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Abstract: 
 

Purpose: This research aims to study the effects of human capital orientation on employee 

creativity development, organizational innovation capabilities, and SME businesses' 

outstanding performance in Thailand. 

Design/Methodology/Approach: 400 SMEs businesses are the sample of this study from 

August to October 2020 by a mail survey procedure via the questionnaire; the database is 

derived from the Small and Medium Enterprise Promotion Office website in Thailand. Two 

hundred nineteen responses were received and usable. The structural equation model (SEM) 

investigated the effects of human capital orientation, employee creativity development, 

organizational innovation capabilities, and outstanding performance are investigated by 

structural equation model (SEM). 

Findings: The research results were found that the independent variable is human capital 

orientation has a direct positive influence on employee creativity development. Employee 

creativity development has a direct positive influence on organizational innovation 

capabilities, and organizational innovation capabilities have a direct positive influence on 

outstanding performance. 

Practical Implications: The results of this study point out that supporting the development of 

human capital orientation is an essential factor affecting creativity, organizational 

innovation capabilities, and outstanding firm performance which SMEs companies that are 

accelerating recovery, executives can apply information to benefit in the human capital 

development in the company. The company encourages employees to think joint initiative and 

create something new that is ready to cope with the organization's changes to relate with 

innovation and new information technology to lead the organization to survive and gain a 

competitive advantage. 

Originality/Value: This research integrates three concepts of the resource base theory, 

contingency theory, and dynamic capabilities that SMEs businesses use their resources to 

create values and competence in current situations facing threats from the external 

environment that severely impact their operations.  
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1. Introduction 

 

From the current situation, businesses face rapid change. In particular, the 

coronavirus outbreak (COVID 19) situation. The organization must change quickly 

due to responding to the travel ban, detention, employee restructuring, layoffs, 

including spacing (McCulloch, 2020; Thomas, Campbell, and Hancock, 2020). It is 

a big challenge that affects the overview of the World economy and Thailand 

severely, causing the economy to fluctuate, halt, and damage all businesses that need 

to accelerate rehabilitation (Wolor et al., 2020; Wei and Wong, 2020). The same as 

SMEs in Thailand with economic conditions in total product value in the first 

quarter of 2020 contracted 303 percent. Most entrepreneurs need to focus on 

adaptation to support the change, accelerate recovery, adapt to increase the chances 

of survival and the growth rate of the organization; this is because SMEs are 

essential to driving the country's economy, and it is also the main employment 

business of the country. (Abdul-Mohsin, Halim, and Ahmad, 2020; Office of Small 

and Medium Enterprises Promotion, 2020). From the company's resources and 

capabilities, focusing on human resources is essential for the company to survive. 

 

Human capital is the most valuable resource of an organization that brings a 

competitive advantage in value creation, hard to find, and has a high replication cost. 

Therefore, it is a unique resource (Barney, 1991; Nguyen et al., 2020; Onkelinx, 

Manalova, and Edelman, 2016; Ployhart, Van Iddeking, and Mackenzie Jr., 2011; 

Subramanian, 2012). This can be seen from the redefining of the SMEs business that 

emphasizes the use of the amount of employment and income in the operator's size. 

(Office of Small and Medium Enterprises Promotion, 2020). It pointed out that the 

first factor that corporate executives should focus on in the business rehabilitation is 

human capital in the organization, which the operations of SMEs in each business 

will have different characteristics. The characteristics of human resources within the 

organization that respond to problems are not the same. 

 

Therefore, human capital should be given more emphasis (Kelliher and Reinl, 2009). 

Human capital can enhance the ability to create value for a company from 

knowledge, skills, abilities, experience, personality, creative expertise embedded in a 

person. If it has been developed continuously, it can lead to the company's economic 

value creation because the developed personnel will effectively return their capital to 

develop the organization (Alsafadi and Altahat, 2021; Thammawimutti and 

Chuntuk, 2017; Wang et al., 2010). If the organization supported the personnel 

creativity, allow the organizations to discover new and better operational processes 

to develop the organization's ability to create innovation (Sijabat, Nimran, Utami, 

and Prasetya, 2021).  

 

Therefore, if the organization can find a proper management process of human 

capital will give the company has the highest return, especially in the present 

situation. Human capital is essential to every transition and facing a crisis. The 

organization began to adapt from the transition from the resource-based economy to 
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the digital economy. Operation on technology and innovation is the critical point to 

help organizations work more efficiently (Hariyono and Tjahjadi, 2021). Therefore, 

it is imperative to adjust human capital's thinking and action in line with the 

occurred changes. It is developing the company's personnel skills and competencies 

to have the skills and ability to perform tasks to increase operational efficiency that 

continuously bring the long-term company survival. 

 

This study has objectives to investigate the effects of human capital orientation on 

employee creativity development, organizational innovation capabilities, and SME 

businesses' outstanding performance in Thailand. SMEs are a suitable example of 

this study due to much employment. Human capital development is an integral part 

of the country's economic operating. Having knowledge, skills, ability, and creativity 

towards better innovation helps organizations face and survive in intensely 

competitive environments. For this reason, three research questions are presented: 1) 

how does human capital orientation lead to employee creativity development, 

organizational innovation capabilities, and outstanding performance? 2) how does 

employee creativity develop to have the organizational innovation capability and 

outstanding performance? Moreover, 3) how does organizational innovation 

capability produce outstanding performance? The details of this study are outlined 

below. The relevant first part of the review on human capital orientation literature 

and develops the critical research hypotheses-next details the research methods used 

in hypothesis testing. Moreover, the results of the empirical investigation are 

presented and discussed. Lastly, theoretical, and managerial contribution, study 

limitations, and conclusions are presented with future research recommendations. 

 

2. Literature Review, Theoretical Framework, and Hypotheses 

Development 

 

A resource-based theory perspective (RBV) described the resources and capabilities 

available to the company that affects its success and sustainable competitiveness 

because they are valuable resources and abilities, rare, which are hard to be imitated 

irreplaceable (Barney, 1991). However, the environment has changed, and all 

businesses were severely affected by the current coronavirus pandemic. Although 

the organization has many resources and capabilities, it could not make the 

organization survive. The organization should develop dynamic organizational 

capabilities and support employees to develop their knowledge and ability (Wang 

and Ahmed, 2007). To cope with the rapid change, the organization should pay more 

attention to adaptation in a highly uncertain environment. Organization management 

adapts to the emergency theoretical situations to provide flexibility following the 

changing environment all the time (Robbins and Coulter, 2016). That is the concept 

of resource base theory, which must be integrated with dynamic capabilities and 

contingency theory that explain the importance of human capital for employees to 

develop creative abilities to create innovations that are valuable to the organization 

and outstanding performance. As shown in Figure 1, the development of the research 

framework is as follows. 
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Figure 1. The framework concepts of the relationships between human capital 

orientation, employee creativity development, organizational innovation 

capabilities, and outstanding performance 

 
Source: Own creation.  

 

2.1 Human Capital Orientation    

 

Human capital orientation emphasizes the use of intellectual capital, skills, abilities, 

including personal experiences, for enhancing the operational potential to achieve 

the goal, which is an intangible asset (Baron and Armstrong, 2007). Therefore, 

human capital can be considered an asset of an embedded person and attach to the 

person when leaving the organization (Ehrenberg and Smith, 2003). The 

organization should invest in human capital with personnel to proceed with activities 

that create value to be an effective organization. It can also lead the organization to 

operate by combining knowledge, skills, abilities, experience as well as the expertise 

of each person that accumulates in itself together which can make the organization 

increase work efficiency and an advantage over the rival the changes that occur 

(Hatch and Dyer, 2004; Mahsud, Yukl, and Prussia, 2011; Urbano, Alvarez, and 

Turro, 2013; Jansawang, and Prombutara, 2019; Hareebin, 2020).  

 

Human capital is a capability that exists in many areas of a person who is born or 

born out of learning. Building more experiences human capital will also increase 

either knowledge or explicit knowledge. Survived and achieved organizations in 

changing situation often comes from the competence of qualified personnel which 

created added value and competitive advantage (Milumaieng, 2016; Pinkesorn, 

Kittisaknawin, and Kongklai, 2017; Dechawatanapaisal, 2017; Lupong, 2012).  

 

Human capital orientation on this research focuses on increasing the ability to learn, 

operational efficiency, and bringing out employees' capability to increase the 

organization's capacity to restore, survive, and thrive in the rapid changes that 

organizations face. Human capital orientation at the company level that place 
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focuses on talent and work skills, leading to the ability to create the company's 

innovation (Yen, 2014). Bring up the following assumptions: 

  

H1: Human capital orientation positively affects (a) employee creativity 

development, (b) organizational innovation capabilities, and (c) outstanding 

performance. 

 

2.2 Employee Creativity Development  

 

Employee creativity development means aiming to create new and different ideas in 

a new way that brings benefits to the organization's operations. In the circumstances 

of rapid change. Creative developed employees, often beneficial for empowering 

methods to improve, new operational processes, organizations survive, and their 

performance has a competitive advantage. Interestingly, access to efficient 

operations (Dvir, Eden, Avolio, and Shamir, 2002), skills, knowledge, and 

organization abilities come from employees' potential (O'Cass and Sok, 2012).  

 

Therefore, to encourage creative employees with new ideas causing the benefits to 

the organization. The search for novelty and exchange of learning to teamwork 

together causing innovative new products and services. Employee development to be 

creative and flexible to adapt to change, so employees should be encouraged to be 

creative. Giving employees independence will have to use the maximum skills to 

make the organization more profitable (Jituea and Jadesadalug, 2019; Siddiqi and 

Qureshi, 2016; Zhou and George, 2001). Supporting employees' creativity is a good 

incentive, either economically or living together in society, including creating 

positive attitudes towards behavior formation—the process of creating new things 

that create innovation ability of the organization cause a sustainable competitive 

advantage.  

 

Creativity is the beginning of innovation with new ideas that can be used in 

operations, and employee creativity benefits the effectiveness and corporate 

innovation survival (Lee, Kim, Lee, and Moon, 2019). Employee development to 

create added value to the organization is essential to the organization's efficiency and 

effectiveness, including the creation of innovations (Sheehan, Garavan, and Carbery, 

2014; Hassan, 2007). Thus, the new hypothesis is: 

  

H2: Employee creativity development positively affects (a) organizational 

innovation capabilities and (b) outstanding performance. 

 

2.3 Organizational Innovation Capabilities  

 

Organizational innovation means a change in thinking. The process of operating an 

organization from something new or a new method cause to create the added value 

utilization that that occurs from creativity in finding new things (Crossan and 

Apaydin, 2010; McKeown, 2008). Occurred innovation in an organization is 
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essential to driver outstanding performance. There is a competitive advantage in 

higher economic growth rate, and the network was created, or there is technological 

advancement, and new products or services are offered before rivals (Damanpour 

and Schneider, 2006; Edison, Ali, and Torkar, 2013; Lee, Florida, and Gates, 2010; 

Yen, 2014). An organization with innovative capabilities will develop new things 

continuously; it can be considered a strategy implementation in responding to 

environmental changes (Slater, Hult, and Olson, 2010; Gloet and Samson, 2016).  

 

Innovation capability is essential to performance in an organization which is a 

change in the management system in the organization to develop to obtain 

something new. The different initiative to innovate from the competition, whether it 

is a model, an operating process, or a product and service, be like an organization 

culture that is open to new ideas with the presentation of the creativity of operations 

in a new way (Ferraresi et al., 2012; Hult, Hurley, and Knight, 2004; Wutthirong, 

2015; Nybakk, Crispell, Hansen, and Lunnan, 2009). Having different innovative 

initiatives leads to the organization's development. The development of new ideas, 

behaviors, processes, operations, or products and services will lead to the 

organization's goal achievement (Romyen, 2019). The organization will achieve its 

goals; it is imperative to develop innovative capabilities and create new and different 

products. Entrepreneurs should realize the importance of operating or strategies to 

lead the organization to achieve long-term goals (Songsom, 2017; Suwannapusit and 

Chayomchai, 2018). Bring up a new hypothesis as follows: 

 

H3: Organizational innovation capabilities have a positive effect on outstanding 

performance. 

 

2.4 Outstanding Performance  

 

Outstanding performance refers to the successful operations resulting from the 

company's efficient operation and having personnel who are well equipped in 

knowledge, skills, abilities, experience, and work with the potential which can be 

applied to operations appropriately and success. The outstanding performance can be 

verified from the financial results, clients, internal processes, learning, and 

company's growth performance (Kaplan and Norton,1992; Lalitsasivimol, 2016). 

 

3. Research Methodology 

 

3.1 Sample and Data Collection 

 

This research has collected information from employment and income of SMEs 

businesses in Thailand; the data collected by 400 companies was a sample of this 

study from August to October 2020; the information is derived from the Office of 

Small and Medium Enterprise Promotion website http://www.sme.go.th. This study's 

primary informants were the managing director or managing partner, and data 

collection used the questionnaire via a mail survey procedure. Received 
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questionnaire with complete answers 219 company form total 400 questionnaires. 

The effective response rate was 54.75 % that is more than 20 % for a mail survey 

response (Aaker, Kumar, and Day, 2001). The response rate for this study is 

therefore accepted. Finally, the non-responsive bias test refers to the concept of 

Armstrong and Overton (1977) by using the information on 109 early respondents 

and 110 late respondents then make a comparison using the company's demographic 

data, including business type, the duration of the company's work, number of 

employees in company by using t-test statistics. The test results showed that the 

company's demographics of the two groups were not significantly different. This 

indicates that the study did not have respondent bias problems in the questionnaire. 

 

3.2 Variables 

  

All variables in the model of this research measured by multi-item scales on a five-

point Likert scale. Human capital orientation, employee creativity development, 

organizational innovation capabilities, and outstanding performance are the primary 

variable in this research. In this study, human capital orientation is the independent 

variable. It is meant to focus on the use of intellectual capital, skill, ability, and 

experience to increase the operational potential to achieve success. The development 

of both learning and organizational focus on adaptation, self-awareness, and 

competitive environment analysis. The Nineteen-item scale measure is adapted from 

Armstrong (2007). Next, Employee creativity development is meant to promote new 

ideas that are different and effective in work. It also fosters a commitment to work 

and being proactive self-development that can be applied to work creatively. The 

Twenty-six-item scale measure is adapted from George and Zhou (2001), Kanter 

(1998), Boonvatcharapai (2015), Jituea and Jadesadalug (2019). 

 

Also, organizational innovation capabilities indicate the organization's ability to 

change, now operate a new process that makes increased value to the company. An 

organization with innovative capabilities will continuously develop innovations in 

product, marketing, processes, and strategies. The Nineteen-item scale measure is 

adapted from Wang and Ahmed (2004), Ferraresi et al. (2012), Rahab (2012). 

Lastly, outstanding performance is defined as an outstandingly successful operation 

in finance, clients, internal processes, and learning development. The Twenty-item 

scale measure is adapted from Kaplan and Norton (1992) and Lalitsasivimol (2016). 

 

3.3 The Test of Research Tool 

 

The quality of this research tool was checked. First, it tests the validity and 

reliability by using reliable questionnaires for the reliability of analysis from the 

alpha coefficient. According to Nunnally and Bernstein's concept, tool reliability in 

Table 1 shows between 0.88 – 0.98, which is more significant than 0.70 (1994). 

Next, analysis of conformity with question by analyzing the item-total correlation. 

The resulting value is 0.45-0.93, in which the discriminant power must be at least 

0.40 (Kline, 1993). Finally, determination of structural straightness using 
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confirmatory factor analysis with factor Loading between 0.69 – 0.98, which is 

greater than 0.4. It showed that the questionnaires had reliability and it was valid. 

This is consistent with the recommendations of Nunnally and Bernstein (1994). 

 

Table 1.  The factor loading, item-total correlation, and alpha coefficient of 

constructs 
Constructs Factor 

Loadings 

Item-total 

Correlation 

Alpha 

coefficient 

Human capital orientation (HMC) 

Employee creativity development (EMP) 

Organizational innovation capabilities 

(OIN) 

Outstanding performance (OUP) 

0.84-0.95 

0.69-0.98 

0.79-0.94 

0.74-0.96 

0.72-0.86 

0.45-0.89 

0.69-0.88 

0.55-0.93 

0.88 

0.96 

0.98 

0.96 

Source: Own creation. 

 

3.4 Statistical Technique 

 

In this study, data analysis of variables including standard deviation, mean, and 

correlation coefficient. The ideal statistic for hypothesis testing is the Structural 

Equation Model (SEM), and it proceeds to investigate the effects of human capital 

orientation on employee creativity development, organizational innovation 

capabilities, and outstanding performance.   

 

4. Discussion of Results 

 

The display of the verification result of the relationship between the independent 

variables is shown in Table 2. It found that the variables are related to each other, 

statistically significant at a confidence level of 0.01, and there is a correlation 

coefficient between the variable pairs between 0.48-0.73 which the correlation 

coefficient is lower than 0.8 be at an acceptable level which shows that there was no 

problem about the independent variables (Hair, Black, Babin, and Anderson, 2010). 

 

Table 2. Mean, standard deviation, and correlation matrix 
Variables HMC EMP OIN OUP 

Mean 3.93 4.17 4.01 4.18 

S.D. 0.62 0.67 0.60 0.59 

HMC     

EMP 0.73***    

OIN 0.48*** 0.53***   

OUP 0.59*** 0.72*** 0.65***  

Note: **p<.05, *** p<.01 

Source: Own creation. 

 

The path coefficient in Table 3 showed the relationship between human capital 

orientation, employee creativity development, organizational innovation capabilities, 

and outstanding performance, as shown in summary in Figure 2. This study 
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examined the consistency of the model. It was found that the model was consistent 

with the empirical data. Determined by the chi-square statistics (2) of the test 

results is equal to 156.25 at degrees of freedom (df) as 102, 2/df = 1.53, the 

Incremental Fit Index (IFI) with the value of 0.99, the Normal Fit Index (NFI) is 

0.98, the Root Mean Square Error of Approximation (RMSEA) with the value of 

0.04. The Comparative Fit Index (CFI) is 0.99 pointed out that the model was very 

harmonious, which is considered from the proportionality criteria 2/df should be no 

more than 3.00 (Schumacker and Lomax, 2010). CFI is typically between 0 and 1. If 

the value is more significant than 0.95 or more, it is considered very well (Kline, 

2010), NFI is more significant than 0.90 considered in good condition (Byrne, 

1998). Also, the IFI value should be greater than 0.90, considered favorable (Byrne, 

1998), and RMSEA should be between 0.05-0.08, so it is considered very well and if 

the RMSEA value is less than 0.08 is considered good, shows that the model is 

consistent with the empirical data (Kline, 2010). 

 

Table 3. The results of path coefficients  
Dependent 

variable 

EMP OIN OUP 

Independent 

variable 

TE DE IE TE DE IE TE DE IE 

HMC 0.90*** 0.90*** - 0.70 -0.02 0.72 0.68 -0.04 0.72 

EMP - - - 0.80*** 0.80*** - 0.82 0.09 0.73 

OIN - - - - - - 0.92*** 0.92 - 

Statistics 2=156.25, df= 102 

NFI = 0.98; CFI = 0.99; IFI = 0.99; RMSEA = 0.04 

Note: TE = Total Effect, IE = Indirect Effect, DE = Direct Effect (Standard Errors: SE), *** 

p < 0.01  

Source: Own creation. 

 

Figure 2. A summary of the relationships between integrated performance and 

company’s success. 

 
Source: Own creation. 
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Moreover, Table 4 presented the effects of human capital orientation, employee 

creativity development, organizational innovation capability, and outstanding 

performance as a test. Firstly, human capital orientation positively affects employee 

creativity development (b = 0.90, p< 0.01, but human capital orientation has no 

significant relationship with organizational innovation capability (b = -0.02) and 

outstanding performance (b= -0.40). Human capital affects employee creativity 

development positively but, it still cannot affect the innovation capabilities and 

outstanding performance of the organization, due to the existed human capital in the 

organization if have not developed yet, it will not evoke the development of 

knowledge, skills, or creativity in doing new things or outstanding performance.  

 

This is because human capital beings can be developed by accumulating knowledge, 

experience, and expertise. Focusing on creating human capital by fostering 

employees to gain new skills and the development of knowledge, capability, and 

value creation from expertise, these will be able to build their potential through 

learning. Therefore, employees have knowledge related to operations that essential 

for businesses that are adjusting or rehabilitating. Employee’s creativity from prior 

knowledge foundations or reinvention is vital to the survival of an organization in an 

intensely competitive environment (Luepong, 2012; Khongrat, 2017). Thus, 

hypothesis 1a is supported, but hypotheses 1b and 1c are not supported. 

 

Secondly, employee creativity development positively affects organizational 

innovation capability (b = 0.80, p< 0.01), but employee creativity development has 

no significant relationship with outstanding performance. Even though employees 

are trained to develop their knowledge and skills until having creativity, having only 

creativity does not directly impact outstanding performance because creativity 

creates the new and valuable thing that is gained by doing new things (Mumford, 

2003; Stenberg and Stenberg, 2012). Employee’s creativity development helps to 

use the knowledge, skills, and abilities gained from training.  

 

This is a combination of knowledge and abilities of employees who work together to 

create new ideas for the added value that bring survival and increased productivity 

for the organization (Florida, 2002; Stenberg and Stenberg, 2012; Orchard, 2015; 

Urbano, Alvarez, and Turro, 2013). Organizational innovation capability is a 

successful implementation of the employee’s creativity in the organization. 

Therefore, Hypothesis 2a is supported, but hypothesis 2b is not supported. 

 

Thirdly, organizational innovation capability positively affects to outstanding 

performance (b= 0.92, p< 0.01). The company’s innovative capabilities generate 

innovative initiatives that can create value for the unique novelty product. This 

shows the product differentiation ability with the competitiveness (Wang and 

Ahmed, 2004; Lin, Chen, and Chiu, 2010; Karnjanakunchorn, 2017). It can also 

enter new marketing channels, new customers easy to access the market, have more 

income, and reduce operating costs from developing new marketing models for 

increasing competitiveness (Wang and Ahmed, 2004; Yotyingyong, 2009).  
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New process capabilities from existing resources in the organization also develop 

new production processes or methods, which is a creative ability (Wang and Ahmed, 

2004; Suwannapusit and Chayomchai, 2018) as applying modern technology to 

enhance the operational capability of the organization.  Moreover, strategic 

competence can be applied to operate in changing situations appropriately to 

increase value to the organization, affecting long-term competitive advantages 

(Nybakk et al., 2009; Ferraresi et al., 2012; Songsom, 2017). Therefore, Hypothesis 

3 is supported. 

 

 Table 4. The summary of hypotheses testing 

Note:  * p<.10, **p<.05, *** p<.01  

Source: Own creation. 

 

In summary, human capital is the most critical resource to the organization. They 

provide support for the development of human potential by enhancing knowledge, 

training, expertise, continuous learning, and the necessary experience for working 

regularly. Human capital can create value for the organization, bringing about 

changes in operating behavior with a new idea through self-development, and people 

can collaborate effectively (Chueabangkaew, 2008). Therefore, executives should 

realize that investment in human resources within the organization is essential. 

People are assets without depreciation and intangible but can be developed to 

enhance the knowledge and capability by integrating many fields of knowledge and 

skills. People are the human capital that can always increase value to the 

organization (Wang et al., 2010; Hareebin, 2020).     

      

5. Contributions and Suggestions for Future Research 

 

5.1 Theoretical Contribution 

 

This research integrates three concepts of the resource base theory, contingency 

theory, and dynamic capabilities that SMEs use to create values and competence in 

situations facing threats from the external environment. Those severely impact their 

operations, conduct a test of the human capital effect on employee creativity 

development, organizational innovation capabilities, and an organization's 

outstanding performance. Empirical confirmation that the human capital orientation 

positively affects employee creativity development both knowledge, skills, and 

abilities. Employees could apply creative thinking for doing new things and 

operations that resulted in creating innovation ability. The creative ability in an 

Hypotheses Relationships Coefficients Results 

H1a HMC         EMP 0.90*** Supported 

H1b HMC         OIN -0.02 Not Supported 

H1c HMC         OUP -0.40 Not Supported 

H2a EMP         OIN 0.80*** Supported 

H2b EMP         OUP 0.09 Not Supported 

H3 ION          OUP 0.92*** Supported 
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organization is so important that it results in a more competitive and successful 

company.  

 

Therefore, SMEs companies require to rehabilitate their businesses should realize 

the importance of human capital development. Employees should be trained, 

knowledgeable, and skilled to operate constructively. This will be the source of 

long-term advantage operations over competitors. Future research should study the 

antecedents of human capital orientation and relationship administrator to enable this 

study to be used in organizational management for better performance. The data 

should be collected with other industrial demographics to compare the differences as 

well as having developmental guidelines for the organization in other fields to be 

competitive or use other statistical techniques to test relationship to prove the effect 

to be universal acceptance. 

 

5.2 Managerial Contribution 

 

An emphasis on the existing development of creativity of human capital in the 

organization. This results in the ability to create innovation that leads the 

organization to outstanding performance. This is because the employees have 

successfully applied their knowledge and skills to perform their work in an external 

environment where companies are affected by the coronavirus epidemic. Therefore, 

SME companies that are accelerating recovery can apply information to benefit the 

company's human capital development. The company encourages employees to 

think joint initiative and create something new that is ready to cope with the 

organization's changes to relate with innovation and new information technology to 

lead the organization to survive and gain a competitive advantage. Human capital is 

a factor that corporate executives need to realize and attention to the development 

and retention of employees with creative thinking, skills, knowledge, and abilities to 

develop performance towards the organization's sustainability. 

 

6. Conclusion 

 

Human capital orientation can bring success to the organization. If the organization 

realizes the importance as an asset to the organization and supports the development 

to create value, that is difficult to copy, and it can help the company perform above 

the competition. This research tries to test the effect of human capital orientation, 

employee creativity development, organizational innovation capabilities, and 

outstanding performance of Thailand’s SMEs companies with 219 SMEs businesses 

were a sample of the research. The statistics used to test the relationship in this 

research were the Structural Equation Model (SEM). This research found human 

capital orientation positively affects employee creativity development but does not 

directly affect organizational innovation capabilities and outstanding performance. 

Next, employee creativity development positively affects organizational innovation 

capabilities. 
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Furthermore, organizational innovation capabilities positively affect outstanding 

performance. Hence, to bring more benefits from the use of human capital 

orientation, it is necessary to focus on human capital in the organization to plan the 

allocation and development of the existing workforce to create value for the 

organization. Organizations can be adapted and prepared to cope with the volatility 

of the faced environment. Future research should study antecedent information that 

affects human capital development to suit the organization context to review and 

expand the current study result. Collection data from other industry populations to 

compare the differences and use it as a guideline for developing the organization to 

be competitive and using other statistical techniques to test the results of the study to 

achieve international acceptance. 
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