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Abstract:  
 

Our aim consists of understanding the process of innovation from the triple perspective: 
identification of the most appropriate competitive strategy for this context; the mediating role that 
human resources development has on the strategy and results and, finally, the decisive role of 
human resources in the development of organizational commitment. We test the model in 
Biotechnology companies, because they are organizations that need to implement an innovation 
strategy in order to survive in the competitive environment in which they operate. The results of 
the structural equation model proposed, in the Canadian biotechnology sector, show that 
companies with a first-mover strategy have more successful innovation results and that human 
resource practices exert a key influence in generating organizational commitment in this kind of 
innovative companies. Results have shown that human resources practices have a fundamental 
influence on generating organizational commitment. This results allows us, first, to ensure that 
human resource practices are a critical mechanism through which organizations generate flexible 
working philosophy and align behaviours and skills of employees to achieve commitment.  

 
Introduction: Implications of the Human Resources Strategy 

 
The approaches proposed within the field of strategic HR management aim to address the 

question of how to manage resources to ensure added value and, ultimately, develop competitive 
advantages within the company. As some authors have pointed out (Delery and Doty, 1996), 
future theoretical developments should clearly define the approach they use in order to build their 
arguments and confirm them with a consistent analytical strategy. Thus, considering the scope of 
our research, it is our understanding that the success of human resource strategies depends on the 
situation or context in which they are implemented. This leads to a simple but very realistic 
prediction: a good fit leads to better results and a poor fit leads to incoherence and worse 
outcomes. In order to achieve this fit, business managers require a deep understanding of the key 
factors that must be included.  

 
Our aim is to analyze, using a contingency approach, the relationship between HR 

practices and the development of a competitive strategy within the context of innovation. Our 
choice of a context which is in constant need of change and innovation, such as the biotechnology 
industry, proposes changes in the consideration of the aforementioned fit, which should not be 
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associated to the idea of resistance to change. In this industry, competitiveness is based on the 
generation of radical innovations to achieve technological designs which predominate in the 
industry. Thus, the human factor is of vital importance. Yet, HR management has barely been 
covered in the studies on business innovation to date (Sánchez et al., 2000), which justifies our 
study. 

 
In most business situations, and in our context in particular, fit should be dynamic. 

Precisely this new concept of “dynamic fit” is made possible by the proper definition of 
flexibility in the organization, and generation of commitment takes on an essential role. Thus, we 
are interested in analyzing the relationship between human resource practices and the 
development of organizational commitment that fosters the implementation of this strategy in this 
innovative context. If the characteristics of the necessary people change, it is vital that individuals 
are sufficiently motivated to bring together, following alignment theory, a set of determining 
factors essential for business results. Thus, our objective consists of understanding the process of 
innovation from the triple perspective outlined: identification of the most appropriate competitive 
strategy for this context; the mediating role that human resources development has on the strategy 
and results and, finally, the decisive role of human resources in the development of organizational 
commitment. 

 
In order to achieve the objective of this study, we have structured it around three core 

blocks. In the first, we analyzed the context of biotechnology firms defining the available 
strategic alternatives in the industry and their implications on performance, to define the first 
hypothesis. Likewise, we have studied the link between innovation strategy, human resources 
practices and business results, to create the second hypothesis. And finally, we have reflected on 
the role of human resources practices in the generation of commitment to reach the last two 
hypotheses of the study. The second block is devoted to verifying the research hypotheses, 
analyzing the study sample and the analyses carried out. Finally, the third block includes the 
conclusions, limitations and areas of future research of the study conducted. 

 
Innovation context, innovation strategies and human resources: the role of 

commitment 
 
All over the world, major efforts are being carried out to make progress in the fields of 

human health, animal health, the environment and food science, as evidenced by significant 
investments, both public and private, to promote scientific advances in these areas. This industry, 
with major economic and social impacts, is characterized by having a large number of start-up 
companies, most of them SMEs, that take advantage of their size to address specific innovation 
projects. This is a fragmented market, based on technology innovation as a competitive strategy 
and with many alliances and cooperation agreements between small and medium enterprises, and 
between these and other larger ones, in particular food and pharmaceutical companies. 

 
These businesses base their competitive advantage and capacity to attract investors 

(usually venture capital) on their own innovation capacity, as well as on their capacity to gain 
trust through the management and scientific team that make up the company (Qian and Lee 
2003). Thus they have a financial structure that must support major investments without yet 
having, in many cases, the products to be marketed, which entails a series of risks related to the 
company’s financial leveraging. On top of this are the very characteristics of the R&D projects, 
mostly focusing on the long-term, requiring significant investment for their development and 
assuming a great risk for the results finally obtained (Genoma Spain, 2004). In this emerging 
industry, competitive position is characterized by radical or architectural innovations, in order to 
establish the predominant technological design in the industry. Thus, the competitive strategy of 
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the organizations is aimed at technology leadership (Miles and Snow, 1984), based on the process 
of innovation as the competitive strategy and following the logic of first-mover advantage 
(Lieberman and Montgomery, 1988). Being first and continuously investing in innovation, 
improves the absorption capacity and the time compression diseconomies, to allow addressing the 
future with a greater stock of technological knowledge than competitors, determined by the path 
dependencies carried out in R&D.  

 
Those who are first will have the possibility of entering into agreements with providers 

and assure their brand reputation through consumer/buyer loyalty, something especially relevant 
in biotechnology. Therefore, agreements with multinational companies or even with public 
institutions are based on a long-term cooperative relationship, which could mean another possible 
barrier for followers. Thus, we limited ourselves to a scope similar to the one contemplated by 
Dyer and Holder (1988), when they defined their “involvement strategy” and, in parallel to this 
context, we have established a strategic classification distinguishing between being technology 
leaders that are first to market, or else having a more conservative followers strategy. This 
approach allows us to formulate the first hypothesis (see figure1):  

 
H.1: In a context of innovation, the first-mover competitive strategy is clearly superior to the 
follower strategy; therefore the first strategy will provide better results than the second.  

 
Consequently, we can identify the first phase of the innovation strategy with the radical 

nature of the product, and a second phase where the learning process of the existing companies 
speeds up, causing the entry of new organizations is decrease. During this second phase, it is 
possible to make use of economies of scale and improve through innovation in processes. The 
human factor is of great importance in the development of this competitive strategy, due to the 
contribution of knowledge. These are employees responsible for the competitive capacity and the 
market reputation of the company (critical employees), who will play a crucial role given their 
special contribution to the stock of technology knowledge accumulated. We believe as Young et 
al. (1996), that the human factor will have a greater weight the greater its importance in the 
development of the competitive strategy, which would be the case of a strategy based on 
technology innovation, especially in the industries in which R&D is an important company 
component, and where changes and the need to adapt are constant. 

 
 
In short, we believe that in order to achieve innovative companies, a series of specific 

attitudes and behaviors are necessary and HR management becomes the means or tool to 
reinforce and encourage these behaviors. Based on the above, and having specified the context 
for our analysis, we assume the idea that a greater degree of development of HR practices and 
policies means a closer relationship between strategy and results for this type of companies. 
However, HR management has barely been covered in studies on business innovation to date 
(Sánchez et al., 2000). Worthy of note are the proposals by Miles and Snow (1984), Schuler and 
Jackson (1987); Beatty and Schneider (1997), Santos (2000) and Laursen (2002), although all of 
these studies address the issue from a general perspective. 

 
Specialized literature has frequently considered high performance practices and 

effectiveness in human resources management as substitutes in a company’s results (Huselid, 
1995). Gloet and Terziovski (2004) analyzed a variation of this idea by establishing that both 
concepts interact to achieve better results both in innovation and market indicators. There is also 
an interest in the mediating relationship of human resources practices when the study addresses 
knowledge and innovation management. Jiménez and Sanz (2005), with a contingent approach, 
analyzed the influence of human resources practices on innovation considering the Schuler and 
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Jackson vs. Miles and Snow models. These authors have found empirical support for the idea that 
innovation explains the adoption of certain human resources practices, while these would 
subsequently condition the company’s innovation focus. Furthermore, using the Schuler and 
Jackson model, they obtained better results when analyzing the match between innovation and 
human resources practices as a whole, than when analyzing separate practices. However, there is 
no clear identification of specific practices that must be associated more strongly with innovation. 

 
Some studies have tried to undertake the above task of linking specific practices with 

innovation. Thus, Li, Zhao and Liu (2006), established that employee training and non-financial 
motivation, together with the control of processes have a positive impact on technology 
innovation; while financial motivation and the control of output has a negative influence on the 
same. In their turn, Wang and Zang (2005), presented a proposal consisting of distinguishing 
between functional practices and strategic human resources practices. Our approach is connected 
to this idea, since we distinguish between support practices, related to proper functioning and 
target practices, more related to strategy. The idea is to analyze the level of development of the 
human resources system as a whole and how organizations use the system, not the focus of 
certain practices. In other words, in line with the work by Liao (2006), we believe companies that 
follow a certain innovation strategy (first or follower) will be characterized by a certain level of 
development of human resources practices (support or target), not by the specific focus of these 
practices, since they are all aimed at innovation in all cases, as this is the key to their survival.  

 
Continuing with the contingent perspective, we agree with the literature that establishes 

that the specific practices to be developed will vary according to the type of innovation strategy 
to be carried out. We also accept the idea of fit as approached by Jiménez and Sanz (2005) that 
make it necessary to analyze whether the human resources practices proposed will be modified 
according to the type of innovation strategy carried out. With this background, we considered the 
second hypothesis (see figure 1):  

 
 H.2: Human resources practices act as mediators between the type of innovation strategy 
carried out by the organization and the results achieved. 

 
Depending on the approach followed, the strategy defines human resources practices and 

these determine the necessary people skills and behaviors to implement the strategy and be 
successful. In a stable environment, once the fit is achieved, flexibility is no longer relevant, since 
the environment does not change. In opposite circumstances, the fit can only be sustained over 
time by developing flexible human capital. This is why we believe, like Verdú et al. (2006), that 
the role played by managers when it comes to balancing fit and flexibility is essential, since they 
are the ones who perceive and confirm the changes that will affect internal operations. 

 
Focusing on the current strategic context in the biotechnology industry, we find the 

specific environment has not yet been well defined, therefore there is uncertainty, forcing 
companies to consider the flexibility dimension, which in turn affects the HR strategy design, as 
we have just seen, which must promote flexibility in the same way within the organization 
(resilience, response capability and capabilities transfer). Therefore, the human resources strategy 
must not design practices that fit only a specific competitive capacity. On the contrary, these 
practices must help create a human infrastructure that builds capacities that support multiple 
strategic dimensions (Snell et al, 1996). Flexibility means an individual’s capacity to implement 
various different strategies and face diverse competitive requirements. 

 
Wright and Snell (1998) consider that flexibility can be achieved by three different 

means: 1) developing human resources systems that can be adapted quickly; 2) developing a 
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human capital reserve with a broad set of skills and 3) encouraging behavioral flexibility among 
employees. In this case, organizational commitment is set up as a core organization characteristic 
so that the organization can be sure that the autonomy that workers must be given to continuously 
reshape their capacities will be used to achieve the organizational objectives (Meyer and 
Herscovitch, 2001). Based on these common characteristics, the literature establishes the 
following types of commitment: affective commitment, continuance commitment and normative 
commitment.  

 
From a theoretical perspective, it is accepted that when a company follows flexibility 

patterns, the social and human factors can be the main causes of business performance. 
Furthermore, a significant amount of literature supports the idea that certain human resources 
strategies developed with the intention of obtaining organizational commitment, can be ideal for 
initiatives to introduce flexibility in the organization. Specifically, the theory based on resources 
puts forward that a strategy defined by flexibility reduces the impact of employee commitment on 
business performance. The greater the level of flexibility, the greater the positive effect of the 
human resources model of employee commitment on results (Roca-Puig et al., 2005). With this 
approach, it is necessary to promote human resources practices that encourage commitment 
(Kelliber and Perrett, 2002; Wrigth et al., 2003).  

 
Therefore, the connection between flexibility and results is based on the assumption that 

flexibility is a critical organizational competence which allows companies to generate and 
maintain a sustainable competitive advantage, and therefore, achieve higher efficiency levels 
(Ebben and Johnson, 2005). Other studies have delved into this idea incorporating the role of the 
competitive environment as an element that drives companies to adapt and maintain their 
competitive situation (Verdú, Llorente and García, 2006; Zhang, 2006). But in any case, 
commitment appears inexorably linked to the generation of a sustainable competitive advantage 
in this context and, therefore, to higher efficiency levels. Thus, although many papers directly 
link organizational commitment to business performance and this topic is still of interest in 
literature (Benkhoff, 1997; Riordan et al., 2005; Melian-González and Verano-Tacoronte, 2006; 
Dorenbosch et al., 2006), our research is interested in this relationship inasmuch as it participates 
in the dynamic fit, as a core element to generate human capital and undertaken within an 
organizational context of innovation. Based on the above, we consider hypotheses 3 and 4 (see 
figure 1): 

 
H.3.: Undertaking HR practices will enable greater organizational commitment. 
 
H.4.: Development of commitment will have a positive influence on achievement of better 

organizational results in companies based on innovation as a competitive strategy, such as 
biotechnology companies. 

 
Figure 1. Summary of the hypotheses 
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3.- Sample and results 
 
3.1. Sample and procedures 
Sample: The sample was defined taking into account the companies included in the 

industry by the three most relevant public institutions in Canada. We designed a database with all 
the companies, which included the various subsectors. The database had 1207 contacts who were 
sent a questionnaire prepared to verify our hypotheses. We obtained 136 valid responses, or a 
response rate of 19.3% from all of the biotechnology companies. The representativity tests 
indicate there are no significant differences between questionnaire respondents and non-
respondents. 

 
Measures: Innovation strategy: We measured the companies’ need and determination to 

implement a strategy based on technological innovation and leadership, considering the 
advantages associated to the logic of first movers. The questionnaire included the items 
recommended by the Spanish Association of Biotechnology Companies to measure the 
innovation efforts of a business in the industry (ASEBIO 2004). We also included a scale adapted 
from the one used by Lieberman and Montgomery (1988). Commitment: In order to measure 
organizational commitment, we have adapted 11 items from the revised scale by Allen and Meyer 
(1996), developed earlier by the authors themselves. Human resources practices: Measurement 
of this will help note the level of development of human resources systems. The questionnaire 
included 24 items selected from the major groups identified by the literature (Meyer and Smith, 
2000; Ichiniowski et al., 1997; Laursen, 2002; Michie and Cenan, 1999). Organizational results: 
We have used 11 items validated by literature and agreed on by industry experts (Spain and 
Canada). Employee results: We have considered 9 items that assess managers’ perception of their 
companies’ turnover rate, the level of satisfaction of workers with various aspects: relationship 
with colleagues, supervisors…; and the level of efficiency achieved by workers in the 
organization over time, and in comparison to competitors. 

 
3.2. Results  
Biotechnology companies are organizations that need to implement an innovation strategy 

in order to survive in the competitive environment in which they operate. However, the 
innovation strategy can be developed according to different perspectives. Therefore, it is 
necessary to analyze whether the various ways of undertaking this strategy have an impact on the 
human resources practices which the organization decides to use as well as on company results.  

 
In order to analyze the relationship between the innovation strategy and results (H1) we 
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have carried out a hierarchical regression incorporating as dependent variables each measurement 
of results and as independent variables, the innovation strategies proposed, that is, the “first-
mover strategy” and the “followers strategy”. Regardless of whether the dependent variable refers 
to organizational results, or to employee results, data indicate that those companies that follow a 
first-mover strategy achieve better results, which confirms hypothesis 1. This outcome is 
fundamental, as it provides greater value to being first than the risk this strategy may entail, as 
well as ensuring that employees are more efficient.  

 
Table 1: Relationship between innovation strategy and results 

Model R R2 R2c SD ∆ R2 ∆ F F Sig. 
Organ. Results ,310(a) ,096 ,065 1,41618 ,096 3,128 ,128 ,051(a) 
Indiv. Results ,252(a) ,063 ,045 ,75666 ,063 3,445 3,445 ,036(a) 

Modelo B Error típ. Beta t Sig. 

Organ Results 
(Constant) -,138 ,188  -,734 ,466 

First movers strategy ,573 ,230 ,317 2,493 ,015 
Followers strategy -,136 ,180 -,095 -,752 ,455 

Indiv. Results 
(Constant) 5,499 ,074  74,349 ,000 

First movers strategy ,194 ,075 ,248 2,584 ,011 
Followers strategy ,029 ,074 ,037 ,385 ,701 

 
Various authors have proposed a two-stage focus for modeling structural equations, which 

emphasizes the analysis of two different parts: the metrics submodel and the structural submodel. 
The metrics submodel describes how latent variables relate to observable variables or indicators. 
This part of the model shows, therefore, the reliability and validity of the indicators to measure 
the latent variables. The structural submodel, in its turn, describes how the latent variables relate 
to each other. Their purpose is to confirm to what extent causal relationships specified in the 
proposed model are consistent with the data available.    

 
With regard to the metrics models, we used confirmatory factor analyses to verify the 

reliability and validity of the scales considered for this study. With reference to the development 
of human resources practices, we estimated three CFA, one for target variables (including all the 
tools over which the organization can exercise discretion to generate, maintain and develop its 
human capital in the context of innovation); other one for planning support variables (including 
the use of information and the forecasts the organization prepares of its present and future 
personnel needs), and job analysis (which analyzes formal job descriptions and evaluations) 
because these dimensions have two and three items and the model is saturated and the last one for 
succession planning support variables (includes the main criteria used by the organization to 
manage its employees’ careers) The results show that these practices are one-dimensional 
constructs, since the CFA fit indexes are within commonly accepted limits (Table 2). Also, we 
estimated a factor model that included scales for the three dimensions of human resources 
practices as correlated latent variables; this model provides a better fit, thereby confirming the 
proposed dimensionality. In order to evaluate the reliability of these scales, we used a compound 
reliability index. This index considered the relative importance of each indicator within the factor 
it belongs to and it shows values of 0.74 for target practices, 0.73 for planning support variables, 
0.74 for job analysis and 0.77 for succession planning support variables. A similar situation 
occurred with the structural model considering these three variables as correlated latent factors 
(Table 2).  

 
The same is true when measuring the competitive strategy of the first-mover or the 

follower (reliability index of 0,85 and 0,8), organizational commitment (reliability index of 0,86 
for affective and 0,82 for continuance commitment) and individual (0,82 for employee results and 
turnover and 0,88 for satisfaction) and organizational results (0,73 for financial results,0,78 for 
innovation results and 0,82 for perceived innovation results), which show suitable fit indexes thus 
confirming the dimensionality of the scales. The reliability index exceeded 0.70 in all of cases. 
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Obtaining two types of commitment out of the three put forward in theory is consistent with the 
results of studies conducted by various authors, who state that commitment has two fundamental 
dimensions: affective and continuance and not three, as we proposed earlier. 

 
Table 2. Fit indexes of the confirmatory factor analyses 

 X DF 2 P NFI CFI RMSEA RMR 
Human resources practices development 
Target practices 0,527 136 0,913 0,997 1 0 0,046 
Planning and job analysis support practices  33,23 10 0,1 0,89 0,87 0,03 0,08 
Succession planning support practices 10,34 15 0,2 0,9 0,91 0,08 0,097 
Human resources practices development (correlations among 
factors) 

1,23 300 0,92 0,94 0,91 0,02 0,03 

Innovation strategy 
Innovation strategy (correlations between factors) 1,498 3 0,683 0,992 1 0 0,026 
Organizational commitment 
Affective commitment 22,160 24 0,570 0.983 1 0 0.041 
Continuance commitment 4,840 6 0,565 0,994 1 0 0,062 
Organizational commitment (correlations between factors) 88,978 96 0,681 0.97 1 0 0,034 
Organizational results 
Financial results 14,6 3 0,23 0.89 0.9 0.078 0,07 
Innovation results 8,23 3 0,47 0,9 0,91 0,07 0,65 
Perceived innovation results 7,79 2 0,54 0,92 0,93 0,06 0,058 
Organizational results (correlations among factors) 26,442 36 0.63 0,95 0,94 0,03 0,027 
Employee results 
Satisfaction 8,569 6 0,453 0,9 0,91 0,08 0,07 
Employee results/Turnover 5,945 2 0,51 0,875 0,89 0,086 0,086 
Employee results (correlations among factors) 4,678 27 0,823 0,91 0,93 0,03 0,026 

 
With regard to structural models, the relationships to be tested were those derived from 

the hypotheses proposed in this study, which required estimating a structural model that would 
simultaneously include the effect of the innovation strategy on the level of development of human 
resources practices (hypothesis 2), the effect of human resources practices on commitment 
(hypothesis 3) and the influence of commitment on results (hypothesis 4).  

 
Table 3. Fit indexes of structural model 

 X DF 2 P NFI CFI RMSEA RMR 
General structural model 265,36 284 0,234 0,956 1 0 0,026 

 
In order to minimize the complexity of these models, we used compound metrics of the 

human resources practices, that is, the latent factors corresponding to the human resources 
practices were replaced by the mean value of their indicators. The use of compound metrics is 
useful in structural equation models for two reasons. First, it allows fulfilling to a greater extent 
the premise of normal distribution required by the maximum likelihood estimation. Two, because 
it favors the use of models with greater parsimony as it reduces the number of variances and 
covariances. This improves the stability of the estimated parameters and reduces the 
measurement error impact during the estimation process. This model shows a good fit (Table 3) 
and the results obtained (Figure 2) confirm hypotheses 2, 3 and 4. This model explains over 70% 
of the results variance, considering the coefficient of determination value (R2

 
). 

Figure 2: General structural model results 
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Conclusions 
 
We sustain that human factors are key for innovation success, given that the human 

element itself is involved in the whole continuous process of gathering, developing and 
improving knowledge upon which technological innovation is based (evolutionary theory), as it 
possesses the tacit insight which generates the dynamics of the knowledge spiral. Thus, human 
resources management determines and acts as a lever that influences and modifies skills, 
capabilities and attitudes, which is why it is set up as a tool to develop innovation activities, 
aligning people with the requirements of the innovative process itself. If the behaviors required 
for each strategy are different, personnel policy must be as well. 

 
In order to develop an innovative organization, it is necessary to develop a series of 

management practices that allow transferring knowledge and, with a stronger policy focus, 
generate a favorable culture directed at revitalizing, facilitating and incentivizing the whole 
process. With this aim, we propose a human resources system adjusted to the innovation strategy, 
based on the concepts of fit and commitment. Results allow us to state that companies that follow 
a first-mover strategy achieve better innovation results. Moreover, this strategy also has 
implications on the behavior of individuals, since employee performance seems to improve, 
although the relationship is not as strong.  

 
The first-mover strategy specially conditions development of human resources variables, 

which leads us to conclude that organizations aiming to be first will have to create the ideal 
environmental conditions in order to effectively develop the innovation process, doing away with 
elements that generate instability and uncertainty, creating spaces of security and trust for sharing 
information and decision making. Added to the above is the need to be able to have the right 
human capital at all times. This type of organizations need to ensure they have the necessary 
human resources (knowledge, skills, attitudes and behaviors) at each development phase, so they 
can stay ahead of competitors. A delay in this regard would mean prolonging the innovation cycle 
and therefore wasting time versus the competition, which could entail a loss of the barriers 
established, as well as a delay in the accumulation of technology know-how and, ultimately, the 
loss of a leading market position. We have also noted that the above human resources variables 
act as mediators between the strategy itself and the organizational results, verifying the idea that 
the fit company is more efficient.  

 
Human resources practices will have to focus on developing two types of commitment: 

affective and continuance. Each type of commitment is associated to a specific aspect of the same 
and related to various types of human resources practices. Results have shown that human 
resources practices have a fundamental influence on generating organizational commitment. This 
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allows, on the one hand, ensuring that human resources practices constitute a critical mechanism 
through which organizations generate a flexible working philosophy and they align employee 
behaviors and competences to achieve commitment to the company.  

 
Thus, the application of human resources practices in biotechnology companies will allow 

professionals to build capacities and undertake their functions and responsibilities through 
adaptation to the dynamic context they face. However, the impact of each group of practices will 
depend on the human resources dimension being analyzed, although in general we can highlight 
the impact of people management practices on the generation of organizational commitment. 

 
On the other hand, in order to have an impact on individual and organizational results, 

managers will have to address various aspects related to commitment, people’s emotional bond 
with the organization allows the latter to achieve better organizational results, and similarly it will 
have a positive impact on all individual results. Thus, the long-term connection perceived by an 
individual with the organization, derived from communications and internal relationships, has a 
special impact on organizational results. It also has an impact on the results and satisfaction of 
individuals, as they see that the organization is committed to them. 

 
Regarding the limitations of the study, while they do not invalidate the conclusions 

reached, they do qualify their validity. The first is the one shared by most studies that conduct an 
empirical analysis through surveys, which is the response rate, although in our case it may be 
considered positive. Another limitation is due to the subjective nature of variables. We believe 
this subjective perspective, although open to criticism, is fully justified by the objectives of our 
study. Furthermore, the study is based on the opinion of a single key member of the organization, 
yet we believe this is the most appropriate person, since it allows eliminating motivation and 
information biases between organizations as a result of using reporters in positions that do not 
exist in all of them. Lastly, another issue is measurement of the variables themselves, although 
we have tried to overcome this limitation with the instruments used.   

 
Finally, as for future lines of research, it would be advisable to continue developing the 

concept of dynamic fit proposed in this study, in order to incorporate other dimensions to the 
analysis. In this regard, just as we have managed to link human resources practices to the 
existence of a flexible organization with improved results, we could consider the relationship 
between human resources practices and organizational commitment; as well as the link between 
human resources practices and personnel competences. With relation to internal coherence, we 
can analyze the various combinations between flexibility, commitment and competences based on 
fit that provides insights into the concept of human capital and its impact on the generation of 
competitive advantages. Likewise, with relation to external fit, we can analyze the behavior of 
each one of these new dimensions in conjunction with the innovation strategy. 

 
In short, the open questions we shall have to continue addressing are related to the 

adaptation and alignment of managers and human resources management to the various 
organizational strategies and contexts, in order to be able to develop management systems that 
respond to the company’s specific needs, and thus turn people management into real mechanisms 
that allow proper deployment of the strategy. 
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