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AIMS & OBJECTIVES
This research examines HRM innovation in the retail sector, how good hrm can boost innovativeness inside an organization, change, and the requirement for HRM systems to be re-engineered. First and foremost, the primary objective of this research is to analyze how Hrm systems and innovative capabilities are linked by bringing HRM and technology close together, excluding a few notable outliers. 
[bookmark: _Toc109153408]BACKGROUND AND INTRODUCTION
In today's business world, innovation is essential to success. A new type of economy is being created due to global changes in modern business, such as the growing importance of facilities, expertise, creative thinking, and advancements. Knowledge, creativity, firm reputation, and innovation are becoming more critical in this new economy. As a result of these modifications, some academics argue that modern businesses must be innovative in all aspects of the work processes, not just in campaigns and seasonal ones ( Singh et al., 2021). Higher efficiency and productivity, as well as increased employee engagement, can be achieved through innovative solutions. The European Union's economy is fueled by small and medium-sized businesses providing jobs. As a result, a company's growth depends heavily on its ability to innovate. Research has found a correlation between the introduction of new ideas and long-term performance for businesses. Generally, small retail businesses are more nimble than huge organizations (Leiet al., 2021). This flexibility makes it possible to build a network of connections and quickly respond to climatic changes. It's time for Human Resources to lead in developing and promoting new solutions in the company's workplace. 
Several practices fall under the purview of HRM. Training, career advancement, self-driven projects, and staff innovation abilities are the most critical areas for development. Organizational performance can be improved by innovative workplace behaviour supported by human resources management. Individual employee effort and creativity are fostered by creative workplace culture and workplace behaviour. An innovative corporate culture that promotes these ideals is linked to an organization's ability to innovate (Tehseen et al., 2020). Developing an effective organizational structure and design is also related to innovation. Innovation in human resources management is a must. It's not enough to know what you're doing; you also need a mentality geared toward adapting to a constantly changing environment. Managing innovation at the corporate, group, and individual levels must also be addressed. A retail organization's success depends on worker innovation and creative thinking (Leiet al., 2021). Many scholars in this field stress the importance of preserving, supporting, and developing the Retail Sector potential of employees, which would lead to higher success for the business. We believe that firms, especially HR professionals, should encourage and support new workplace approaches and their implementation. It is also possible to see corporate entrepreneurial management and behaviour as an individual's efforts to be proactive and to impose and implement new concepts, methods, goods, or procedures ( Renkema et al., 2021).
[bookmark: _Toc109153409]Research Objectives 
I. To determine the influence of innovation on HRM.
II. To estimate the influence of HRM practices on innovation focuses.
III. To examine the perception of an innovation's influence on employees’ innovative work behavior.
[bookmark: _Toc109153410]Research Questions
I. What is the influence of innovation on HRM? 
II. How do HRM practices focus on innovation?
III. To what extent does the perception of an innovation influence employees’ innovative work behavior?

[bookmark: _Toc109153411]LITERATURE REVIEW 
It's possible to come up with various definitions for what innovation is. Most experts agree on a few critical aspects of the creative process, but no one has yet come up with a singular notion for what innovation truly is. R&D labs and colleges are complete with unique inventions, but innovation can also take the form of procedures, projects, and creative behaviour (Sardi et al., 2020). 
Workers' expectations, changes in competitive industries, technological advancements, and the rising global and technology market are all factors that influence innovation. Innovative ideas and ambitions create new markets and increase competitiveness. Increasing earnings, expanding markets, increasing market share, and improving competitiveness are all aspects of modern businesses' innovative operations ( Remneland Wikhamn et al., 2022). Modern firms are increasingly relying on innovation as a means of growth.
Companies must continually develop new and inventive ways of doing things to compete in today's labour market. It can be said to be innovative if a company has creative goods, procedures, or interactions with its employees (Tehseen et al., 2020). The initial step in each group's strategy should be assessing the particular setting and circumstance to respond to change. Evaluating the company's operational background is critical in determining the best course of action for its future growth. Step two is to determine the needs of the indoor and outdoor environments ( Remneland Wikhamn et al., 2022). Analyzing and pinpointing problem areas is essential to a thorough grasp of the shifting environmental demands. As a result, the third phase involves developing a particular plan for altering the measurements and procedures you've picked, and the fourth consists in implementing this plan (Easa & El Orra 2020).
Human resource management was first proposed to help organizations foster innovation. One of the most challenging components of staffing and strategy was ensuring the company had the right kind of people who could be appropriately supervised (Leiet al., 2021). However, both of these early appeals did not seek to categorize precisely the specific HRM practices or procedures that may be most useful in developing innovation skills; still, the discussion had begun. HRM research in the past has focused chiefly on HRM innovation.  In HRM, initiatives like high-performance work practices have been cited as examples of new approaches. HR advancements have also been such as comprehensive benefits schemes (Wikhamn, 2019).
Links between HRM and organizational success are made prominently in the SHRM literature and actively advocated in the literature associated with the SHRM. On the other hand, HRM professionals haven't necessarily seen the value of their work in growing the company's overall innovative skills (Tehseen et al., 2020). Creativity and strategic management have not been examined in the HRM literature, nor has HRM been viewed as an intrinsic aspect of innovation. Nevertheless, the need for maintaining both SHRM's appropriateness and flexibility indicates a wide range of potentially valuable techniques for fostering innovation (Leiet al., 2021).
Human resource management is now seen as more than merely a collection policy and practice area, as seen by the evolution of SHRM and its intended future course (Remneland Wikhamn et al., 2022). HRM systems, often known as HR architecture, are widely recognized as having a significant impact on a company's ability. HR architecture is a term used to describe the "processes and procedures, competencies, and employee performance behaviors that constitute the firm's strategic human resources management and development systems (Wikhamn 2019).
HR professionals trying to preserve uniformity in their operations while balancing fit and flexibility may find this approach challenging. Companies that place a high value on innovation can fully use HRM approaches and techniques that support this goal by recognizing the significance of strategy fit (Sardi et al., 2020). 
[bookmark: _Toc109153412]RESEARCH METHODS
This proposal will employ both qualitative and quantitative research methods. Qualitative research will examine a topic by looking at cultural factors, social interactions, or beliefs. Interviewing, open-ended questionnaires, and focus groups are standard tools for this study, which aims to learn about people's attitudes and beliefs toward specific behaviors and processes.
In quantitative research, variables that can be observed and measured will be empirically investigated. It can be used to test theories, make predictions, and figure out how one variable affects another through statistical analysis. 
[bookmark: _Toc109153413]DATA COLLECTION STRATEGIES AND ANALYSIS STRATEGY 
Data collection procedures will be developed before determining what questions the evaluation will cover. A program's approach and results will be considered while formulating evaluation questions. The objectives of the assessment, the planned use of the results, the requirements of participants, and the actual world conditions that impact the program's performance are all considered by a well-defined questionnaire design. Local beliefs and practices, similar facilities and constraints, and resources needed are all essential knowledge for rural locations.
The study questions necessitate the collection of both theoretical and practical data. Studies and surveys, focus group discussions, conversations, inspections, and track progress are all examples of primary and secondary data collection approaches.
Strategic analysis is a necessary part of self-education. A company's critical analysis is a crucial part of the marketing process of planning and optimization. With strategic planning, you can connect and fulfill your sales objectives with the broader vision of your company. Any business can count on one thing: improvement. There is always room for improvement in your company. As a result, your firm can plan for the future and identify areas of progress.
To help undertake and execute strategic assessments to improve the M&S marketing plan, I will provide a wide range of marketing solutions. My marketing templates and tools assist business owners and managers in identifying and respond to opportunities, resolving problems, and setting priorities for their marketing efforts.
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[bookmark: _Toc109153414]CONCLUSION 
This study will suggest and empirically test a new HRM metric, which utilizes HRM innovations as a benchmark for success. One of the objectives of this study was to provide more information on innovative HRM in the sense of generating the best match, in addition to the considerable literature on best practices that already existed.
	To begin, objectively assessing the efficacy of creative approaches to hrm is possible. Measuring HRM and process development is separate from other components. Consequently, it provides a new dimension to HRM not previously found in the literature. Researchers can use this to understand better how organizations attempt to achieve internal and external fit. It is also important to note that the concept of fit is crucial to the idea of contingency. Contingency theory hypothesizes that organizations aim for the best fit of their HRM under certain conditions, such as changes in the organization's environment and the traits that enable organizations to attain a better match. The empirical evidence supports various predictions from this general theoretical framework (Leiet al., 2021). Third, the current research shows that innovative human resource management is a significant predictor of organizational innovation. Furthermore, this demonstrates that HRM's best-fit approach to innovation significantly impacts how an organization functions. As predicted by the contingency theory, having a solid fit and best practices makes a difference in organizational innovation.
The study's findings will raise a slew of questions requiring further investigation. When it comes to measuring creative HRM, there are a lot of approaches to go beyond the four fundamental HR domains. Adding questions from other areas of human resources is the first step in this process. That is to say, even if the proposed measure successfully captures and explains organizational innovation, have been included as well. In addition, the unique HRM measure might be expanded even further by asking about the implementation of specific policies and procedures. A possible consequence is that comparing businesses and sectors across the board may be more challenging. Researchers can go into greater depth this way (Wikhamn, 2019).
Another point may be made by considering HRM, for example. For the time being, these aspects have not been included, but they can be added to a new data set and examined. New data will be gathered to evaluate the efficacy of the proposed measure in this article. Although the data will be collected in an environment with specific characteristics, this may influence the conclusions (Rondi et al., 2022)
The relationship between "best practice" and "best fit" techniques is an essential theoretical question not addressed in this study. The findings of this study indicate that these two approaches are not mutually incompatible (Vlados & Chatzinikolaou, 2020). While the "best practice" method aids in selecting HRM policies and practices necessary for organizational innovation, the "best fit" approach concentrates on the underlying process. If such is the case, a theoretically richer model may be developed by integrating these two approaches to answering the question of which practices matter and why. No one can say for sure whether this is the case. Consequently, it is necessary to collect data from organizations in various nations to see if it is applicable in other circumstances.
(HR) managers can benefit from some of the findings of this research. The study found that it makes sense to launch all of the HR functions' innovations at the same time. When organizations accomplish this, the practices become more closely aligned. Just one of the HR functions can be innovated to undermine the current fit. The findings demonstrate that creative HRM is closely linked to the belief that the firm will confront problems shortly. As a result, companies that are expected to face these challenges will likely be proactive in their preparations. Human resource managers need to consider whether their organization faces similar challenges and whether or not creative HRM is required to address those challenges (Vlados & Chatzinikolaou, 2020)
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