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ABSTRACT 

Purpose – In today’s competitive global market, Vietnamese enterprises are faced with 

highlycompetitiverivals,includingnotonlydomesticcorporationsbutnowmultinationalcorpo

rationsaswell.Theroleofhumanresourcesandtheirconstantinnovationareconsideredsignifica

ntfactorsinsupportingthesurvivalandcontinuedgrowthofVietnameseenterprises.Inthisnewe

ra,HR 

 

managementisrequiredtopromoteandstriveforinnovativedevelopmentanddisseminateits                                                                   

implementationwithinenterprises. 

Aim(s) – This empirical study examined the role of human resources practices (training 

anddevelopment (TD), leadership skills (LS), compensation and benefits (CB) and talent 

acquisition 

(TA))andthemediatingeffectofinnovativecapacity(IC)thatleadstotheimprovementofthegro

wthofVietnameseenterprises(EG). 

Design/methodology/approachTheempiricalresearchstudyusedquestionnairesfordatacollec

tionandtherestofthestudywasconductedusingquantitativeanalysison398suitablesamplesutiliz

ingtheconveniencetechniqueandthefindingsandconclusionsoftheoutcomestudyusingexplorat

oryfactoranalysis(EFA),confirmatoryfactoranalysis(CFA),andstructuralequationmodelling(SE

M). 

FindingsThefindingsshowedthatthemediatingroleofICgreatlyandpositivelyimpactedenter

prisegrowth(EG).Meanwhile,TAstronglyimpactedonICtowardsEG.Thesecondstrongestfac

toraffectingICtowardsEGwasCB.ThethirdstrongestfactoraffectingICtowardsEGwasLS.Thefou

rthstrongestfactoraffectingICwasTD.Additionally,thesupportingfactorsinhumanresources

practices(TD,LS,CB,TA)andthemediatingroleofIChaveagreatpositiveinfluenceonEG.Limitati

onsoftheStudyandFutureResearchDuetothetimeandthefinancialterm,theresearchhasmanyli

mitationsinthisstudy.Firstly,theresearcheronlycollecteddatafromaroundHCMC,meaningthatt

hereisaneedtowidenthecollectioninVietnamtohaveafullsnapshotoftheHRknowledgeandinn

ovationcapacityforenterprisedevelopment.Secondly,thereisalackofcomparison.Inthefuture

,furtherstudiesshouldstudyindividualindustriestoreferenceandcomparethedifferentoutcom

esofresearch.Fromtheseoutcomes,thesolutionswillberelevantforHRstrategiesforVietnames

eenterprises.Lastly,thereisalimitationinthefactorsstudied.Futureresearchcouldstudyaddition

alfactorssuchassalary,motivationfactor,etc.,todevelopandenrichthestudymodel.  

Practicalimplications–

TheroleofHRmanagementandinnovativecapacityarethecrucialfactorsthat affect the 

enterprise growth. Therefore, Vietnamese enterprises should reference, practise 

andapplythisvaluedknowledgetosupporttheiroverallchangetosurvive,adaptanddevelopwith

inthenewera. 

Originality/value–

TheresultshavealsoindicatedthattheadministratorsofVietnameseenterprisesin Ho Chi Minh 

City have good perception in applying HR practices and improving innovativecapacity, 

which will support enterprise growth. The outcome of the study will contribute  

valuableknowledgetothefieldofhumanresourcesandcontributetofurtherresearch. 

KEY WORDS: compensation& benefits, leadership skills, talent acquisition, training & 

development, innovative capacity, enterprise growth 
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I. INTRODUCTION 
Human resources (HR) today plays a critical role in all organizations.Constantly increasing numbers 

oforganizationsarefocusingonhumanresourcesasameansofenhancingitscompetitiveness(kareemandhussein,

2019). According to Bakator et al., (2019) have noted a tangible relationship between suitable human 

resourcemanagement(HRM)andtheenhancementofitsbusinessperformance.TheHRMliteraturesuggeststhattheh

igher-

performingorganizationsarerelatedtotheeffectivenessofitsimplementedHRpolicies(Leetal.,2019).Additionally,wh

enenteringinternationalintegration,thereisstrongercompetitionappliedtothelocalenterprisesbyitsrival  

international enterprises. To adapt with the fast ever-changing global environment, there is a need to 

change themindsetforattractingandacquiringnewtalentinanybusinessorganization. 

AccordingtoNguyenandDinh,(2019),developinghigh-

qualityhumanresourcesisasignificantfactorindeterminingthesuitableprocessofsocio-

economicgrowthanddevelopment.Peopleneedtobeatthecenterofthedevelopmentstrategywhilstconcurrentlybet

hesubjectofdevelopmentitself.AccordingtoLeetal.,(2019),ContinuedEmpiricalresearchandstudiesonHRMisnote

d,andtherecenteraoftheadoptionanddevelopmentofpeoplemanagementprocessesinVietnam.Thecurrentstudie

sprovidealogicalcomprehensionofthedevelopmentoftheHRM/HRprocessanditsresearchinVietnamover30years.

Additionally,itisseenasarequirementfororganizationstoimplementsuitablehumanresourcedevelopmentstrategiest

oenhanceitsworkforcecompetencies,assistingwithfunctionaleffectiveness(kareemandhussein,2019).Innovativea

nddevelopedhumanresourceswillprovideaconduitindeliveringtheoverallkey-

valuestoanyorganization.Humanresourcedevelopmentiscriticalinachievingasustainablecompetitiveadvantag

eoveritsrivalsandimprovingtheinternalefficienciesofenterprises(kareemandhussein, 2019). Therefore, 

enterprises are required to focus, develop and provide innovation to the critical areas of 

theworkforcetostriveforgreaterachievementsinitsmanagementof;thebusiness,operationsandmanufacturingsector

s.There are a significant number of earlier published results of classic economic theory, that identify the 

beneficialrelationshipofhumanresources(HR)hasimpactedtheenterprisesgrowth(Vlachos,2009).Recentanalys

isonenterprisesrevealedtherelationshipofhumancapitalandgrowthwhichhasattractedthefocusofresearchers (V

lachos,2009).Anenterprisesgrowthisoftenseenasthevalidityofmarketacceptanceandtheenterprisessuccess(Vlachos

,2009).Therefore,torealizesuccessinacompetitivemarket,humanresourcesanditsinnovationcapacityisasignificantc

ontributorinassistingtheenterprisesdevelopmentandsustainability.Withtheadventofglobalizationanditsinhere

ntrapid-changeswithinthebusinessenvironment,effectiveandefficientemploymentisbecomingoneofthekey-

objectivesandgoalsofanyorganization(kareemandhussein,2019).Intoday’scompetitivebusinessclimatetherearem

anyissuesrelativetoitsemployee;findingamethodofattractingthemostsuitableandcompetentpeople,developing

overallstrategies,employeeretention,andsustainedmotivation.Thiswillassistthe  

enterprisesdevelopmentandenhanceitssuccess. 

Researchhasnotedthat84%ofseniormanagementconcludethebusinessesfuturesuccessisdependentonthelevel 

of innovation applied (Kylliäinen, 2019). When applying innovation, it provides additional benefits to 

theenterprisestomaintainitsthecompetitivenessinthemarkets,andisasignificantcontributortoeconomicgrowth.

Itsabilitytoresolvecriticalproblemsisdependentonadoptingnewpositiveinnovations,ithasasignificantimpactondevel

opingcountries(Kylliäinen,2019).AccordingtoNguyenandDinh,(2019),itisnotedthatthecurrentlevelof trained 

workers is very low, the quality of the training is not suitable, given this status the effective use of 

itshuman resources is still not suitably productive, imposing a significant negative effect on Vietnam's 

economy.Additionally,accordingtoLeetal.,(2019),currentlythereissignificantinterestinthestrateg icinvestmen

tinHRanditsHRMwithinVietnameseenterprises.Newpersonnelmanagement(PM)andhumanresourcemanage

ment(HRM) processes have been implemented to replace the former HR strategies and processes to assist the 

Vietnameseenterprisesachievehigher-levelsofcompetitiveadvantageutilizingenterprise-

levelmanagementreformstrategies(Le et al., 2019). Therefore, Vietnamese enterprises need to strive for 

improvement in its human resource 

processesandimplementaninnovationapproachtoadaptwiththecurrentmarketandachieveitscompetitiveadvant

ages. 

Thereisaneedtoresearchandreview“actual”implementedHRpractices,thisresearchcanprovidepositiveinforma

tion to enhance its sustainable performance within Vietnamese enterprises (Le et al., 2019). Based on 

thesynthesisinformationabove,thisarticlewillanalyzetheroleofhumanresourcepracticeandadopttheinnovation

capacity as a mediating on the Vietnamese enterprise growth. This study will provide the valuable 

knowledge 

toassisttheVietnameseenterprisesthatrequiretheenhancementofitshumanresourcestructuretoadoptthebenefits,

developsustainablyandaddedsuccessintothenewera. 
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II. LITERATURE REVIEW 

1.1 THEROLEOFHUMANRESOURCEPRACTICERELATIVETOTHEDEVELOPMENTOFVIETNA

MESEENTERPRISES 

Human resources development is commonly studied by several international researchers (Pham & Pham, 

2019).According to Nadler (1984), Srivastava (1997), it is noted that human resources incorporate, physical 

skills,intellectual skills and the occupational skills of individuals. According to Anwar & Abdullah,  (2021), 

“Humanresource management includes tasks like HR preparation, human resources management, strategic 

recruiting,employeetraining,growthcompensationmanagement,efficiency,workerrelations,healthcare,emplo

yeesatisfaction as well as provision of employee services”. Human resources are referred to as the most 

significant factorfor impacting and enhancing the overall processes within enterprises. Therefore, to develop and 

achieve the benefitsfortheenterprises,thereitiscriticaltoimprovethequalityofitshumanresources. 

AccordingtoEjim(2021),thedifferencebetweenhumancapitalandhumanresourcesisthat“HumanResourcesarefoc

usedonthejobperformedbypeople,humancapitalismoreconcernedwiththeabilitiesandtrainingpeoplepossess”. 

He also indicated that “Human capital is the measure of capabilities and skills the human 

resourcedepartment requires from prospective employees”. Additionally, according to Le et al. (2019), the key 

elements of HRprocessesare:continuoustraininganddevelopment,performance-

basedpaysystems,theinternaldecentralizationofrecruitmentandstaffing,andtheutilizationoflinemanagers,whic

hhavebeenimplementedinmanyorganizations, including both foreign and state-owned enterprises and local 

private enterprises. A few 

notableexceptionsstillretainedtraditionalpeoplemanagementprocessesthatfocusedonharmony,hierarchyandrela

tional-basedcommitments. 

AccordingtoNavigos,(2018),itisnotedthatVietnamhasbeenrecognizedasacountry-

richinvaluablelaborresourceswithapredominatelyyoungpopulation.However,itiswitnessedbymanylargerintern

ationalenterprises 

inVietnamarecurrentlyfacedwithdifficultissuesintherecruitmentofasuitablevolumeofskilledandcompetentsta

ff. The Vietnamese enterprise need to improve its competitive advantages, its branding and to provide its 

HRstrategiesincorporatinganarrayofqualitybenefitsandcompensations. 

 

1.2 THEREVIEWOFTHEENTERPRISESGROWTH 

Tehseen and Sajilan, (2016), it has become apparent over many years that an enterprises progressive is 

anactivetopicofdiscussionandresearchstudy.Theresultingimpactoftheenterprisesstrategicstrategiescontribute

heavily to the its future growth, enhancing its abilities as a superior business, realizing increased profits 

andincreased volume of employees and the opportunity for the expansion of business operations (Tehseen and 

Sajilan,2016). 

Additionally,HRisasignificantcore-

factorinsupportingtheenterprisescontinueddevelopmentandgrowth.According to Vlachos, (2009), an 

enterprises growth as compared with the industry’s average in the nominatedelements; perceived sales 

growth, perceived market share growth, perceived overall improvement and 

perceivedfirmgrowth.Inthisempiricalstudy,itappliedtomeasuretheenterprisesgrowthinclude;perceivedsalesg

rowth,perceived market-share growth, perceived overall improvement and perceived firm growth, and a 

growth theworkforcewithinthefirm. 

 

1.3 THEKEY-FACTORSOFHUMANRESOURCEPRACTICE 

1.3.1 COMPENSATIONANDBENEFITS(C&B) 

The term of compensation and benefit (C&B) are widely used in the HR industry. Performance-

basedcompensation is predominately the accepted practice that enterprises use when evaluating and 

rewarding itsemployee’s successful efforts in their assigned tasks (Vlachos, 2009). The use if 

compensation is attractive indiffering ways to each employee (Lyria, Namusonge and Karanja, 2017).  

C&B has a significant effect on anemployee’ssatisfactionandtheirretentionwithitsenterprises.  

C&B translates work values into actual values, converting them into salaries and other benefits applying 

theappropriate calculation scale for its employees. Additionally, fixed salaries such as contractual 

agreements,allowances, insurance, business bonuses, etc. will also be aggregated, ensuring employee 

benefits are fullyimplementedinaccordancewithcompanyregulationsandlegalpolicies,etc.  

When considering effective compensation strategies and processes they must be aligned with the 

enterprisesobjectives (Vlachos, 2009). C&B is a significant contributor enabling the enterprises activities 

to align with 

thecurrentmarketobjectives.Theyareanalytical,measuringofthevalueofitsenterprises,proportionallyconvertin

gthem into practical a value. At the same time, C&B provides the Board of Directors an interim period in 
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whichanalysis and review of its status for each period to implement solutions to enhance its; productivity, 

promoteemployee morale for completing the assigned tasks successfully. Therefore, based on the synthesis 

information,thereisasignificantrelationshipbetweenCompensationandBenefitsandenterprisegrowth.  

1.3.2 LEADERSHIPSKILLS 

According to Tran and Le, (2019), leadership skills are considered the highly significant for 

enterprises,leadership skills are key-elements when evaluating a leaders’ abilities. Leadership is the most 

influential elementin therelationship between leaders and followers when considering implementing 

change, Leadership is theability to; influence, motivate, and empower others to actively contribute toward 

the effectiveness and success ofits enterprise (House et al., 1999), leadership is the process when 

influencing others to comprehend the definedprocess and collectively focus on completing the tasks to be 

implemented, whilst facilitating individual 

andcollectiveeffortsintheaccomplishmentofthecollaborativeobjectives(Yukl,2013).  

According to Tran and Le, (2019), skills are the ability to activity perform and contributes to the 

overalleffectivenessandhigher-

performanceofanassignedtask.Additionally,thedefinitionofaskillreferstoitsabilityto complete something in an 

effective manner, with predetermined levels of its skills, ranging from general, broadlydefined abilities with 

more limited or specific abilities. Leadership skills in this paper mean leaders’ skills andthey 

aretheabilitiestodosomethingin aneffectivemannertoperformtheleadership role.  

Katz (1955) has identified three skill factors required by leaders; technical skills, human skills, and 

conceptualskills. Technical skills include the overall knowledge about systems, methods, processes, procedures. 

Additionally,techniquesforconductingaspecializedactivityandtheabilitytousetoolsandrelevantequipment.Hu

manskillsinclude knowledge about; human behaviors and interpersonal processes, the ability to understand 

feelings 

andemotions,attitudes,andinterpretsmotivesfromothersinwhattheysayanddo,theabilitytocommunicateclearly

and effectively, and the ability to establish effective and cooperative relationships. Conceptual skills 

involve;general analytical abilities, logical thinking, proficiency in concept formation and 

conceptualization of bothcomplex and ambiguous relationships, creativity the generation of ideas and 

problem solving, ability to 

analysisoccurrencesandperceivedtrends,forecastchangesandreviewopportunitiesandpotentialissues.  

 

1.3.3 TRAININGANDDEVELOPMENT 

Training and development has a significant impact on an enterprises performance (Vlachos, 2009). 

Thetraining will provide current skills levels to fill the knowledge gap of employees and contribute support 

for itsenterprises progressive innovation and future development. Realizing the significance of developing its 

employees,providingsignificantinvestmentinup-skillingtoahigher-

qualityofitshumanresources,notonlytocaterforthedomestic market demands but also displays to the 

international markets its targeted position it is striving for inthe constant advancement of global economic 

integration process (Nguyen &Dinh, 2019). Therefore, the role ofhuman resource training and 

development and its strategies to implement, is a vital to contribute support for 

theenterprisestodevelopandenhanceitsgrowth. 

According to Nguyen and Dinh, (2019), Training and the development of a highly-skilled and 

professionalworkforce will significantly improve the overall efficiency of its human resources. The process 

of promotingknowledge and development of new and current up-skilling, improving the quality of its 

employees, promotinginnovation in its scientific and technical achievements, adopting new technology, 

ensuring positive progress ofdifferentindustriesandsectors. 

TrainingandDevelopmentprovidesenterpriseswithhigher-

levelofqualityhumancapitalassetsandprovidingimprovedcontributionstoitscompet itiveness.Trainingisconsid

eredtobeastrategicassetofenterprises,enhancingitscompetitivenessagainstmarketrivals.Currently,trainingand

developmentareconsideredaninvestmentintheenterpriseshumanvalue.Theeffectivenessofnewlytrainedemplo

yeesisrequiredto be on similar levels with that of other long-term and experienced employees. 

Concurrently, employee 

trainingcreatesbenefitsthatareaninvestmentinbothitscurrentandfuturecapacity.Compoundingeconomicresear

chis providing similar outcomes verifying that the investment in training will provide long-term benefits 

andsustainable profitability for the organization. Therefore, based on the synthesis analysis, there is a 

significantrelationshipbetween Training and Development and enterprisegrowth.  

 

1.3.4 TALENTACQUISITION 

The management of its talent requires ensuring the right people are in the right jobs. This allows 

employeesto maximize their talent providing optimal success of the enterprise (Lyria, 
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Namusonge&Karanja, 2017). 

Therecruitmentandselectionprocessrequiresenterprisestoutilizeseveralinnovativeprocessesortechniquesinthe

selectionofthemostsuitabletalentthatreflectsthecultureandvalueofitsenterprise(Armstrong,2006).Theincrease

d probability factor of attracting and securing the suitable candidate, is dependent on the how 

theenterprisesvaluesareperceivedbythecandidate(Lyria,Namusonge&Karanja,2017).  

Determiningfactorsoftalentmanagementinclude;talentattraction,talentretention,learninganddevelopment and 

career management. These factors within the overall processes must be designed and suitablydeveloped to 

meet the standards and strategic requirements of the enterprise. To be successful the talent 

strategymustbealignedwiththeorganizationsbusinessstrategy.Thealignmentofitstalentstrategywithbusinessstrateg

yisappliedinmanyenterprises(Lyria,NamusongeandKaranja,2017). 

Highly effective elements relating to talent attraction are; recruitment and selection, employer 

branding,employeevaluepropositionandemployerofchoice(Armstrong,2006).Acquiringtalentisdefinedasthe

processfor identifying and acquiring suitably skilled workers to meet the requirements of its enterprise. 

The talentacquisition team is purposed in identifying, acquiring, assessing, and hiring candidates to fill the 

relevant openroles within an enterprise. Employer branding, future resource planning, diversifying a 

company’s labor force,and developinga robustcandidatepipeline arethe cornerstonesoftalent acquisition.  

 

1.4 INNOVATIONCAPACITY 

According to Mpando and Sandada, (2015), the mediating role that innovation contributes between 

thebusinessnetworkingandperformancerelationship.Innovationisseenakey-

elementforenhancingitscompetitiveness,whichwilldevelopthelong-

termgrowthoftheenterprisesinthecurrentever-changingbusinessenvironment. Enterprises are required to 

constantly strive for enhancing its capacity of innovation and creativitytosurviveanddevelop. 

Innovation is the development and the implementation of a; new or significantly improved product (good 

orservice), or system process, a new approach to its marketing, or a new managerial process in business 

practices,workplacestructureorexternalcommunications(Mpando&Sandada,2015).Additionally,consideringi

tsinternalfactors, concepts, new ideas, and review to innovate all originate from the transfer of knowledge 

among itsemployees at all levels throughout the enterprise (Distanontet al., 2012).According to Kerr, 

(2015), Innovationand striving for new beneficial business opportunities is vital for the enterprises 

continued growth. Moreover, itprovides a base for the economy to achieve enhanced-levels of 

technological achievements, productivity, andultimately its overall prosperity. Innovation is definition as 

the implementation of something new.If there is 

noinnovation,thereisn’tanynewdevelopments,andwithoutanythingnew,thereisnoenhancementofprogress.Ifa

nenterpriseisn’tmakinganypositiveprogress,itisnotmaintainingisstatusinthecurrentcompetitivemarkets(Kylli

äinen,2019). 

According to Tehseen and Sajilan, (2016), investing in innovation for the enterprise will determine 

theoutcomes of its overall business performance. Innovation is evident as a key-reason for survival in the 

currentenvironment. Although innovation has some adverse side-effects, but change is inevitable and in the 

majority,innovation generates positive enhancements (Kylliäinen, 2019). Innovation capacity provides, 

development, 

andenablestheimplementationofnew,beneficialanduniqueideasincluding;launchingofnewlyenhancedproduct

s,processes and strategies for the enterprises continued success in business and gain market share. As well 

asenhancedleadership,generatehigher-

levelsofvalueforstakeholders,contributetoeconomicgrowthandimprovedlivingstandards.  

According to Ionescu and Dumitru (2015), innovation is a significant contributor generating 

enhancedcompetitivenessrelativeto;growth,profitabilityandofthecreationofenduringandbeneficialvalues.The

refore,its innovative capacity acts as a mediating role to support the enterprises in its development and 

overall success.The enterprises that have achieved success and gained the quickest overall growt h are those 

that have appliedinnovative solutions in their daily activity. Additionally, significantly greater income and 

profitability has 

beengeneratedbyneworqualityenhancedproductsandservices.Theyshallhavetoprovetheirabilitytoadapttothec

hanges within the current business environment to maintain its current position (Ionescu&Dumitru 

(2015).Therefore,theinnovationcapacitytakesamediatingroletoassistthefirmdevelopmentandgrowth.  

 

2.4THERELATIONSHIPBETWEENHUMANRESOURCESANDINNOVATIONCAPACITYTOWARD

SENTERPRISESGROWTH 

Relevantliteraturehasnotedthesignificanceofinnovativepracticespromotingpositivegrowthofbusinesses(Tehs

eenandSajilan,2016).Variousstudieshaverevealedthecontributionthatinnovationprovidesinachievinga 

competitive advantage retrospectively with superior business growth performance (Tehseen&Sajilan, 
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2016).The human factor is a significant contributor in innovation and the overall growth of its enterprise. A 

competentandinnovativeworkforcewillassistenterprisestoadoptandadaptwiththechangingenvironment.  

AccordingtoMpandoandSandada,(2015),innovativeenterprisesandthenewprocessesoftheirimplemention 

relative to; business practices, external relations and the actual workplace. Additionally, HRenhancement 

is pivotal in achieving a sustainable competitive advantages and promote the effectiveness of 

theenterprises (Kareem & Hussein, 2019). Therefore, the role of HR and applying innovation will assist 

enterprisesto;survive,adaptanddevelopitsoverallbusiness. 

The employees that possess high-levels of innovation can assist in implementing new practices relative 

to;conducting business, workplace process methods, decision making systems and provide new ways of 

managingexternal relations. HR management is a systematic method that focuses at improving the overall 

competences ofan individual and or group via; personal or group training and development, career 

development, and systemsdevelopment processes to target and achieve superior performance (Garavan, 

2007; Nadler, 2012; Kareem &Hussein, 2019). Innovation can be defined as the creation of something new 

and implementing it successfullyinto the market (Mpando&Sandada, 2015). Therefore, the human resource 

assets that possess the requiredinnovationcapacitywillhaveapositiveimpactontheenterprisesgrowth.  

 

III. METHODOLOGY 
In this study, I have investigated the key factors of HR, compensation and benefits, leadership skills, 

talentacquisition, training and development, as the independent variables, while adopting innovative 

capacity as 

themediatingfactorthatpredictsthesevariablesandwillaffectenterprisegrowthinHoChiMinhCity(HCMC). 

A technique using data collected by convenience technique was applied to provide the data samples for 

thestudy. The research was studied for all enterprise types in HCMC. The following data table will 

illustrate thenumberofvalidsamples: 

Table1:Numberofvalidsamples 

 

 

 

 

 

 
 

 

 
 

 
 

 
 

 
 

 
 

 
 

ThesoftwareSPSS20.0andAMOS20.0havebeenusedtoprocessthedatasampleforthisresearch.Duetothe scales 

of measurement was developed by the previous studies and adapted to suitability with the 

researchmarket,aswellasdevelopedbyresearcher’sexperience.Therefore,thereisaneedtocheckthereliabilityofscales

of measure by the Cronbach's alpha, Exploratory Factor Analysis (EFA), confirmatory factor analysis 

(CFA) toensurethe validobserved variablesto providethe conclusionsand suggestions forthis study.  

The standard of the process of the Cronbach's alpha, the researcher has removed the co-efficient 

ofCronbach's alpha with the corrected item – the total correlation was less than (0.5). The stage of EFA, 

theresearcher has removed the factor loading that was less than (0.3). Confirmatory factor analysis (CFA) 

will testthecoefficientofCompositeReliability(CR)andAveragevarianceextracted(AVE).  

Thestructuralequationmodeling(SEM)wasappliedtotesttheresearchmodel.Precedingthis,theresearcherprovid

ed relevant conclusions as well as suggestions for the Vietnames enterprises based on the outcomes of 

thestudy. 

 

1.5 THECONCEPTUALFRAMEWORKANDHYPOTHESISOFTHISSTUDY 

Figure1.Theconceptualframeworkofthisstudy. 
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Hypothesis 

H1:Thereisasignificantrelationshipbetweencompensation&benefitsandinnovativecapacitytowardsenterprisegrow

th. 

H2:Thereisasignificantrelationshipbetweenleadershipskillsandinnovativecapacitytowardsenterprisegrowth.H3:T

hereisasignificantrelationshipbetweentalentacquisitionandinnovativecapacitytowardsenterprisegrowth. 

H4:Thereisasignificantrelationshipbetweentraining&developmentandinnovativecapacitytowardsenterpriseg

rowth. 

H5:Thereisasignificantrelationshipbetweenandinnovativecapacityandenterprisegrowth.  

 

Table2:Theobservedvariablesforallfactors 
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1.6 QUESTIONNAIRESDEVELOPMENT 

ThedatasamplewascollectedfromtheenterprisesinHoChiMinhCity(HCMC).Theinitialstagewasdoneby 

referring to the previous studies to have the scales of measurement for the study as well as the self-scales 

ofmeasurementwasdevelopedbyexperience. 

Itemsincludedinthemeasurementscale 

Thescalesofmeasurementwereappliedbyaslidingfive-pointLikertscales,(1=stronglydisagree)and(5=strongly 

agree) for the factors of Compensation and Benefits, Leadership skills, Talent acquisition, Training 

andDevelopment and the mediating factor- Innovation capacity. The dependent variable was measured by 

a slidingfive-

pointLikertscales,from(1=theleastgrowth)to(5themostgrowth).Thefollowingdatatablewillillustratetheobserv

edvariablesforallfactors: 

 

IV. DATA ANALYSIS AND FINDINGS 

1.7 TESTINGTHECRONBACH'SALPHA 

Table3:TestingtheCronbach'sAlpha 

 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 

As noted in the data in Table 3, it is evident that, the co-efficient of the Cronbach’s alpha of all factors 

aregreater than (0.8). There is no factor with the corrected Item-Total Correlation with the co-efficient less 

than(0.5).Therefore,thescalesofmeasurementmeetstandard,theresearcherhasappliedtotheprocessforEFA.  

 

1.8 EXPLORATORYFACTORANALYSIS(EFA) 

TheconcludingresultsfromtestingEFA,itisindicatedthat,Kaiser-Meyer-Olkin(KMO)withthecoefficientis (0.914 

>0.5). Additionally, the Bartlett's Test of Sphericity produced the statistical meaning with a sig. of 

(0.000<0.05); All the observed variables have the mutual correlations overall with the data. The result of 

data analysisshows that, the average variance extracted was (66.366 >50%). Additionally, there are the 

separated factor thatshows in the Rotated Component Matrix. All the factor loadings with the coefficients 

are greater than (0.5). 

Theindividualfactorhasthedifferentmeaningandtherehasnocorrelationswithotherindependentfactors.Therefo

re,theprocessofEFAmeet thestandardrequirement. 

 

1.9 CONFIRMATORYFACTORANALYSIS(CFA) 

Table4:TheresultofindicatorsforCFA 

 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 

TheresultofCFAshowsthat,CMIN/DF=1.621(<2),TLIandCFIaregreaterthan(0.9),andRMSEA= 

0.040(<0.05),P=0.000<0.05meaningthemodelwassignificant.Therefore,themodelhasvaliditywiththeempiric
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alreviewandresearchdata.Inordertoachievesignificantresults,theresearcherconsideredadditional  

 

factorsrelativetothereliabilityofthescalesofmeasurement(Cronbach’salpha,CR,andAVE),convergentvalidity,andd

iscriminantvalidity. 

Table 5:CR,EVE,and Cronbach’salphacoefficients 

 

 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 

Thereliabilityofthescalesofmeasurementwasevaluatedusingthreeindicators:compositereliability(CR),averag

e variance extracted (AVE), and Cronbach’s alpha coefficients. The scale was considered to be reliable 

whenthesynthesisreliabilitywas>0.5,andthetotalAVEhadthemeaningwhenvaliditywas>0.5TheresultsinTable5 

have indicated that, the coefficients of CR are greater than 0.7,   AVE were > 0.5, there is only the factor TA 

withthe coefficients is 0.496, it is less than 0.5; however, the researcher utilizing this factor and apply for 

the nextstage, it is also satisfaction and has meaning with the statistics standard. Therefore, all the scales 

are reliable. Allthe results of the CFA meet the requirement standard, since all the models of the CFA were 

valid for the marketdata. 

 

4.3 ANALYZINGTHESTRUCTURALEQUATIONMODELLING(SEM) 

Figure 2. The result of SEM analysis 
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The results in the Figure 2 has indicated that, CMIN/DF = 1.712 (< 2), TLI and CFI are greater than 0.9, 

andRMSEA=0.042(<0.05),P=0.000<0.05,itisindicatedthatthemodelofstudywassignificant. 

 

Table 6:RegressionWeights 

 

  
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 

Table7:StandardizedRegressionWeights 

 

 
 

 
 

  
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 

4.4 VERIFYINGTHEHYPOTHESIS 

The P-values of the estimated parameters in Table 6 has indicated that, All P- P-values <0.05. Therefore, 

thehypotheses H1, H2, H3, H4, and H5 were all supported (P-values< 0.05). The cause and effect 

relationship fromTable 6 indicated that Compensation & Benefits (CB), Leadership skills (LS), Talent 

acquisition (TA), Training 

&Development(TD),areallgreatpositiveinfluencesonInnovativecapacity(IC),andthemediatingroleofIChasag

reatpositiveinfluenceonEnterprisegrowth(EG). 

 

V. RECOMMENDATIONS 
The study shows that innovation capacity takes a mediating role in assisting firm development and 

growth.Therefore,HRpracticesandtheroleofinnovationcapacityaresignificantcontributorsinsupportingVietna

meseenterprises. A study by Canh and Bui (2019) also showed that innovation capability is positively 

influential on 

thebusinessperformanceoffirms.Addedtotheoutcomesofthisstudy,thisprovidesrelevantevidencetopractitione

rsthattheycanreference,consider,andusetorestructureandimprovetheirHRpracticeandinnovativecapacitytoac

hieveenterprisedevelopment. 

Talentacquisitionwasthestrongestfactoraffectinginnovativecapacitytowardsenterprisegrowth.Thestudyby 

Zadeh and Ahmadi (2017) also noted that there is a positive and significant relationship between 

talentacquisition and workforce productivity. Therefore, talent acquisition is a vital factor that supports 

enterprisegrowth and needs focus and development. Enterprises value the talent search matrix during 

selection in order togain experienced, qualified, expertise, potential and qualified employees; enterprises 

need to support employeetraining and career progression. Work-life balance as well as social networking 

facilities should be developed 

tomotivateemployeesandenterprisesshouldensurethepresenceofagoodorganizationalclimateinordertoattractt

herighttalents. 

The second strongest factor affecting innovative capacity towards enterprise growth was the 
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compensationandbenefits.ThestudybyKadiretal.(2010)alsoindicatedthatcompensationandbenefitshaveaposit

iveeffecton employee performance, playing a vital role in supporting employee satisfaction and improving 

enterprisegrowth.TherearemanyissuesonwhichVietnameseenterprisesneedtofocus,agoodpolicybeingtoenco

urage,benefitandrewardpersonnelwhoareteamplayers.Enterprisesneedtouseincentivestoboostindividual 

performance.Itisimportanttoselectandpayemployeesbasedontheircontributiontoencouragetheirinnovation. 

Vietnamese enterprises need to create good policies for compensation and benefits towards 

theiremployees.Whentheyaresatisfied,theywillprovideagreatcontributiontosupportingenterprisegrowth.  

Leadership skills are the third important factor that affects innovative capacity in terms of enterprise 

growth.Therefore, the management of Vietnamese enterprises need to focus and develop this skill to 

motivate their teamto complete their tasks. The result of a study by Ibrahim and Daniel (2019) also 

indicates that there is a positiverelationship between leadership and organizational performance. The 

leadership and management encouragetheir employees to be creative with their tasks. The workforce is 

delivered to each division within the enterprise.The leadership and management must invest in personnel 

development and risk taking and encouragement foreachmanagerto supporttheirdevelopment 

increatingskills 

The fourth factor affecting innovative capacity towards enterprise growth was training and 

development.Focusing on training and developing the personal skills of employees is a must. Sandamali et 

al. (2018) alsoindicated that training and development is positively related to the employee performance of 

executive-levelemployees. Training and development ensure that employees can update their skills to 

adapt to a competitiveenvironmentto support enterprise development and growth. 

 

VI. CONCLUSION 
The findings showed that the mediating role of IC greatly and positively impacted enterprise growth 

(EG).Meanwhile, TA strongly impacted on IC towards EG. The second strongest factor affecting IC 

towards EG wasCB. The third strongest factor affecting IC towards EG was LS. The fourth strongest factor 

affecting IC was 

TD.Additionally,thesupportingfactorsinhumanresourcespractices(TD,LS,CB,TA)andthemediatingroleofIC

haveagreatpositiveinfluenceonEG.WhenVietnameseenterpriseschangethesefactors,itwillaffectthegrowthof 

the enterprises. In general, the role of HR management and innovative capacity are the crucial factors 

thataffecttheenterprisegrowth.Theresultsalsohaveindicatedthat,theadministratorsofVietnameseenterprisesin 

HCMC have a good perception and apply the HR practices and improving the innovative capacity, this 

willsupporttoimprovetheenterprisegrowth. 
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