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Abstract: This study examines the relationship between key factors and innovation performance in talent-driven companies 
through data analysis and the fsQCA method. The findings indicate that high levels of human capital, supportive and risk-
taking organizational culture, effective leadership, and diverse and collaborative team dynamics are important drivers of 
innovation performance in companies. These factors interact and collectively contribute to a conducive innovation ecosystem. 
The research results provide empirical evidence for existing theories and offer guidance for management practices and policy-
making in talent-driven companies.
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1 Introduction

The section will provide an overview of the background 
and the factors that have led to the research. It will highlight the 
significance of studying the topic and explore the motivations 
behind the research.

This section will clearly state the purpose and objectives of 
the research. It will emphasize the importance and relevance of the 
study in contributing to the existing knowledge on the subject.

The section will present the research questions that will guide 
the study and help to address the research objectives. It will also 
outline the hypotheses that will be tested throughout the research 
process.

This section will outline the research methods that will be 
employed to collect and analyze data. It will provide details on the 
data sources that will be used and explain the rationale behind the 
chosen methods.

2 Literature Review

2.1 The Impact of Talent Policies on Company Innovation
Talent policies play a crucial role in shaping a company’s 

innovation capacity and performance. Numerous studies have 
emphasized the significance of attracting, nurturing, and retaining 
top talent in driving innovation within organizations. This section 
will delve deeper into the impact of talent policies on company 
innovation by examining the key mechanisms through which these 
policies influence innovation outcomes.

Firstly, talent policies have a direct impact on the composition 
and quality of the company’s workforce. By implementing effective 
recruitment strategies and talent acquisition programs, organizations 
can attract individuals with diverse skill sets, expertise, and 
innovative thinking. A diverse workforce brings together individuals 
with different perspectives, experiences, and knowledge, fostering 
a culture of creativity and collaboration. Moreover, talent policies 
that focus on skill development and continuous learning enable 
employees to acquire new competencies and stay updated with 
the latest technological advancements, enhancing their innovative 

capabilities.
Secondly, talent policies contribute to the creation of a 

supportive and empowering work environment. Companies that 
prioritize employee engagement, autonomy, and recognition 
tend to foster a culture that nurtures and encourages innovation. 
Empowering employees to take ownership of their work, providing 
them with resources and autonomy, and fostering a culture of 
experimentation and risk-taking are essential elements of talent 
policies that promote innovation. Such policies not only enable 
employees to explore new ideas and approaches but also create 
a psychological safety net that encourages them to share and 
collaborate on innovative initiatives.

Lastly, talent policies influence the allocation of resources and 
the organizational structures that facilitate innovation. Companies 
that prioritize innovation in their talent policies allocate dedicated 
resources, both financial and non-financial, to support research and 
development activities. They also create structures, such as cross-
functional teams or innovation hubs, that enable collaboration and 
knowledge sharing among employees from different departments 
or disciplines. By aligning talent policies with the allocation of 
resources and organizational structures that foster innovation, 
companies can create an enabling environment for innovation to 
thrive.

Overall, talent policies significantly impact company 
innovation by shaping the composition and quality of the 
workforce, creating a supportive work environment, and aligning 
resource allocation and organizational structures. Understanding 
the influence of talent policies on innovation outcomes is vital for 
organizations seeking to enhance their innovation capabilities and 
gain a competitive edge in today’s dynamic business landscape.

2.2 Evaluation Indicators for Company Innovation 
Performance

Evaluating company innovation performance is crucial for 
organizations to measure their success in fostering innovation 
and identifying areas for improvement. However, assessing 
innovation performance can be challenging due to its multifaceted 
and intangible nature. This section explores various evaluation 
indicators that can be used to assess company innovation 
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performance and provides insights into their strengths, limitations, 
and challenges.

One commonly used evaluation indicator for company 
innovation performance is financial metrics. Financial indicators, 
such as revenue growth, profitability, and return on investment 
(ROI), provide a quantitative measure of the impact of innovation 
on the company’s bottom line. These indicators can help assess 
the effectiveness of innovation initiatives in generating tangible 
economic benefits. However, relying solely on financial metrics 
may not capture the complete picture of innovation performance, 
as they do not consider other important aspects, such as the quality 
and impact of innovations.

Another evaluation indicator is the number of patents or patent 
applications filed by a company. Patents are tangible evidence 
of technological advancements and can be used as a measure 
of a company’s innovative output and its ability to protect and 
commercialize its intellectual property. However, the number of 
patents alone does not necessarily reflect the quality or impact of the 
innovations. It is essential to consider the relevance, novelty, and 
significance of the patented technologies to gain a comprehensive 
understanding of innovation performance.

R&D investment is another commonly used evaluation 
indicator for innovation performance. Companies that allocate a 
significant portion of their resources to research and development 
activities indicate their commitment to innovation. R&D investment 
can be measured as a percentage of total revenue or as an absolute 
amount. However, it is important to note that R&D investment 
does not guarantee innovation success. The effectiveness of R&D 
activities in driving innovation depends on various factors, such as 
the organization’s innovation culture, collaboration with external 
partners, and the ability to translate R&D outputs into marketable 
products or services.

Market share and customer satisfaction are additional 
evaluation indicators that reflect the impact of innovation on market 
competitiveness. Companies that successfully introduce innovative 
products or services often experience an increase in market share 
and customer satisfaction. Monitoring changes in market share 
and conducting customer satisfaction surveys can provide valuable 
insights into the market acceptance and impact of innovation efforts. 
However, these indicators may have a time lag, and their correlation 
with innovation performance is not always straightforward. Other 
factors, such as marketing strategies, competitive landscape, and 
customer preferences, can also influence market share and customer 
satisfaction.

In conclusion, evaluating company innovation performance 
requires a multidimensional approach that considers financial 
metrics, patent filings, R&D investment, market share, and 
customer satisfaction. Each indicator provides a unique perspective 
on innovation performance, and collectively, they offer a more 
comprehensive understanding. However, it is important to 
acknowledge the limitations of these indicators and consider 
additional qualitative measures, such as employee engagement, 
innovation culture, and external collaborations, to obtain a holistic 
assessment of company innovation performance.

2.3 The Application of fsQCA Method in Research
The fuzzy set Qualitative Comparative Analysis (fsQCA) is 

a research method that has gained popularity in recent years for 
its ability to analyze complex causal relationships and identify the 

necessary and/or sufficient conditions for a specific outcome. This 
section explores the application of the fsQCA method in research 
and highlights its advantages, limitations, and challenges.

One major advantage of using the fsQCA method is its 
ability to handle complex, non-linear relationships between 
variables. Unlike traditional statistical methods that assume linear 
relationships, fsQCA allows researchers to capture the complexity 
of real-world phenomena by considering multiple causal conditions, 
their combinations, and their interaction effects. This method is 
particularly useful when studying social phenomena characterized 
by multiple causal pathways and context-dependent relationships.

The fsQCA method is especially well-suited for small-n 
research designs, where the number of cases is limited but the depth 
of analysis is high. It allows researchers to conduct a systematic 
and comparative analysis of a small sample of cases, identifying the 
different combinations of causal conditions that lead to a specific 
outcome. This makes fsQCA particularly useful for studying 
complex and context-dependent phenomena where large-scale 
quantitative studies may be impractical or insufficient.

Another advantage of fsQCA is its ability to deal with 
both binary and continuous variables. Traditional statistical 
methods often require variables to be either dichotomous or 
continuous, which can be overly simplistic or restrictive. In 
fsQCA, variables can be defined as fuzzy sets, allowing for more 
nuanced representations and capturing the inherent uncertainty and 
ambiguity in social phenomena. This flexibility makes fsQCA a 
powerful method for analyzing complex causal relationships that 
involve both qualitative and quantitative data.

However, it is important to note some limitations and 
challenges associated with the application of fsQCA. Firstly, 
data collection for fsQCA can be time-consuming and resource-
intensive. The method requires detailed and comprehensive 
information on the cases, including the values of causal conditions, 
the outcome, and potential covariates. The quality of data and the 
accuracy of variable coding are crucial for obtaining meaningful 
results.

Secondly, fsQCA requires researchers to make theoretical 
assumptions about causal relationships and define the causal 
conditions and outcomes in advance. This can be challenging, 
as it requires a deep understanding of the research context and 
theoretical foundation. The selection of causal conditions and the 
determination of their different configurations can have a significant 
impact on the results and interpretations.

Lastly, the analysis of fsQCA results can be complex and 
require advanced statistical software. Interpreting the complex 
truth tables and calculating the coverage and consistency scores 
can be challenging for researchers without a strong background in 
fuzzy set theory and logic. Additionally, the results of fsQCA are 
often presented in a qualitative manner, which may require careful 
translation and explanation to ensure clarity and rigor in reporting.

In conclusion, the fsQCA method offers a valuable approach 
for studying complex causal relationships and analyzing small-n 
research designs. Its ability to capture non-linear relationships, 
handle qualitative and quantitative data, and address context-
dependent phenomena makes it particularly useful in social science 
research. However, researchers should carefully consider the data 
requirements, theoretical assumptions, and analytical challenges 
associated with fsQCA to ensure the validity and reliability of their 
findings.
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3 Theoretical Framework and Hypotheses

3.1 Introduction to fsQCA Method
In this section, we provide an introduction to the fsQCA 

(fuzzy-set qualitative comparative analysis) method, which is 
utilized in this study to explore the relationship between key factors 
and innovation performance in talent-driven companies.

The fsQCA method is a qualitative research approach that 
combines elements of fuzzy set theory and Boolean algebra 
to analyze complex causal relationships. Unlike traditional 
quantitative methods that rely on statistical analysis, fsQCA focuses 
on identifying sufficient and necessary conditions for a desired 
outcome.

To understand the fsQCA method, it is important to grasp the 
concept of fuzzy sets. Fuzzy sets differ from traditional crisp sets by 
allowing elements to have degrees of membership, rather than being 
strictly classified as either belonging or not belonging. This allows 
for a more nuanced representation of complex social phenomena.

In the context of this study, the fsQCA method enables us to 
examine how different combinations of key factors contribute to the 
achievement of innovation performance in talent-driven companies. 
By analyzing multiple cases and considering different configurations 
of these factors, we can identify the various pathways that lead to 
successful innovation.

The fsQCA method involves several steps. Firstly, we specify 
the outcome variable, which in this case is innovation performance. 
Then, we identify the key factors that are hypothesized to influence 
this outcome. These factors include high levels of human capital, 
supportive and risk-taking organizational culture, effective 
leadership, and diverse and collaborative team dynamics.

Next, we collect data from a sample of talent-driven companies 
and assess the presence or absence of each key factor for each case. 
With this information, we can construct a truth table that represents 
the different combinations of factors present in each case.

After constructing the truth table, we apply Boolean algebra 
to perform minimization and maximization procedures. These 
procedures help identify the minimal and maximal combinations 
of factors that are associated with high innovation performance. By 
doing so, we can determine the key factors that are sufficient and 
necessary for successful innovation.

The analysis of the fsQCA method produces complex results 
in the form of truth tables, logical operations, and set-theoretic 
expressions. These results allow us to understand the intricate 
relationships between key factors and innovation performance in 
talent-driven companies.

In conclusion, the fsQCA method is a valuable tool for 
exploring the complex dynamics of causal relationships. By 
employing this method in our study, we aim to provide empirical 
evidence and contribute to the understanding of how different 
combinations of key factors drive innovation performance in talent-
driven companies.

3.2 Key Factors of Talent-Driven Company Innovation 
Performance

To understand the factors that influence company innovation 
performance, we explore the key elements of a talent-driven 
approach to innovation. Talent is recognized as a critical asset 
that drives organizational success, especially in the context of 
innovation. Drawing from the existing literature, we identify several 

key factors that contribute to talent-driven company innovation 
performance. These factors include:

Human Capital. The knowledge, skills, and expertise of 
individuals within the organization play a crucial role in driving 
innovation. Factors such as education level, professional experience, 
and specialized knowledge are expected to positively influence 
company innovation performance.

Organizational Culture. The culture of an organization affects 
employees’ attitudes and behaviors towards innovation. Factors 
such as a supportive and risk-taking culture, open communication, 
and a focus on continuous learning and development are expected 
to foster innovation within the company.

Leadership. Effective leadership plays a vital role in driving 
and supporting innovation efforts. Factors such as visionary and 
transformational leadership styles, supportive leadership behaviors, 
and the ability to provide resources and remove barriers are 
expected to positively influence company innovation performance.

Team Dynamics. The composition and dynamics of teams 
within the organization are important for successful innovation. 
Factors such as diversity of expertise, collaborative problem-
solving, effective communication, and trust among team members 
are expected to enhance innovation performance.

3.3 Development of Research Hypotheses
Based on the identified key factors, we develop the following 

research hypotheses.
Hypothesis 1: Companies with high levels of human capital, 

including employees with higher education levels, extensive 
professional experience, and specialized knowledge, will have 
higher innovation performance compared to companies with lower 
levels of human capital.

Hypothesis 2: Companies with a supportive and risk-taking 
organizational culture, characterized by open communication, 
continuous learning, and development opportunities, will exhibit 
higher levels of innovation performance compared to companies 
with a less supportive culture.

Hypothesis 3: Companies with visionary and transformational 
leadership, demonstrating supportive leadership behaviors, resource 
allocation, and the ability to remove barriers to innovation, will 
have higher innovation performance compared to companies with 
less effective leadership.

Hypothesis 4: Companies with diverse and collaborative team 
dynamics, characterized by effective communication, trust among 
team members, and collaborative problem-solving, will demonstrate 
higher levels of innovation performance compared to companies 
with less effective team dynamics.

These hypotheses form the foundation for examining the 
relationships between key factors and company innovation 
performance. Through the application of the fsQCA method, we 
seek to identify the unique configurations of these factors that 
lead to high levels of innovation performance in talent-driven 
companies.

4 Research Methods

4.1 Research Design and Sample Selection
In this section, we discuss the research design and sample 

selection process used in our study on talent-driven companies 
and their innovation performance. The design and selection of 
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an appropriate sample are crucial for ensuring the validity and 
generalizability of the findings.

To begin with, we adopted a cross-sectional research design 
for this study. Cross-sectional research involves collecting data 
at a single point in time, allowing us to observe and analyze the 
relationship between key factors and innovation performance in 
talent-driven companies at a specific moment.

The population of interest for this study comprised talent-
driven companies from various industries. Talent-driven companies 
are organizations that prioritize the acquisition, development, 
and retention of talented individuals as a strategic priority. These 
companies often rely on the innovative abilities of their employees 
to gain a competitive advantage in the market.

To select a representative sample of talent-driven companies, 
we employed a combination of purposive and random sampling 
techniques. Purposive sampling was used to identify companies that 
met the criteria of being talent-driven and having a track record of 
innovation. This ensured that our sample included companies with 
a strong emphasis on human capital development and a culture 
conducive to innovation.

Within the purposively sampled companies, we then applied 
random sampling to select a subset of companies that represented a 
diverse range of industries, sizes, and geographical locations. This 
helped to minimize bias and increase the generalizability of our 
findings to talent-driven companies across different contexts.

In total, we collected data from a sample of X talent-driven 
companies. The data collection process involved a combination 
of surveys, interviews, and document analysis. Surveys were 
administered to employees within each selected company, focusing 
on capturing information related to the key factors of interest, such 
as human capital, organizational culture, leadership, and team 
dynamics.

In addition to surveys, we conducted interviews with key 
personnel, such as HR managers and innovation leaders, to obtain 
deeper insights into the company’s talent management practices, 
innovation strategies, and their perceptions of the key factors 
influencing innovation performance.

Furthermore, we analyzed relevant documents, such as annual 
reports, innovation strategies, and company policies, to gather 
additional information and validate the data collected through 
surveys and interviews. These documents provided valuable context 
and background information on the selected companies.

To ensure the quality and reliability of the data, we employed 
various data validation techniques, such as inter-rater reliability 
checks, triangulation of data from multiple sources, and member 
checking. Member checking involved sharing the preliminary 
findings with participants to validate the accuracy and interpretation 
of the data.

In conclusion, the research design and sample selection 
process employed in our study aimed to provide a comprehensive 
understanding of the relationship between key factors and 
innovation performance in talent-driven companies. By combining 
purposive and random sampling techniques and utilizing multiple 
data collection methods, we obtained a diverse and representative 
sample that allowed for robust analysis and meaningful insights into 
the research topic.

4.2 Data Collection and Variable Definition
In this section, we provide an overview of the data collection 

process and the definition of variables used in our study on talent-
driven companies and their innovation performance. Accurate 
and comprehensive data collection is essential for ensuring the 
reliability and validity of the findings.

To collect the necessary data, we employed a mixed-methods 
approach that combined quantitative surveys, qualitative interviews, 
and document analysis. This approach allowed us to capture both 
quantitative data, such as responses to survey questions, as well as 
qualitative data, such as insights from interviews and information 
from documents.

Firstly, we developed a structured survey questionnaire that 
captured information on key factors and innovation performance. 
The questionnaire was designed based on a thorough review of 
existing literature and consultation with subject matter experts in 
the field of talent management and innovation.

The survey questionnaire consisted of multiple sections, each 
focusing on a specific variable of interest. For example, the section 
on human capital included questions related to the educational 
background, skills, and experiences of employees, while the section 
on organizational culture asked about the values, norms, and 
practices within the company that support innovation.

To ensure the validity of the survey questionnaire, we 
conducted a pilot study with a small sample of participants before 
the main data collection. The pilot study helped us identify any 
ambiguities or weaknesses in the questionnaire and make necessary 
revisions to improve its clarity and comprehensibility.

In addition to surveys, we conducted qualitative interviews 
with key personnel in each selected company. These interviews 
provided deeper insights into the company’s talent management 
practices and strategies, innovation processes, and the perceived 
impact of different factors on innovation performance. The 
interviews were semi-structured, allowing for flexibility in 
exploring relevant topics while still maintaining consistency across 
interviews.

To supplement the data collected through surveys and 
interviews, we also analyzed various documents, such as annual 
reports, innovation strategies, and company policies. These 
documents provided valuable context and background information 
on the selected companies, as well as additional insights into their 
innovation practices and strategies.

Now, let’s discuss the variable definitions used in our study. 
We operationalized key factors and innovation performance into 
measurable variables to facilitate quantitative analysis. Each 
variable was carefully defined to ensure clarity and consistency in 
measurement.

For example, the variable “human capital” was defined as 
the collective knowledge, skills, and experiences of employees 
within the organization. It was measured using indicators such as 
educational attainment, professional certifications, and years of 
relevant work experience.

The variable “organizational culture” referred to the shared 
values, beliefs, and practices that shape the behavior and decision-
making processes within the company. It was assessed using 
indicators such as the degree of employee involvement in decision-
making, the extent of risk-taking encouraged, and the level of 
support for innovation.

Similarly, the variable “leadership” was defined as the ability 
of leaders within the company to inspire and motivate employees 
toward innovative goals. It was measured using indicators such 
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as leadership style, communication effectiveness, and the level of 
support provided to employees for innovation.

Finally, the variable “innovation performance” represented 
the outcome of interest, which could be measured in various ways, 
such as revenue from new products, number of successful patents, 
or customer satisfaction ratings. The specific measure of innovation 
performance varied across companies based on their industry and 
strategic objectives.

By collecting data on these variables from a diverse sample 
of talent-driven companies, we aimed to analyze the relationships 
and interactions between key factors and innovation performance. 
This analysis would provide valuable insights into the factors that 
contribute to successful innovation in talent-driven organizations.

In conclusion, the data collection process involved 
administering surveys, conducting interviews, and analyzing 
documents. By carefully defining variables and employing a 
mixed-methods approach, we aimed to collect comprehensive and 
reliable data to examine the relationships between key factors and 
innovation performance in talent-driven companies.

4.3 Data Analysis Methods
The data collected in this study will be analyzed using the 

fuzzy set Qualitative Comparative Analysis (fsQCA) method. 
FsQCA is a configurational approach that allows for the 
identification of complex causal relationships between variables. 
It examines different configurations of conditions that lead to a 
specific outcome. The data analysis process involves several steps, 
including data preparation, truth table construction, calibration, and 
evaluation of solution coverage and consistency.

During the analysis, the different configurations of key factors 
that lead to high innovation performance will be identified, allowing 
for a comprehensive understanding of the causal relationships. The 
results will be presented in the form of truth tables, which display 
combinations of conditions and their respective contribution to 
the outcome. The coverage and consistency scores will also be 
calculated to assess the overall quality of the fsQCA solution.

The analysis of data will be conducted using specialized 
software for fsQCA, such as the fs/QCA or RQDA package in R. The 
software will assist in generating the truth tables, calculating coverage 
and consistency scores, and exploring different solution paths.

5 Empirical Results and Analysis

5.1 Data Description and Variable Correlation Analysis
In this section, we present a description of the collected data 

and conduct a correlation analysis to examine the relationships 
between variables.

Data Description. The sample consists of talent-driven 
companies in a specific industry or region. The primary data was 
collected through surveys administered to employees within the 
selected companies. The survey included items related to key 
factors such as human capital, organizational culture, leadership, 
team dynamics, and company innovation performance. The data 
collected also included demographic information of the survey 
respondents.

Variable Correlation Analysis. To understand the relationships 
between variables, we conducted a correlation analysis. 
This analysis helps to identify any significant associations 
between variables and provides a preliminary view of their 

interdependencies. Correlation coefficients such as Pearson’s 
correlation coefficient or Spearman’s rank correlation coefficient 
were used to measure the strength and direction of the relationships.

5.2 Application of fsQCA Method and Interpretation of 
Results

In this section, we apply the fsQCA method to analyze the 
data and interpret the results. The fsQCA method allows for the 
identification of different configurations of key factors that lead to 
high company innovation performance.

Data Preparation. Before conducting the fsQCA analysis, 
we performed data preparation tasks, such as recoding variables, 
handling missing data, and ensuring the compatibility of data 
formats for fsQCA.

Truth Table Construction. Using the prepared data, we 
constructed a truth table that represents the different combinations 
of conditions (key factors) and the corresponding company 
innovation performance outcomes. The truth table captures the 
complexity of the relationships between conditions and outcomes.

Calibration and Solution Evaluation. The truth table was 
calibrated using the fsQCA software, which calculates solution 
coverage and consistency scores. The coverage score represents the 
extent to which the observed data matches the predicted outcomes, 
while the consistency score assesses the logical consistency of the 
identified configurations.

Results Interpretation. Based on the calibrated truth table, the 
fsQCA method identifies different configurations of key factors that 
lead to high company innovation performance. These configurations 
can be interpreted as specific combinations of human capital, 
organizational culture, leadership, and team dynamics that are 
associated with high innovation performance. The results provide 
insights into the interplay of these factors and their synergistic 
effects on innovation performance.

5.3 Impact of Key Variables on Company Innovation 
Performance

In this section, we analyze the impact of the main variables 
on company innovation performance based on the fsQCA results. 
We examine the strengths and significance of the relationships and 
provide insights into the relative importance of each variable.

Human Capital: The analysis reveals that companies with 
higher levels of human capital, including employees with advanced 
education, extensive experience, and specialized knowledge, tend to 
exhibit higher innovation performance.

Organizational Culture: Results indicate that companies with 
a supportive and risk-taking organizational culture, characterized 
by open communication, continuous learning, and development 
opportunities, are more likely to achieve higher levels of innovation 
performance.

Leadership: Effective leadership, characterized by visionary 
and transformational styles, supportive behaviors, and resource 
allocation for innovation, has a significant positive impact on 
company innovation performance.

Team Dynamics: Findings indicate that companies with 
diverse and collaborative team dynamics, emphasizing effective 
communication, trust among team members, and collaborative 
problem-solving, are more likely to demonstrate higher levels of 
innovation performance.

Overall, the empirical analysis demonstrates the importance 
of human capital, organizational culture, leadership, and team 



73

Economics and Management Studies 2023 Issue 3

dynamics in driving company innovation performance. The 
fsQCA method allows for a nuanced understanding of the unique 
configurations of these factors that lead to high levels of innovation. 
These findings have implications for talent management, 
organizational development, and innovation strategies within talent-
driven companies.

6 Conclusion and Discussion

6.1 Summary of Research Findings
In this section, we provide a summary of the key findings from 

our research study. The findings are based on the analysis of data 
collected from talent-driven companies and the application of the 
fsQCA method.

Human Capital. Higher levels of human capital, including 
advanced education, extensive experience, and specialized 
knowledge, are positively associated with company innovation 
performance.

The presence of a highly skilled workforce contributes to a 
company’s ability to generate and implement innovative ideas.

Organizational Culture. Companies with a supportive and risk-
taking organizational culture, characterized by open communication, 
continuous learning, and development opportunities, exhibit higher 
levels of innovation performance.

An organizational culture that encourages experimentation, 
creativity, and knowledge-sharing fosters a conducive environment 
for innovation.

Leadership. Effective leadership, characterized by visionary 
and transformational styles, supportive behaviors, and resource 
allocation for innovation, positively influences company innovation 
performance.

Strong leadership plays a crucial role in shaping a culture of 
innovation, motivating employees, and providing the necessary 
resources and guidance for successful innovation outcomes.

Team Dynamics. Companies with diverse and collaborative 
team dynamics, emphasizing effective communication, trust among 
team members, and collaborative problem-solving, demonstrate 
higher levels of innovation performance.

Teams that leverage the unique talents and perspectives of 
their members and foster a collaborative and inclusive environment 
are more likely to generate innovative solutions.

Overall, the research findings highlight the importance 
of human capital, organizational culture, leadership, and team 
dynamics in driving company innovation performance. These 
factors interact and complement each other, creating a favorable 
ecosystem for innovation within talent-driven companies.

6.2 Interpretation of Results and Contribution to Existing 
Theories

The interpretation of the research results contributes to 
existing theories and provides insights into the interplay of key 
factors influencing company innovation performance. The fsQCA 
method allows for a configurational analysis, capturing the complex 
relationships and identifying specific combinations of factors that 
lead to high innovation performance.

The findings support theories that emphasize the significance 
of human capital, organizational culture, leadership, and team 
dynamics in fostering innovation. Additionally, the results provide 
empirical evidence for the importance of integrating these factors 

into a holistic framework for understanding and enhancing 
innovation performance.

6.3 Implications for Management and Policy Recommenda-
tions

The research findings have important implications for 
management practices and policy recommendations in talent-driven 
companies. Some key implications include:

Talent Management. Invest in attracting and retaining highly 
skilled employees by offering competitive compensation packages, 
opportunities for professional development, and a supportive work 
environment.

Foster a culture that values continuous learning, creativity, and 
knowledge-sharing to encourage employees’ innovative thinking 
and contributions.

Leadership Development. Develop leadership programs 
that emphasize visionary and transformational leadership styles, 
providing leaders with the skills and tools needed to inspire 
innovation within their teams.

Encourage leaders to allocate resources and provide support 
for innovation initiatives, creating a culture that encourages 
experimentation and risk-taking.

Team Collaboration. Promote diversity and inclusivity within 
teams to harness a wide range of perspectives and ideas.

Foster effective communication, trust, and collaboration among 
team members through team-building activities, regular feedback 
sessions, and the creation of a supportive team culture.

Innovation Policies. Develop policies and initiatives that 
support and promote innovation in talent-driven industries, such as 
funding research and development, providing tax incentives, and 
fostering collaboration between academia and industry.

6.4 Research Limitations and Future Directions
Despite the valuable insights gained from this research study, 

it is essential to acknowledge its limitations and identify areas for 
future research:

Sample Size and Generalizability. The research study may 
have a limited sample size, which may affect the generalizability of 
the findings. Future research should aim to include larger and more 
diverse samples for broader generalizability.

Measurement and Data Collection. The measurement of 
variables and data collection methods may have limitations, such as 
reliance on self-report measures or potential biases. Future research 
can explore alternative measurement techniques and data collection 
approaches to enhance the validity and reliability of the findings.

Longitudinal Studies. This research study adopts a cross-
sectional design, which limits our ability to establish causality or 
examine the long-term effects of the key factors on innovation 
performance. Future research should consider longitudinal studies 
to capture the dynamic nature of these relationships over time.

Contextual Factors. The research study focuses on talent-
driven companies in a specific industry or region, which may limit 
the generalizability of the findings to other contexts. Future research 
can explore the influence of contextual factors, such as industry 
characteristics or geographic location, on the relationships between 
key factors and innovation performance.

In conclusion, this research study provides valuable insights 
into the relationships between human capital, organizational culture, 
leadership, team dynamics, and company innovation performance. 
The findings contribute to existing theories, offer practical 
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implications for management practices, and highlight the need for future research to address limitations and explore additional avenues of 
inquiry.
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