords and additional filters, is presented. 
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Figure 1. Keyword Concurrency Nodes. 

 

Figure 2. Author Concurrence Nodes. 

 

 

Search Equation 

TITLE-ABS-KEY ("innovation" AND "human resource" AND "human talent" AND innovation AND 
factors) AND (LIMIT-TO (SUBJAREA, "BUSI") OR LIMIT-TO (SUBJAREA, "SOCI")) AND (LIMIT-
TO (DOCTYPE, "ar")) AND (LIMIT-TO (LANGUAGE, "English") OR LIMIT-TO (LANGUAGE, 
"Spanish"))  

Data Selection 

For the selection of the material, a total of 132 documents were examined to determine whether they met 
the established inclusion criteria. The data obtained were organized and managed using Excel spreadsheets, 
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where the search results were recorded and coded. Each article was reviewed independently to ensure the 
objectivity of the process. Documents that presented unclear information or lacked data relevant to the 
research were excluded from the analysis. Once data extraction and registration were completed, coding 
was completed and an analysis combining quantitative and qualitative methods was performed. 

Figure 3 illustrates in detail the process followed during the review and selection of the articles included in 
the research. 

Figure 3. Diagram of the Review Process. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Authors' own elaboration. 
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identified from the search performed in 

the Scopus database. 

N= 454 
Identification 

Number of items after 

eliminating duplicates. 

N= 321 
Screening 

Number of items excluded 

taking into account the 

established criteria. 

N=189 

Number of articles included 

taking into account the 

established criteria. 

N= 132 
Suitability 

Suitable items. 

N=55 

Number of articles included in the 

systematic review  

N=37 

 

Inclusion 

https://ecohumanism.co.uk/joe/ecohumanism
https://doi.org/10.62754/joe.v4i2.6620


Journal of Ecohumanism 
2024 

Volume: 3, No: 5, pp. 1630 – 1649 
ISSN: 2752-6798 (Print) | ISSN 2752-6801 (Online) 

https://ecohumanism.co.uk/joe/ecohumanism  
DOI: https://doi.org/10.62754/joe.v3i5.6620  

1637 

 

 

Results 

From the literature review, it was possible to identify the innovative factors and processes that promote 
innovative performance in organizations, as well as the elements present in the organizational culture that 
influence employee behavior towards innovation and business development. Tables 2 and 3 are presented 
below; the first one is related to the factors innovative, and the second one refers to the elements of the 
organizational culture that favor innovation in organizations and processes  

Table 2. Factors and Innovative Processes Identified 

factors Innovative 
and processes 

Authors 
Organizational 
aspects in which they 
influence or apply. 

Industry 
Countries 
research 
application 

Knowledge 
acquisition, open 
innovation. 

Pope, A. et al., 
(2020). 

Positive innovation 
performance, human 
talent management. 

Manufacturing, 
services. 

Italy. 

ISO 9001 Quality 
Management (QM) 
programs; 
Management 
Systems 
Accounting 
Control, tangible 
and intangible fixed 
asset investment 
strategies. 

Escrig-Tena, et 
al., (2018); Al-
Baghdadi, et 
al., (2021); 
Ausloos, M. 
(2018). 

It contributes 
significantly to 
product innovation 
and process 
innovation. 
Improves financial 
performance, 
stimulates corporate 
change. 

Manufacturing, 
Services and High-
Tech Manufacturing 

Spain; United 
Arab 
Emirates; 
Italy. 

Technological 
assets and 
absorption capacity 

Garcia-
Sanchez, et al., 
(2018). 

Supports greater 
labor flexibility, 
stimulates strategic 
thinking and change 
in organizational 
design. 

Technology 
companies 

Countries that 
make up the 
European 
Economic 
Community. 

Theory on 
Sustainable 
Organizational 
Performance 
(SOP). 

Rasool, 
S.F.(2019) 

Program in product 
innovation and 
process knowledge, 
personnel 
development 
programs 

Banking services China 

Business 
knowledge 
exchange; research 
with domestic and 
foreign companies 

Abbas, J. & 
Sağsan, M. 
(2019) Elias et 
al., (2020). 

Organizational 
learning in 
innovation; Increases 
the company's 
research and 
development work. 

Banking; 
Manufacturing and 
services. 

Pakistan, 
United 
Kingdom. 

Relationship 
between 
intellectual talent, 
absorptive 
capacity, 
knowledge sharing. 

Freitas et al., 
(2020) 

It mitigates the loss 
of knowledge due to 
retirement or 
retirement of 
employees, converts 
human talent into 
structural talent, 
relational talent and 

Manufacturing, 
services. 

Brazil, 
Portugal 
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employee trust 
incentivizes 
absorption capacity. 

High-performance 
work systems and 
theory of 
management by 
objectives 

Do, H., 
Shipton, H. 
(2019). 

Human talent and 
business 
environment 
supported by 
theories of creativity. 

Manufacturing 
SMEs. 

Vietnam 

Entrepreneurial 
orientation of the 
company and social 
talent 

Sulistyo et al., 
(2020). 

Capacity for 
innovation, 
development of 
competitive 
advantages. 

Craft manufacturing 
(SMEs) 

Indonesia 

Social innovation, 
sustainable 
development 
approach; incentive 
system, 
entrepreneurship. 

Iqbal, Q., 
Piwowar-Sulej, 
K. (2022). 

Improved 
sustainable 
performance, 
improved employee 
performance, greater 
willingness to change 
and challenge. 

Education services 
China and 
Pakistan 

Knowledge 
management in the 
company. 

Muñoz-
Pascual, et al. 
(2020); 
Ganbold, G. et 
al., (2021). 

Improved employee 
creativity, increased 
research and new 
product 
development is 
evident. 

Manufacturing and 
services; Hospital 
services. 

Spain; South 
Korea. 

Goal-oriented 
theory, Complexity 
theory. 

Zhou, K. 
(2021) 

Moderates creative 
personality, 
innovative 
performance is 
evident, improves 
processes to make 
them easier for 
change. 

High-tech 
manufacturing 

China 

Internal marketing 
and organizational 
learning. 

Imani, et al., 
(2020). 

Incentivize 
organizational 
innovation, improve 
employee 
performance levels, 
offer greater 
managerial vision in 
the direction of 
human talent. 

Oil industry Iran, England. 

Innovative 
Practices, 
programs towards 
innovation. 

Park, S. et al., 
(2016). 

Increases job 
satisfaction, but with 
a more individual 
approach and not in 
the same way in a 
group. 

Public companies United States 
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Corporate 
governance and 
corporate 
absorptive 
capacity. 

Asogwa, C.I. et 
al., (2020). 

It increases the 
performance of 
companies, sets the 
path for appropriate 
boards of directors, 
redesigns the 
structure and 
processes of 
organizations. 

Manufacturing Nigeria 

Market-oriented 
companies, Oslo 
Handbook Guide 

Kanapik et al., 
(2020). 

Greater innovation in 
marketing processes 
is evidenced. 
Increased individual 
employee 
performance. 

Manufacturing and 
services. 

Poland 

Automation, 
knowledge 
transfer, 
technological 
process, tacit 
knowledge. 

Mote, N.J.I., 
Karadas, G. 
(2022). 

Improves employee 
creativity, increases 
knowledge transfer 
among employees, 
improves the 
innovative 
performance of the 
organization. 

Manufacturing Japan 

Psychological 
talent, employee 
knowledge 

Zhang , M. 
Liu, Y. (2022) 

Psychological talent 
has a positive impact 
on innovation 
management, 
increases knowledge 
sharing among 
employees 

High-tech 
manufacturing. 

China, Japan. 

Learning 
orientation, open 
innovation and 
strategic alignment 

Al-Shami, et al 
(2021) 

Follow-up of formal 
processes, 
organizational 
learning, support for 
the development of 
entrepreneurial skills 
in employees. 

Airport service Dubai 

Source: Own elaboration based on Scopus database (2024). 

From the review in Table 2, the factors and innovative processes that have an impact on organizational 
performance were identified; also, according to the rigorous analysis in terms of their organizational effects 
and application sectors, they were allowed in four conceptual categories a) Knowledge acquisition and 
transfer; b) quality management and financial strategic control; c) technological assets and absorption 
capacity, intellectual talent and psychological talent; d) entrepreneurial orientation, social innovation, 
internal marketing.  

significantly the management of human talent, facilitating the exchange of knowledge and organizational 
learning; it was also identified that the sectors in which they are applied are manufacturing, banking and 
airport services and in countries such as Dubai, the United Kingdom, Italy and China.In the first instance, 
as described above, there are processes linked to the acquisition and transfer of knowledge and open 
innovation; these elements allow innovative performance to be generated and strengthen  
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The second conceptual category is related to quality management and strategic financial control, illustrated 
in programs based on integral management systems such as ISO 9001 and accounting management; these 
organizational aspects encourage product and process innovation, improve financial performance and 
stimulate profound organizational changes. The economic sectors in which these practices are applied are 
high-tech manufacturing and the service sector in countries such as Italy, Spain and the United Arab 
Emirates. 

The third conceptual category is based on technological assets and absorptive capacity, intellectual talent 
and psychological talent. These organizational aspects aim to reduce the loss of knowledge due to staff 
turnover or retirement, converting human talent into structural and relational talent; these practices also 
foster creativity, stimulate strategic thinking and support significant changes in organizational design; these 
practices have been identified in high-technology economic sectors, manufacturing and service companies 
in countries such as Brazil, Portugal, China, the European Union and Japan. 

Finally, the fourth conceptual category identified is entrepreneurial orientation, social innovation, internal 
marketing and high-performance work systems. These organizational aspects focus on developing 
sustainable competitive advantages, improving employee performance and job satisfaction, and fostering 
an innovative business environment. The analysis exercise identified the presence of the factors analyzed 
in the crafts, education and manufacturing sectors and in countries such as Indonesia, Pakistan, Vietnam, 
China and the United States. 

Table 3. Elements of Organizational Culture and Innovation. 

Elements of 
organizational 
culture 

Authors 

Organizational 
aspects 
/influence, 
applies 

Industry 
Countries 
application 
research 

Theory of 
leadership . 
Transactional and 
transformational 
leadershipambide
xterity 

Zacher et al. (2016); 
Rizki, M. et al. 
(2019). 

Organizational 
management, 
increased 
teamwork, good 
employee 
relations, 
improved 
innovative 
behavior. 

Services, Banking. 
Netherlands, 
Australia, 
Indonesia 

Creativity from 
innovation 
seedbed 

Stojcic, N. et al 
(2018). 

Hiring creative 
employees and 
productive 
efficiency  

Manufacturing, 
services. 

United 
Kingdom. 

Innovative 
climate, effective 
leadership, 
interaction 
factors of 
company size and 
seniority 

Bibi, S. et al (2020), 
Hoang, G.et al 
(2021) 

Innovative 
employee 
behavior, 
organizational 
learning, 
competitiveness
, business 
performance. 

Lawyer buffet 
services, Tourism 

China, Vietnam. 

Motivation, 
capabilities and 
search for 
opportunities 

Elbaz, A.M. et al. 
(2018). 

Knowledge 
transfer, job 
performance, 
business 
performance. 

Travel agency 
services 

Egypt 
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Market 
orientation, 
learning 
orientation and 
financial 
education 

Sutjipto et al., (2021) 

Improve 
commercial 
performance 
and innovation 
in SMEs, mainly 
through 
financial 
education. 

Textile 
(SMEs)manufacturi
ng  

Indonesia 

Self-efficacy and 
Transformational 
Leadership 

Santoso, H.et 
al.(2019). 

Improves 
employee 
creativity, there 
is a positive 
relationship 
between 
transformationa
l leadership and 
innovative 
employee 
behavior. 

Telecommunicatio
ns. 

Indonesia 

Paternalistic 
leadership 
(benevolence, 
morality and 
authoritarianism); 
Empathetic 
leadership. 

Li, L., Wang, S. 
(2021) Kim, K. 
(2022) 

Increases 
innovative 
performance, 
creates a better 
organizational 
environment. 

Manufacturing 
China, South 
Korea. 

Social exchange 
theory 

Garud, N., Prabhu, 
G.N. (2021). 

Improves R&D 
performance 
(results and 
efficiency). 
Improves 
inventors' social 
skills (social 
astuteness, 
networking 
skills, 
interpersonal 
influence and 
apparent 
sincerity).   

High-tech 
manufacturing. 

India 

Business , 
networksleadersh
ipinter-company . 

Rehman, K.U. et al. 
(2021) 

Willingness to 
change, 
increases new 
product 
development, 
stimulates 
innovative 
thinking. 

Manufacturing and 
services. 

Pakistan 

https://ecohumanism.co.uk/joe/ecohumanism
https://doi.org/10.62754/joe.v4i2.6620


Journal of Ecohumanism 
2024 

Volume: 3, No: 5, pp. 1630 – 1649 
ISSN: 2752-6798 (Print) | ISSN 2752-6801 (Online) 

https://ecohumanism.co.uk/joe/ecohumanism  
DOI: https://doi.org/10.62754/joe.v3i5.6620  

1642 

 

Cultural diversity 
of work teams, 
organizational 
culture, 
intercultural 
relations, female 
leadership. 

Gallou, F. Et al 
(2021), Jing, Z. 
(2022) 

It significantly 
increases the 
innovative 
behavior of the 
company and 
the members of 
the work team. 
Sharing of 
knowledge 
among 
employees and 
exchange of 
opinions is 
encouraged. 

Manufacturing and 
services. 

Switzerland, 
United States, 
China. 

Managerial skills, 
managerial 
competencies. 
Ambidextrous 
leadership. 

Alebiosu, J. O et al 
(2022), Awan, F.H.et 
al (2021). 

Improved 
knowledge 
transfer, 
evidence of the 
importance of 
management 
feedback on the 
performance of 
employees, as 
well as 
communication 
and better 
monitoring. 

Manufacturing, 
Textile exporting 
companies. 

Nigeria, 
Pakistan. 

Management 
toward 
motivation, 
opportunities and 
teamwork 

Nientied, P. (2018). 

It pays attention 
to the 
development of 
team objectives 
rather than 
individual ones, 
supporting a 
more flexible 
organization. 

High-tech 
manufacturing 

Netherlands, 
Slovenia 

Source: own elaboration based on the Scopus database (2024). 

Based on the literature review in Table 3, a detailed analysis is presented on the elements that are evident 
in the organizational culture that encourage innovative behavior of employees in different economic 
sectors. 

The first element of culture refers to transformational leadership, which has a direct influence on the 
innovative behavior of employees through creativity, inspiration and motivation. Ambidextrous leadership, 
which combines transactional and transformational practices, contributes significantly to the improvement 
of innovative performance and knowledge transfer, especially highlighting continuous feedback. 

Another element of the culture that stimulates innovation has to do with the effective management of 
human talent through the selection and hiring of employees with creative profiles; likewise, the innovative 
climate accompanied by effective leadership and organizational learning leads to the generation of 
innovative behavior and the development of competitive advantages.   

In this way, elements such as market orientation, continuous learning and financial education strengthen 
competitiveness and improve the capacity for innovation in organizations. On the other hand, the theory 
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of social exchange is an aspect that stands out by fostering social skills and effective interpersonal networks 
that optimize research, development and innovation. All the above is evidence that organizational culture 
contains key elements that can foster business development and innovation in organizations. 

Figure 1. Participation of Factors Innovation in Organizations 

 

Source: Authors' own elaboration. 

Based on a comparative analysis, Graph 1 illustrates in percentage terms the participation of innovation 
processes within the organizations; in this sense, the factors related to managing innovation and the 
development of leadership and organizational culture are the ones with the highest participation (25%) in 
what has to do with the key factors for innovative performance in the companies. 

The factors that refer to human talent knowledge management and marketing management appear with an 
intermediate participation of around 12%, which shows that knowing and managing human talent and the 
search for new marketing strategies are sources of interest that drive innovation in companies. 

Likewise, the factors with a lower participation, but no less important, are the factors related to 
organizational learning (R&D), corporate absorption capacity, technology and to a lesser degree 
entrepreneurial management, reflecting on the one hand the interest in these organizational aspects, but at 
the same time offering development opportunities that can be studied and used to promote and develop a 
better innovative performance in organizations. 
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Graph 2. Participation By Economic Sector in Innovation Processes of Human Talent 

 

Source: Authors' own elaboration. 

Graph 2 shows the percentage participation of different economic sectors in processes related to 
innovation; the sectors with the highest participation (26%). This shows that these sectors are highly 
committed to development and innovation activities in the organizations. 

High-tech manufacturing continues with a high participation, as well as banking services. In addition, 
according to the analysis, the sectors of Legal Services, Tourism, Telecommunications, among others, have 
a low participation, around 5%, which may indicate the need for greater interest of companies linked to 
these sectors in innovation processes. 

Countries in which the most studies on innovation in human talent are represented. 
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Source: Authors' own elaboration. 

Graph 3 shows the percentage of participation of different countries in processes related to innovation; 
firstly, China appears as the country with the highest participation in innovation, reaching approximately 
18%; this undoubtedly reflects the leadership that the Asian giant has achieved in terms of innovation 
processes in organizations. Two other Asian countries, Indonesia and South Korea, also stand out as 
showing great interest in everything that has to do with innovation. 

Other countries identified in the analysis are Pakistan, Spain, the Netherlands and Vietnam, which also have 
smaller participations, but are also very interested in innovation processes. 

On the other hand, countries such as Italy, the United States, India, Switzerland, Japan and Dubai, appear 
with lower participation in the study. 

Discussion 

The analysis presented in this research underscores the pivotal role of innovation factors in enhancing 
organizational talent performance. In this regard, management and knowledge of personnel, along with 
quality management and formal processes, emerge as pivotal drivers in the development of innovative-
oriented programs. This assertion aligns with the findings of other studies, which similarly highlight these 
elements as crucial catalysts for organizational development and continuous improvement.  

The study notes a striking disparity in the innovative participation of the economic sector, underscoring 
the dearth of development in programs or policies that are oriented towards innovation in human talent 
and organizations, particularly in sectors such as telecommunications, tourism, and legal services. This has 
resulted in significant gaps in innovation between the economic sectors identified in the study. 

Conversely, the study underscores the preeminence of China in innovation, followed by other Asian 
countries such as Indonesia and South Korea, which also demonstrate a profound interest in innovative 
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processes that extend beyond mere innovation activities to encompass the implementation of public 
policies that encourage technological and innovative development. Conversely, countries with substantial 
technological and economic traditions, such as the United States and Japan, exhibited reduced engagement 
in the reviewed studies. This phenomenon merits further examination, as it may be indicative of a paucity 
of studies addressing innovation and human talent in the review. 

Conclusions 

This research indicates that there are key factors that directly influence the innovative performance of 
human talent in organizations. These factors include quality management, direct management of 
innovation, and acquisition and transfer of knowledge. These aspects contribute or aim to improve 
productivity and operational efficiency, which can lead to the creation of sustainable competitive advantages 
in companies. 

Conversely, the development of innovative processes exhibits disparities across the sectors delineated in 
the study, with the most prominent disparities observed in the manufacturing, high technology, and service 
sectors, and to a lesser extent in the legal services, tourism, manufacturing (SMEs), and other sectors. 
Moreover, a substantial body of research has documented a pronounced concentration of innovative 
processes in Asian countries such as China, Indonesia, and South Korea. These countries are followed by 
the United States, Italy, Spain, the United Arab Emirates, Pakistan, and Nigeria. Notably absent from the 
list are Latin American countries, which suggests a deficiency in the analysis and documentation of 

innovative practices in this region.  
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