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Abstract

The present study examined the role of technology, human resource capabilities on the organizational
performance of small business enterprises (SMES) in Indonesia. In addition, the role of organizational
culture in causal aspect was also investigated as the moderating role of organizational culture among
the relationship of human resource capabilities and technology on organizational performance. A total
of 244 valid responses have been taken by the distribution of self-administrative questionnaires among
the respondents of the study. One of the probability sampling, simple random sampling has employed
to get the response. With regards to the proposed hypotheses all the direct hypotheses have significant
and positive impact on the organizational behaviour. The findings of the study revealed that the human
resource capabilities, technology significantly and positively influence the organizational performance.
Nevertheless, the moderating effects of organizational culture among the relationship of human
resource capabilities, innovation on organizational performance have been reported not supported.
Generally, these results supported the view that the human resource capabilities like training and
development, skills, innovation with the help of adoption of latest technology can enhance the
organizational performance. In addition, increase the competitiveness of the organization. Finally, the
theoretical, methodological and practical implications as well as limitations and suggestions for future
research are provided in this study.

Keywords: Organizational Performance, Technology, Human Resource Capabilities, Organizational
Culture.

Introduction

In the context of growing global competition, enhancing customer demand and varying
corporate settings, business organizations are required to improve their performance
constantly. To deal with this environment, innovation with regard to the market offerings,
operations, quality and output is helpful for business organizations (Fernando, Jabbour, & Wabh,
2019). Additionally, it is recommended that in the contemporary dynamic environment,
tangible resources are not as much significant for entities as organizational performance and
competitiveness is important. Currently, collective resources with regard to the information
technology and human are regarded highly valuable resources of the business. Information
technology (IT) is considered as a key element that restructure all aspects of the business with
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new scales in the contemporary age of digital technology (Haseeb, Hussain, Kot,
Androniceanu, & Jermsittiparsert, 2019). However, IT and HR are regarded as the elements
that results in the attainment of competitive advantage in the dynamic, complex and globalised
business settings (Garg, 2014; Monday, 2015). With the transformation of society from
industrial to information, technological advancement has removed the geographical barriers of
and world has become a globalized village. Businesses are availing opportunities with regard
to the cost, quality, time and delivery with the help of information and communication
advancement. Particularly, developments in the context of technologies results in the
development of business layouts that ultimately leads to the access of new markets where they
sell their products, enhance productivity of the operations, customer satisfaction and ensuring
their loyalty (Boons, Montalvo, Quist, & Wagner, 2013). Moreover, it is tool and technique for
businesses that enhance business access of the useful information (Dao, Langella, & Carbo,
2011). IT is defined as a technology with general purpose instead of a conservative capital
investment (Wirtenberg, Lipsky, Abrams, Conway, & Slepian, 2007). In the last two decades,
IT witnesses rapid and significant developments. Hence, with the increasing application of IT,
it is essential to study the impact of these technologies with relation to the performance of
organization. In addition, Human Resource Development (HRD) has become a key element of
the business organization in the context of restructuring infrastructure, advancing business
operations, increasing information, innovativeness or other organizational perspectives. In the
complex business settings, the returns curtailing from investments in HR are regarded by
researches practically as well as theoretically (Chitrao, 2015). The notion is highly applicable
in the current settings where emphasis is paid to the innovative and information-oriented
organizations. Accordingly, HR have a central role in the better performance of organization.
In the literature, many attempts have been initiated to evaluate the intervening constructs with
regard to the association however, this research adopts a more synthesized model to address
the dimensions of the relation that are not incorporated (Lee, Phan, & Chan, 2005). With the
beginning of organizational HR, HRM practices are initiated with the purpose of recruiting,
expansion, and motivation of the human resources for the achievement of higher organizational
performance. Furthermore, Barney (1991b) came up with the opinion that HRM practices are
significant element for the organizational performance that is why these practices must be
regarded as a key element of the organizational planning. There are numerous theories in the
literature that support this opinion that human resources must be regarded as the crucial and
significant resource for any business. In particular, the theories of resource-based (RBV) and
knowledge-based (KBV) incorporated this opinion and regarded human resources equally
important for the organizational performance similar to the other traditional resources. A
variety of HRM practices have been adopted by business executives for attaining higher
business outcomes that consisting of recruitment, performance evaluation, staff development,
and reward management (Snell, 2011). Study of these practices provides many perspectives for
the strategic management researchers that ultimately leads to the developments in the business
economics, organizational competitiveness and the working conditions of employees (Ulrich,
Younger, Brockbank, & Ulrich, 2012). Human resources management (HRM) has crucial role
with regard to the management for business in achieving higher performance and
competitiveness. In the contemporary corporate settings, business necessities are changing in
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response to the developed IT and globalization. Accordingly, some questions arise that whether
HRM enables firms to obtain information and creation of knowledge and what relation prevails
between HRM and organizational performance. In the last decade, there are many studies
conducted by researchers which examine the association of HRM practices and performance
of an organization (Brockbank, Ulrich, Younger, & Ulrich, 2012; Wright, Gardner, &
Moynihan, 2003). Studies concluded that appropriate application of these practices enhance
performance of organization. Numerous empirical researches concluded a causal association
among HRM practices and outcomes of a business but intermediate association between the
variables remained as a “black box”. Rest of the studies on the topic examined the association
of HRM practices and organizational performance. However, HRM practices and employee
performance was evaluated separately. Another gap is the feedback of employees that has not
been considered so far in the research. With the absence of the employee feedback, it can never
be determined that HRM practices are helpful for workers or these practices are only enhancing
workload, stress level and responsibilities of employees that results in the negative work life
(Lopez-Cabrales, Pérez-Luiio, & Cabrera, 2009). Moreover, researchers in the past paid their
focus only on the measure criteria of the performance and on the enhancement of the monetary
outcomes (Carmeli & Tishler, 2004). On the other hand, this study has highlighted the
limitations of previous studies and demonstrating a number of advantages for the evaluation of
variability of outcomes regarding HRM that include motivation, responsibility, less turnover,
training and level of absenteeism (Boselie, Paauwe, & Jansen, 2001). Lastly, conclusions
drawn on the relation of HRM practices and organizational performance are inadequate
because of the unnecessary dependence upon only respondent and self-reporting (Arthur &
Boyles, 2007) that restrict the analysis and limit the researchers to study the organisation in
broader context. In addition, the common causal association among these practices form a
significant phenomenon for researchers and mangers. In the literature, researchers concluded
regarding the the practical validation of HRM restriction and comprehensive description of
their contribution to the creation of information and their mutual association particularly with
relation to the waste application of IT. By all, evaluation is essential that HRM competences
and technology play significant role in the higher performance of organization. Hence, this
research untended to examine the association of HRM capabilities, technology and
performance with the moderating influence of of organizational culture.

Literature Review
Organizational Performance

In prior studies, organizational performance is considered as dependent variable frequently
(Carmeli & Tishler, 2004; Zack, McKeen, & Singh, 2009). In particular, business strategy
context incorporates performance of organization for the estimation and further understanding
of the phenomenon. Accordingly, Combs, Crook, and Shook (2005) diverted their
consideration towards Organizational performance with the view of critical perspective. For
the purpose, researchers paid more focus for the the examination of the elements and processes
that have impact on the performance of the business in positive or negative manners (Jing &
Avery, 2008). Nevertheless, there is lack of a comprehensive definition in the literature of
organizational strategy that may be equally applicable for all organizations in all circumstances
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(Hakimah, Nugraha, Fitri, Manihuruk, & Hasibuan, 2019). In response to this, a further debate
prevails in the relevant literature regarding organizational performance and its operations.
Similarly, Antony and Bhattacharyya (2010) explained performance as the success achieved
by a business in relation to value creation for customers and delivering that value to the internal
as well as external customers. Moreover, researchers have opinion that organizations must
consider internal factors of organization as well in the contemporary dynamic world of
competition (Parast & Adams, 2012). In the literature, measurement of organizational
performance is widely discussed. In accordance with the issue, there are two groups of scholars
with two different opinions. One group of researchers have the opinion that financial indicators
should be used for the measurement of performance. In the prior studies, this approach for the
performance measurement is widely applied (Jusoh, Ibrahim, & Zainuddin, 2008). More
specifically, it can be concluded that commonly scholars are measuring performance on the
basis of stats and numeric (Demirbag, Tatoglu, Tekinkus, & Zaim, 2006). However, this
method of measurement remained under continuous debate in the research (Jusoh et al., 2008).
Extensive review of the literature suggests that there is a high level of diversity exists in the
measuring indicators of organizational performance appropriately (Combs et al., 2005).
Therefore, it is considered that organizational performance measurement in appropriate
manners is not a simple task. Furthermore, researchers must be careful and comprehensive and
must have appropriate justification at the time of selecting indicators that adequately represent
the required data for the performance measurement. More specifically, researchers have
broadly classified measuring indicators into financial and non-financial indicators with regard
to the situation that what measuring indicators best indicate the performance in the context of
specific market and economy (Carmeli & Tishler, 2004; Combs et al., 2005). By keeping in
view, the above opinions from the previous studies, critical nature of non-financial indicators
of performance measurement can be understood. Hence, this study considers non-financial
indicators for the measurement of organizational performance.

Human resource capabilities and Organizational Performances

According to the RBV, capabilities, competences, skills or strategic resources are the key
drivers for the long-term competitiveness (Mabey, Salaman, & Storey, 1998) as these attributes
are valuable, unique and not easy to substitute (Barney, 1991a). Capabilities consisting upon
the ability to integrate and recombine useful assets. Key attributes of capabilities are
appropriateness, situation relevancy and non-permanency (Bhatt, 2000). Accordingly, Moeller
(2009) described capability as the ability of business of applying and managing resources, both
tangible and intangible, for undertaking a specific task or for the performance enhancement.
Some of the significant attributes of capabilities are that these are based on knowledge, specific
to a particular organization, complex in nature, commonly are not available in the market and
are developed inside a business (Maritan, 2001). In the same way, Bhatnagar and Sharma
(2005) concluded that competence of a business to acquire, encourage, retain and apply human
resources with the help of HR strategies and practices results in the HR capabilities. Moreover,
HR capabilities depends upon the allocation, carrying and sharing information among the
human resources of an organization (Saa-Perez & Garcia-Falcon, 2002). For the higher
competitiveness of a business, researchers suggest that HR practices must be perform well as
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compare to their competitors (Chang & Huang, 2010). For the accomplishment of this goal, a
combination of appropriated established HR practices may lead to the sustained
competitiveness. In the literature, researchers recommended various HR common practices
include Bhatnagar (2007) evaluated aspects of employee’s recruitment, performance
assessment, reward management, task design, grievance handling, information flow, behaviour
assessment and employee’s participation have impact on the performance of organization.
Besides, Khandekar and Sharma (2006) have opinion that most widely used HR practices are
use of internal career rankings, appropriate training and education methods, performance-based
appraisal and payments, job safety, employee opinion and wider job description. Additionally,
Vlachos (2008) highlighted seven HR practices that are including job security, recruiting, self-
organized groups, highly paid rewards in result of higher organizational performance,
comprehensive training, equality among workers and communication of knowledge. In
addition, various classes of HR practices are formed into more common HR perspectives.
Ilustratively, Wright and Kehoe (2008) classified HR practices into planning, staffing,
compensation, growth, assessment and communication. Similarly, Schuler, Jackson,
Jackofsky, and Slocum Jr (1996) incorporated five extents that are planning, staffing, assessing,
compensating and developing. Richard and Johnson (2001) stated that institutional frameworks
consider organisations as the bodies that require acceptance of their activities in an environment
that is socially established. Main stakeholders at the firm level, first line managers and second
line mangers, opt the superior HRM practices (Tsui, 1987). Expectations of stakeholders
regulate the HRM practices increasingly that include hiring and selection, training and
development, performance evaluation, reward management and relationship with the workers.
These HRM practices are incorporated as dimensions of HR practices in the context of this
study. Existence of these activities indicate the HR professional information level and
capabilities of resource distribution. Since 1980s, HR related studies linked with OP had drawn
mix conclusions. Many of them concluded neutral association between the HR planning and
organizational performance (Mahadeo, Soobaroyen, & Hanuman, 2012). However, some of
the studies found significant association among the variables under consideration. Appropriate
allocation of resources positively influence the profitability of a business (Hakimah et al.,
2019). However, human resources commonly influence OP positively and significantly
(Maditinos, Chatzoudes, Tsairidis, & Theriou, 2011; Rosenbusch, Brinckmann, & Miller,
2013). In addition, competitive human resource has a significant association with the
profitability of a business (Patel, Messersmith, & Lepak, 2013), and HR as intellectual resource
positively and significantly influence financial outcomes of a business (Komnenic & Pokrajcic,
2012). Furthermore, efficacy of human resource is regarded as the efficacy of an organization
by attracting HR talent that ultimately enhance motivation level. Also, human resource
competitiveness combined with the unique cultural qualities lead to an organization toward
organizational competitiveness. By all, human resources are significant for the better
performance of an organization (Enkel, Roseng, & Mezger, 2012).

H1: Human resource practices and organizational performance are significantly associated with
each other.
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Technology and Organizational Performance

Application of Information Technology (IT) for the improvement of productivity is a key factor
for the new entrants in the market. Unique features of technology that include cost, flexibility
and efficacy (speed and accuracy) encourage consumers for consistent and appropriate
technological use for individual as well as business purposes. IT implication outcomes
regarding productivity have widely discussed by the researchers in the literature with respect
to the adoption and application (Nugraha & Hakimah, 2019). Though, maximum studies on the
topic have evaluated purpose behind its implementation (Teo, Wei, & Benbasat, 2003) and
application behaviour in actual (Thatcher, Foster, & Zhu, 2006; Venkatesh & Bala, 2008).
Hence, the hypothesis remained under wide consideration of the researchers that application of
technology results in the improved organizational performance particularly in the context of
SMEs. So, it can be regarded as the core research gap that motivate scholars to integrate
technology adoption-diffusion behaviour with the performance of organization for the
examination of IT impact on the performance of SME (Zafar, Kousar, & Sabir, 2019). Theories
related to innovation adoption describe the situation of adoption and diffusion with the
incorporation of intention (Fishbein, 1981; Venkatesh, Thong, & Xu, 2012). There are critical
opinions prevails of the researchers regarding existing theories that intention is the predictor of
adopter’s inner feeling of dogmas that often fail to adequately explain real behaviour in the
state of incomplete volitional control. Moreover, intention is not appropriate predictor of
decision if there is a time gap between intention and behaviour in actual. Accordingly, a
research study regarding technology adoption has examined the contribution of behavioural
expectation for the purpose of avoiding the incapacities of cognitive element that is behavioural
intention. According to the new perspective, behavioural expectation is not regarded as
cognitive element and it addresses the significance of numerous internal as well as external
elements (Kousar, Zafar, Sabir, & Sajjad, 2019; Venkatesh & Bala, 2008). Hence, examination
of behavioural expectation and its role towards the IT application in the context of an
organisation was not studied appropriately. Jain and Khurana (2016) stated that technology is
a knowledge, application and formation of system, machinery, tools, methods and approaches
accepted and applied by an organization for resolving prevailed challenges or conducting a
definite procedure. Technology has a key contribution in competitive market by increasing
competitiveness by applying cost effectiveness or differentiation approaches (Nugraha &
Hakimah, 2019). Moreover, it enhances abilities of HR regarding to explore, manage and
enhance resources that will improve efficiency and productivity (Simon & Shallone, 2013).
Likewise, Masnita, Yakub, Nugraha, and Riorini (2019) concluded that technology support a
business start innovation processes, product innovation and acclimatize to new market
segments that will enhance market size and share. This expanded market participation and size
will result in the economies of scale and learning effects that ultimately decrease production
expenses. With regard to the production industry, technological innovation is regarded as of
key importance for the expansion of resource efficiency and environmental protection (Hollen,
Van Den Bosch, & Volberda, 2013).

H2: Technology and organizational performance has a significant association with each other.
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Moderating Role of Organizational Culture

Denison (1984) indicated that prominent association prevails between organization culture and
decision-making. Moreover, he concluded culture as short-term predictor of performance.
Gordon and DiTomaso (1992) also recommended that culture predict organizational
performance in short run. Denison (1984) developed his research on the basis of trait approach
where he discussed participation, reliability, flexibility and long run targets. These integrated
traits produce efficiency because measures for the organizational performance depends upon
the variety of subjective measures of performance that consisting of product development,
market participation, growth in sales, cash flow and productivity (Fitri, Nugraha, Hakimah, &
Manihuruk, 2019). Further, Lee and Yu (2004) concluded in their research that culture
influence organizational performance significantly by applying “organizational culture profile
(OCP)” applied by the Chatman and Jehn (1994). The OCP consisting of 54 “value statements”
likewise risk facing, careful nature, competitive ability, job security, independence, equality,
team-based and some others measures that are associated with the performance. However, Lee
and Yu (2004) have the opinion that in comparison of the services and manufacturing
businesses, association among organizational culture and organizational performance higher in
the context of production businesses. On the other hand, during the examination of performance
consequences of corporate culture in the context of Singapore, Lee and Yu (2004) concluded
that there is a positive association among innovation and cultural strength with regard to the
insurance sector. Shahzad, Lugman, Khan, and Shabbir (2012) have the opinion that there is a
deep association among organizational performance and management practices that include
contribution, independence and creativity. Moreover, Shahzad et al. (2012) extended this
argument by indicating that firms having sustained HRM practices perform better as compare
to other competitive firms. In accordance with the issue, Fitri et al. (2019) describe that most
of the findings are circumstantial related to the association of culture on the organizational
performance. However, researchers are paying increasing attention to the evaluation of the
association among variables. The cause behind the enhancing admiration of organizational
culture the theory that it increases organizational performance financially (Fitri et al., 2000). In
prior studies, researchers concluded that organizational culture is a critical factor for
organizations with respect to performance but there are limited studies available in the literature
that examine the association among these variables. Additionally, organizational culture is
found to be significant influential directly or indirectly for organizational performance. This
research is an attempt to fill the gap prevailed in literature by studying the moderating impact
of organizational culture. By this, this research will contribute to the literature in the way that
how organizational culture influence the relation of HR practices, technology and the
organizational performance.

H3: Organizational Culture significantly moderate the relationship between human resource
capabilities and organizational performance.

H4: Organizational Culture significantly moderate the relationship between technology and
organizational performance.
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Figure 1. Research Model
Methodology

According to Ary, Jacobs, Irvine, and Walker (2018), population is defined as “all the members
of any well-defined class of people, events or objects”. In this study, the targeted population is
taken from SMEs of the automotive and metal sector industries in West Java Indonesia. A
mono quantitative approach was used to investigate the antecedents of organizational
performance. As per the recommendation of Lei and Lomax (2005), for the data analysis the
simple size of 100 is appropriate and the sample range 250 to 500 for using SEM analysis. The
total number of 370 self-administrative questionnaires have been distributed and 244 valid
responses have taken from the respondents. One of the probability sampling technique
systematic random sampling has been employed in the present study. The items of the
constructs are adopted from the previous literature. Moreover, the items or questions were
measured on a seven point Likert scale “ranging from 1 (strongly agree) to 7 (strongly
disagree)”. Pre testing as well as post testing have been conducted for the assurance of validity
and reliability.

Results
Measurement Model

The outer model (measurement model) and inner model (structural model) are two steps for
the assessment of PLS-SEM (Hair, Ringle, & Sarstedt, 2011). In the first step of measurement
model assessment, the reliability and validity of the constructs should be measured (Hair Jr,
Sarstedt, Hopkins, & Kuppelwieser, 2014). The focal activities have been stressed in the
assessment of the measurement model are “indicator reliability, internal consistency reliability,
convergent validity and discriminant validity” (Hair et al., 2011; Hair Jr et al., 2014).
Furthermore, indicator reliability also known as indicator loadings become acceptable at the
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threshold of 0.4 and above (Hair et al., 2011). In addition, the measurement of internal
consistency reliability is verified with composite reliability and it should be higher than 0.7 as
acceptable value (Hair Jr et al., 2014). Additionally, in the phase of the measurement of the
measurement assessment of PLS-SEM, the convergent validity and discriminant validity
should be measured (Hair et al., 2011; Hair Jr et al., 2014). Convergent validity is “the evidence
of showing that interested measure is related to the rest of the shared measures in the
constructs” (Petter & McLean, 2009). Meanwhile, Hair et al. (2011) recommended that the
average variance extracted (AVE) for the measurement of the convergent validity and the
threshold value should be greater than 0.50. Lastly, the discriminant validity examines “how
each item relates to each construct and how strongly is the measured construct relate to the
construct it intends to reflect” (Hair et al., 2011; Joe F Hair Jr et al., 2014). According to Hair
et al., “discriminant validity is said to be achieved once the square roots of AVE are greater
than the inter-factor correlations between constructs, which are under the diagonal cells”.
Therefore, the measurement of the heterotrait-monotrait (HTMT) and the heterotrait-monotrait
(HTMT) ratio discriminant validity criteria suggested by Henseler et al. (2015) that all the
values are below than 0.90.
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Figure 2. Outer Model (Measurement Model)
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Table 1. Constructs’ Validity & Reliability
Cronbach's Alpha  rho_ A CR AVE
Human Resource Capability 0.749 0.762 0.841 0.570
Organizational Culture 0.800 0.816 0.880 0.710
Organizational Performance 0.853 0.853 0.896 0.635
Technology 0.762 0.763 0.848 0.583
Table 2. Discriminant Validity (Heterotrait-Monotrait Ratio HTMT)
HRC ME1 ME2 ocC OP Tech.
Human Resource Capability
Organizational Culture 0.491 0.069 0.115
Organizational Performance  0.559 0.158 0.048 0.618
Technology 0.495 0.050 0.033 0.586 0.466
ot || ocz || oa |
T
54,830 42330 52,710
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Figure 3. Inner Model (Structural Model)
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Table 3. Structural Model Assessment (Direct Results)
(1)) (STDEV) T Statistics P Values
HRS >> OP 0.261 0.046 5.632 0.000
Tech >> OP 0.115 0.039 2.974 0.000
Table 4. Structural Model Assessment (Moderation)
(1)) (STDEV) T Statistics P Values Decision
Not
HRS*OC -> OP -0.004 0.045 0.092 0.927
Supported
Not
Tech*AF -> OP -0.046 0.048 0.961 0.336
Supported

Structural Model

Once the measurement model was assessed and the conceptual model is reliable and valid.
Then the assessment of structural model has been done in the conceptual framework of the
existing study. Basically, the assessment of the structural model in PLS-SEM is the
establishment of the variance (R?) (Hair et al., 2011; Hair Jr, Hult, Ringle, & Sarstedt, 2016;
Hair Jr et al., 2014). Thus, the bootstrapping technique was used to obtain significance of path
coefficient among the exogenous and endogenous variables.

Findings

The first hypothesis anticipated (p=0.241, p<0.05) that human resource capability has positive
and significant impact on organizational performance. The findings of the existing result are
consistent with the findings of the prior studies (Karami, 2004). Various human resource
capabilities like skill set, innovation, effectiveness, commitment and training are considered
motivational factors that leads towards the organizational performance. Additionally, these
cannot easily be copied and upgrade the competitiveness within the organization. In addition,
the second hypothesis projected (p=0.115, p<0.05) that technology significantly and positively
influence on organizational performance. Several past studies are in line with the findings of
the current study (Dennis & Dowswell, 2013; Khan, Masrek, & Nadzar, 2015). Once the
technology is limited within the organization then the significant results or findings regarding
organizational performance are not taken. With the adoption of technology can increase the
competitiveness of the organizational performance. According to Denison (1984), the
organizational culture is not considered a strong predictor towards organizational performance.
The organizational culture is a short term predictor of organizational performance. Therefore,
the Table 4 shows that the organizational culture did not moderates among the relationship of
human resource capability, innovation and organizational performance. Additionally, the study
conducted by Denison and Mishra (1995) reported that once the human resource capabilities
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among the organizations are strong then the impact of organizational culture will be limited.
Around the globe the organizations are working to adopt new and latest technologies and
implement these technologies within the organization and train their human resource. In
addition, these investment i.e. increase in the human resource capabilities and new technology
adoption can directly effect on the organizational performance. These can increase the
competitiveness of the organization performance.

Limitations and Future Recommendations

Despite the findings of the present research contributes equally theoretically and practically,
there are some limitations and future recommendations for the future researchers. In, the
existing research the self-administrative questionnaires had been distributed and it is mono
quantitative research. So, the future research should be conducted in qualitative as well as
mixed mode. The large sample size should be taken in the future researches. The researchers
in the developing countries in general and south Asian countries in particular should the
existing conceptual framework to conduct research. Various variables like leadership and its
types should be investigated on second order in the next researches. Longitudinal research must
be conducted rather than cross sectional study. Various other sectors like small medium
enterprises (SMEs), large scale enterprises (LMES), banking sectors, private organizations and
several public organizations. Once the sampling frame will not be available then non-
probability techniques like convenience sampling and judgmental sampling techniques will be
employed.

Conclusion

The aim objective of the contemporary study is to examine the influence of human resource
capability and technology on the organizational performance of the industries of Indonesia.
Moreover, the present study also planned to investigate the moderating role of organizational
culture among the relationship of human resource capability and technology and organizational
performance. This study adopted quantities research technique with cross sectional approach
to investigate the proposed relationship among the constructs. For the examination of proposed
relationship, the data was collected f by using self-administrative questioners. The study found
that human resource capability and technology significantly and positively influence the
organizational performance in Indonesia. In addition, human resource capability and
technology are the strong predictors of organizational performance. Moreover, findings
indicated that availability of organizational culture does not significantly moderate the
relationship of human resource capability and technology with the organizational performances
of SMEs Indonesian. The organizations all over the world whether the private or public should
focus on the human resource capabilities like invest to increase the skill set, bring innovation
in daily methods, adequate training and development programs can bring significant change
within the organization that leads and increase the organizational performance. Likewise, the
adoption of new technology timely can also bring a constructive change in the organizations
and have huge positive impact on the organizational performance of SMEs in Indonesia.
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