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Chapter summary 

People and economic barriers constitute fundamental challenges to SMEs’ performance 

internationally.  SMEs’ internationalisation studies have relied on an economic utilitarian 

approach to resolve this conundrum with limited success. This chapter examines and critiques 

High Performance Organisation Theory’s five characteristics and highlights both a theory and 

practice gap in SMEs’ internationalisation and how staff’s performance is managed humanely. 

By using a conceptual abstraction methodology based on over eighty referred articles from the 

Web of Science, this chapter develops an ‘Internationalising HRM Framework’. There are four 

characteristics and principles centring on competency, R & TD, social and resilience capacity. 

This chapter contributes not only in filling the dual theory-practice gap in SMEs’ 

internationalisation research but also helps in addressing the problem of how managers, 

entrepreneurs and HRM professionals can manage people humanely way whilst addressing the 

performativity lag when SMEs operate internationally.  
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Introduction 

This conceptual abstraction chapter focuses on examining the theoretical literature on High 

Performance Organisation (HPO) to identify and fill the theoretical-practical gap of the dual 

economic and human-centric barriers to small and medium sized enterprises’ (SMEs’) 

internationalisation challenge. The research attention on SMEs has increased exponentially and 

internationally (Vrontis, Bresciani & Giacosa, 2016) mainly partly because of their practical 

financial contributions including employment generation despite resource constraints (Boxall 

& Purcell, 2003). However, recent scholarship from Paul, Parthasarathy and Gupta (2017) and 

Okpara and Kadongo (2010) has sought to highlight some of the practical exporting 

challenges/barriers faced by SMEs in the context of the movement of goods across the globe’s 

borders or, what has been referred to in the literature as ‘internationalisation’. Despite the 

practical benefits expounded by Boxall and colleagues, these scholars have also identified some 

theoretical gaps and signposted areas where future research directions may be helpful. One of 

these areas is in examining how a more international form of HRM may be helpful in 

addressing some, if not all, the practical economic challenges faced by SMEs’ 

internationalisation. Similarly, too, Dabić et al. (2019) have bibliometric-ally analysed 762 

research articles in reputable journals between 1992 – 2018 and have highlighted subject 

specific aspects including knowledge transfer, Human Resource Development and the need to 

refocus geographical attention. These highlighted aspects point to the literature’s emphasis on 

the urgent need to address SMEs’ economic constraints but also a research requirement to 

rebalance the SME and internationalisation scholarship. This scholarship, they believe, had 

previously predominantly relied on Resource Based View of the firm theory (a predominantly 

economic-centric approach) and a quantitative methodological perspective on SMEs’ 

internationalisation and research.  

 

Whilst Dabić et al. have also recognised important human related aspects such as the 

development of regionally oriented entrepreneurial ecosystems, they championed talent 

management and knowledge transfer as part of a new shift aimed at addressing the previously 

under-developed human aspects in international HRM, SME and HRD scholarship. Whilst 

Paul and Shrivatava (2016) and Onkelinx et al. (2016) had earlier recognised human capital 

issue highlighted by Dabić et al., there seems to be an agreement that an examination of how 

HRM can contribute to SMEs’ internationalisation is not only an important research area but 

the extent to which the HRM discipline may help in alleviating some of the practical challenges 
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is also long overdue. Despite such recognition, the way in which such an examination can 

address the complexity of human capital and thereby show the practical value that SMEs’ 

external knowledge acquisition, network building capacity and internationalisation facilitation 

can add to the internationalisation literature has not been attempted previously. The inclusion 

of these innovative measures and human-centric elements in the emerging scholarship (Dabić 

et al., 2019; Paul, Parthasarathy & Gupta, 2017; Ciabuschi et al., 2015) signals a scholarly need 

to examine what else may be added to the HRM-oriented literature and, additionally, whether 

such an addition could be of some practical benefit for SMEs’ internationalisation. Therefore, 

based on the literature on SMEs’ internationalisation, there is both a theoretical as well as 

practical gap in the SME and internationalisation literatures that need to be filled. This chapter 

combines aspects from the SME, HRM and High-Performance Organisation literatures that 

have been treated separately previously to contribute to and fill the theory-practice gap, as 

identified. Whilst, Paul, Parthasarathy and Gupta (2017) and Dabić et al. (2019) have 

recognised that people-related challenges lie at the core of SMEs’ internationalisation problem, 

we do not know how combining the people management qualities can enhance SMEs’ 

performance, productivity, efficiency and effectiveness despite recent attempts made by 

Lwango, Coeurderoy and Giménez Roche (2017), Adomakou, Opoku and Frimpong (2018) 

and Edmondson and Harvey (2017). Even earlier attempts by Mendy and Rahman (2019) and 

Mendy et al. (2020) had respectively contributed to either the theoretical or practical gap 

relating specifically to the people-centric and economic barriers to SMEs’ internationalisation. 

However, even Mendy and his colleagues had missed the extent to which SMEs’ sustainability 

within a highly competitive international environment can be maintained through a more 

human-centric approach. Therefore, the dual theoretical-practical gap in the HRM, SME and 

internationalisation literatures, whose resolution could help SMEs’ survivability and 

sustainability internationally is the focus of this chapter. 

 

Internationalisation is defined in this chapter as the growing set of business activities that relate 

to firms’ trading across borders (Liesch, Welch & Buckley, 2014). In practical terms, 

internationalisation is facilitated by teams (Edmondson & Harvey, 2017) in order to address 

the external competition faced by SMEs when they compete with larger firms in exporting 

goods (Grandinetti & Mason, 2012). However, adopting a team-centric approach has not fully 

resolved SMEs’ practical internationalisation challenges despite repeated calls to further 

develop human capital (Shahzad et al., 2019) through additional perspectives such as employee 

motivation and voice other than the Resource Based View (Dabić et al., 2019; Ruzzier et al., 
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2007). Furthermore, the identification and examination of High Performance Organisation’s 

theoretical human capital-related aspects, shows not only the combined people management 

areas that previous and emerging scholarship on SMEs, HRM and Internationalisation have 

separately tried to address but that their examination could resolve the ongoing theory-practice 

gap in SMEs’ internationalisation literature. HPO therefore forms this chapter’s theoretical 

anchor as it addresses a gap by emphasising the importance of developing teams to improve 

both staff’s and management’s core competences. It is believed that doing so will also improve 

the performance of SMEs internationally despite their size (Balboni et al., 2013; Paul & 

Anantharaman, 2003). However, the fundamental foundations of teamwork, collaboration, 

competency development and task-centred productivity has been limited to examining the 

economic value of these aspects as a way to resolve the capital-centric challenges faced by 

SMEs (Naldi et al., 2007). The shortcomings of this economic-centric argument becomes even 

more apparent when one looks what have been referred to as innovative ways (Booltink & 

Saka-Helmhout, 2018; Mamoghli et al., 2018; Kim-Soon et al., 2017) of addressing some of 

the international competitive pressures faced by SMEs (Conz, Denicolai & Zucchella, 2017; 

Hansen & Winther, 2014). However, these recent innovations have only sought to address one 

aspect of SMEs’ inability to survive internationally, which is the economic aspect whilst 

negating humans.  

 

By people-centrism, popularly referred to in traditional literature as Humanism, this chapter 

refers to the HRM practices that SMEs can utilise to address the longer term challenges relating 

to economic costs as well as other aspects faced by smaller firms when they internationalise 

their services and goods (Ulrich & Dulebohn, 2015; Lindner, Muellner & Puck, 2016). As a 

philosophical concept, Humanism was initially propositioned by the educationist 

Niethammer in 1808 (see Graf, 2015) to refer to a new curriculum for German schools. The 

coined term found its way into the English language in 1836 and was popularised worldwide 

by German philologist Voigt from 1856. Voigt referred to Renaissance Humanism as part of a 

new philosophical movement in the revitalisation of classical thinking and learning. It is also 

noted in the literature that the actual concept may have been practised long before gaining entry 

into scholarly works. In addition to the Italian renaissance, many other nations across the globe 

also bought into some version of humanistic thought and values as was evident around 1765 

with references to ‘love of humanity’ within the French Enlightenment movement. The 18th 

and 19th centuries witnessed more grassroots’ level movements that sought to improve the 

human condition via human reasoning whilst creating and sharing knowledge through such a 

https://en.wikipedia.org/wiki/Friedrich_Immanuel_Niethammer
https://en.wikipedia.org/wiki/Georg_Voigt
https://en.wikipedia.org/wiki/Renaissance_humanism


5 
 

philosophical orientation. However, such an approach has been criticised for promoting 

humanity rather than an all supreme Being. As a philosophy, humanism promotes and focuses 

on the centrality of the human being as an agent to change the human condition. Although the 

different religious and non-religious movements have attributed a range of meanings to the 

notion, it is generally taken to highlight a sense of agency and the freedom to exercise choice 

over humanity’s destiny. At its core lies human dignity and a belief on personal and collective 

freedom and equality. 

 

To fill the theory-practice gap identified earlier, this chapter examines the combined theoretical 

frameworks of SME, HRM and High-Performance Organisation literatures to contribute to 

filling the theoretical and practical gap in SMEs’ internationalisation literature. In section 2, 

the major characteristics of High-Performance Organisation theory are examined. Furthermore, 

sections 2 and 3 challenge the material, economic-centric arguments propositioned by HPO 

scholars in the context of SMEs’ internationalisation with a more humane and people-centric 

set of arguments. Section 4 examines the chapter’s results and their implications and section 5 

concludes with a summary and the directions of future studies in internationalisation.    

Literature Review: High Performance Organisation (HPO) Theory 

HPO Theory is a concept that has been adopted by organisations in the hope that it will bring 

about a sustainable and improved performance that can deal with the firms’ economic 

challenges. This section examines some of the core HPO characteristics such as planning, 

teamwork, commitment, productivity and collaboration to see the extent to which its theory 

helps SMEs to resolve the performance-related challenges they face in internationalisation. 

Attempts to define HPO Theory are polarised. Despite the definitional differences, there are a 

variety of terms/concepts used ranging from High Performance Work Organisation, High 

Performance Work Systems, Flexible, Agile, Resilient to Sustainable Organisation. These 

concepts seek to highlight the way a firm’s structures, its procedures, processes, leadership and 

management capacity create an innovative and inclusive environment, which organisations 

such as SMEs can use to develop high levels of financial performance, productivity and 

engaged stakeholders (e.g. staff, management, community, clients). To ascertain the extent to 

which the HPO literature’s key aspects help SMEs to address their performance-related 

challenges in a highly competitive international environment, it is necessary to further sub-

categorise performance under financial and non-financial. The financial category highlights the 
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importance for SMEs to have a return on investment or ROI. This involves the triple bottom 

line of socio-economic and environmental performance, higher outputs/productivity, growth 

and expansion. On the other hand, the non-financial category focuses on the extent to which 

customers, staff and other stakeholders are engaged with and committed to the organisation’s 

vision, mission, objectives and values. Although the second category appears to have no 

financial linkages when compared to the first, its examination in this section’s sub-sections 

shows the continuous emphasis of a financial aspect that dampens the people-related elements 

that it is supposed to emphasise. For the purpose of this chapter and on the basis of the available 

literature, HPO Theory is defined here as an organisation that achieves, maintains and sustains 

competitive advantage over its rivals by facilitating a financial and non-financial results’ 

oriented set of activities, policies, procedures and processes towards that goal. This study 

focuses on SMEs as organisations that have not been examined using HPO Theory. 

By attempting to draw from different theoretical and thematic insights on HPO Theory that 

highlight the key financial and non-financial aspects, which are expected to make SMEs 

internationally competitive (i.e. performing), the author critiques their underlying assumptions. 

This approach helps to highlight how each of the HPO categories/themes individually and 

collectively foster a predominantly economic utilitarian perspective for SMEs whilst, at the 

same time, shows what has been lacking in HPO Theory. An alternative, more humanistic 

perspective referred to as ‘Internationalising HRM’, which highlights principal principles of 

Humanism serves as this chapter’s contribution to HPO theorisation and the 

internationalisation of SMEs.  

Strategic Management Planning   

HPO Theory advocates that management planning can help SMEs become more financially 

viable (Sardi et al., 2020). However, the theory also assumes that this planning process can 

only be successful when undertaken in the longer term as this helps in creating additional 

(financial) value creation for SMEs’ stakeholders, including staff, customers and the 

community (i.e. the extended team) that companies do business with (Katzenbach & Smith, 

2015). Additionally, management are trained to help create reward systems that would keep 

staff satisfied such that financial viability and sustainability becomes achievable (Brown, Hyatt 

& Benson, 2010). However, this belief has prompted critique that it overlooks a much wider 

and more crucial staff development and knowledge management issue (Cerchione, Esposito & 

Spadaro, 2016; Albassami et al., 2019) especially for SMEs that are resource constrained 

(Mendy & Rahman, 2019). HPO Theory also advocates value creation through the 
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identification and facilitation of an ongoing customer-organisational relational improvement. 

The theory also highlights that staff need to learn what customers want, understand their values 

and develop a more longer-term relational experience with customers. The theory goes further 

to highlight the need to develop networks and partnerships that span an SME’s shareholders, 

client and general stakeholder networks in as doing so will improve an organisation’s 

profitability and reputation within the wider society. HPO Theory also fosters management 

promotion and training from within and encourages every staff member to balance their 

individual short-term interests with those that can help sustain their organisations in the more 

strategic future. These aspects highlight how HPO Theory seeks to create a sense of job and 

psychological security whilst, at the same time, underscoring the need for strategic financial 

viability. However, such emphases fail to fully address the core human resource issues related 

to what staff regard as valuable, meaningful and sustainable in the longer term (Ali et al., 2020; 

Thanki & Thakkar, 2019). There is also a lack of consensus in the literature on which specific 

HPO planning characteristic SMEs’ management should specifically be focused on and 

adequately trained if overall financial and organisational performance is to be ensured in the 

longer-term (Higgs & Dulewicz, 2014). Therefore, the question remains whether such 

disagreement and lack of clarity in HPO Theory do not jeopardise the very SME viability the 

concept was designed to promote (Ali et al., 2020; Miller et al., 2018; Ogunyomi & Bruning, 

2016). When Lampadarios, Kyriakidou and Smith (2017) reviewed and synthesised empirical 

data from a range of SME successes from the 1990s to their study’s publication, they sought to 

address this issue by highlighting the knowledge needed by both management and staff so as 

to facilitate SMEs’ performance. The development of a conceptual framework of the necessary 

HPO characteristics, similar to the one provided by Bargorogoza and de Waal (2010) 

recognises the importance that knowledge creation, its’ sharing and utilisation may add to 

SMEs’ members’ value creation processes. However, it does not resolve the fragmentation of 

the knowledge that members may develop from the variety of partnerships and networks that 

SMEs engage with over time or even what counts as valuable knowledge to facilitate a much 

strategic higher performance for smaller firms. Similarly, Sidik, (2012) had earlier identified 

barriers to SMEs’ performance but whilst having produced a framework that expounds on and 

helps to resolve the apparent fragmentation of the linkages between the constituent 

entrepreneur’s planning qualities and an SME’s performance, fails to underscore how 

teamworking can help facilitate SMEs’ performance capability through more innovative, 

market orientated, and overall capacity development.  
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Teamwork  

Sustaining an organisation’s financial profitability also depends on having the right team that 

can bring about the types of improvements to firms’ economic viability as highlighted in HPO 

Theory (de Waal & Sivro, 2012; Holbeche, 2005). Teamwork is expected to give SMEs 

competitive advantage over rivals that stick with more traditional methods. However, HPO 

Theory also recognises that continuous improvement is needed in an organisation’s processes 

and procedures given the fact that the effective organisation of work and information 

dissemination still pose challenges to SMEs operating internationally. Additionally, the 

performance of individual teams is continuously monitored and measured to ascertain whether 

an SME’s profitability and their strategic sustainability are being achieved. Such HPO 

orientations put both management and staff under constant pressure to perform financially and 

to secure their companies’ financial viability especially in market environments that are always 

changing to meet customers’, shareholders’ and organisations’ financial drives. Whilst HPO 

Theory advocates that team members’ skills need constant updating so as to match the 

development of new products and services in highly competitive and changing SME 

international environments, it fails to address whether the non-hierarchical nature of its team 

approach to product and service development actually resolves perennial customer-related 

performance problems in this aspect (Castagna et al., 2020). Likewise, we are none the wiser 

regarding how the human resources constraints in this area are resolved (Lin & Lin, 2016), 

given the theory’s acknowledgement that management planning and competence development 

need to be improved further (Ralston et al., 2015; Reinhardt et al., 2018). In attempts to resolve 

some of the improvements needed, Castka et al. (2001) examined characteristics that high 

performing teams or HPTs should have by producing and testing a case-study model on how 

HPTs successfully resolve overall team performance in UK SMEs. Similarly, Cocca and 

Alberti (2010) highlighted a “good” set of performance management and produced a self‐

assessment tool that can address SMEs’ performance objectives. However, these studies did 

not indicate the extent to which these resolutions can assist SMEs that seek to address their 

performance and financial viability within an internationalisation context.   

 

Reinventing Staff and Management Commitment 

SMEs also face the additional challenge of a wider staff commitment to performance (Asamany 

& Shaorong, 2018). Whilst HPO Theory seeks to resolve this by advocating combined 

management-staff development, it also highlights a deeper, more fundamental overall 

employment relations challenge in a wider internationalisation context. HPO Theory advocates 
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that management should provide the working environment where values such as respect, 

commitment and engagement are supported/promoted. HPO Theory further highlights the need 

for all staff to work with management towards the achievement of their SMEs performance 

objectives, mission and goals. This can be done through the identification of appropriate 

measurement criteria. The latter are communicated to staff through an identified set of actions, 

activities, performances and rewards. Whilst employees are permitted to take risks and see 

mistakes as an opportunity to enhance their learning and improvement, HPO Theory does not 

specify how SMEs’ management’s values of independence, entrepreneurial leadership and 

drive can be balanced against the need to foster management-staff dialogue and the sharing of 

both financial and non-financial performance in the decision-making process. Whilst HPO 

Theory also allows experiments and mistakes, the constant pressure faced by SMEs and their 

management to stimulate change by continuously striving for renewal, the need to develop 

dynamic managerial capabilities and facilitate employees’ flexibility do not indicate which 

staff and management competencies should be treated as core and which ones ought to be 

relegated to the skills’ development scrapheap. HPO Theory has also not resolved the social 

aspects relating to which type of language can be jointly agreed upon between SMEs’ 

management and staff as they seek to reinvent their commitment to value creation potential 

within an internationalisation context (Booltink & Saka-Helmhout, 2018). Sardi et al. (2020) 

thought that a performance measurement system would help resolve this issue for four Europe-

based SMEs. Whilst they showed the relevance of HRM in supporting, measuring and 

improving organisational performance, their conceptual frame did not specify how SMEs’ 

performance measurement could enhance the quality of the performance outcomes 

internationally (Sousa & Aspinwall, 2010) and what HRM could contribute. Therefore, the 

identification of measurement tools and models do not necessarily guarantee strategic and 

higher performance standards for SMEs competing internationally (Simpson, Padmore & 

Newman, 2012).  

 

Task-based productivity 

HPO Theory advocates for flexibility and diversity and proposes the recruitment and selection 

of creative, innovative and problem-solving staff and management to help SMEs overcome 

their performance constraints. It is believed that this strategy enhances task-orientation among 

staff, which leads to workplace productivity and performance. Corresponding notions such as 

High-Performance Work Practices (Combs et al., 2006) and High-Performance Work Systems 

(Becker & Huselid, 1998) have been used to draw our attention to the important role that HR 
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practices relating to recruitment, performance measurement, management and appraisals can 

play in facilitating higher levels of firm performance outcomes/results. These practices also 

include aspects such as employee assistance programmes (or EAPs – Attridge, 2012), 

employee development (Dvir et al., 2012), lean production and management (Bonavia & 

Marin-Garcia, 2011) and effective performance measurement and monitoring (Gunasekaran, 

Rai & Griffin,   2004). HPO’s focus on continuous workforce skills’ development interventions 

(Dutta & Sobel, 2016; Lepak & Snell, 1999) and the facilitation of the application of those 

competencies to work flexibly (Jasra et al., 2011) has been critiqued for not producing the 

creative problem-solving outcomes that have been anticipated (Pulakos et al., 2000; Guest, 

2002) partly because of additional pressures from fluctuations in an external environment 

(Roza, Van den Bosch & Volberda, 2011). When de Waal (2006) analysed 290 studies before 

1995 and after 1995, he highlighted characteristics, including an organisation’s structural 

design and its culture to achieve the higher performance that has eluded SMEs over the decades. 

Although this is a purely utilitarian and economic approach to managing human resources, the 

fact that Hilltrop (2005) highlighted the importance of applying the Organisation Capability 

model’s structures to enhance a firm’s ability to attract, retain and develop talented staff for 

higher performance draws our attention to the humanistic aspects that have been under-rated 

in HPO Theory for such a long time. By combining institutional, regulatory and socio-cultural 

aspects, Oseghale, Nyuur and Debrah, (2019) highlighted the importance of the overlooked 

people-related aspects of HPO Theory. They even developed an ability, motivation and 

opportunity (AMO) model to show how staff can be developed to achieve the needed SME 

performance within a sub-Saharan African regional context. However, Kroon, Van De Voorde 

and Timmers (2013) could not help but note the resource and decision-making constraints that 

SMEs continue to face when implementing practices associated with the high performance of 

211 employees from 45 Dutch companies. Clearly, HPO Theory’s assumptions and 

expectations of the aspects that could deliver higher levels of performance for SMEs within an 

internationalisation context have been exaggerated over the years principally because of its 

over-emphasis on the economic utilitarian perspective based on firm-level profitability. Some 

other alternative is needed.   

 

Collaboration 

To address the issue of what else might be needed to resolve SMEs’ performance difficulty 

internationally, HPO Theory has turned to research and development and information 

dissemination as a platform that could facilitate collaboration between organisations and 
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respective stakeholders. This is believed to enhance the longer-term sustainability of SMEs’ 

performance. Through this, companies can develop their national and international networks 

of partnerships and alliances (Lepak & Snell, 1999). Through such a resolution proposition, it 

has also been envisaged via HPO Theory that mergers and acquisitions could be enhanced 

internationally through the adoption of appropriate R & D practices. These resolution 

mechanisms will, in turn, help SMEs to overcome collaboration challenges through 

compliance, competition and productivity (Mustafa & Yaakub, 2018). Most companies have 

used ICT in trying to achieve such a performance boost (Kim-Soon et al., 2017). However, 

Soto-Acosta, Popa and Palacios-Marqués, (2016) have analysed how the fundamental use of 

technologies to facilitate financial performance sustainability has impacted adversely on 

Spain’s manufacturing SMEs’ ability to innovate and perform in the longer term. The ability 

of SMEs to combine knowledge dissemination and the appropriate utilisation of technology 

has shown how internet businesses’ ability to perform could be largely affected by their 

effective usage of internal, technological capability. Such capability has been noted to be 

largely dependent on SMEs’ international performance and their ability to collaborate with 

external partners and networks (Donbesuur et al., 2020). The level and scale of such 

collaboration is mainly dependent on a much-neglected aspect of HPO Theory, which is the 

extent to which the human aspects of performance can complement the traditional and 

predominant profit /economic-centric perspective of such theorisation.  

 

Methodology  

This chapter’s methodology has been conducted based on and inspired by conceptual studies 

that have adopted a similar approach (Dabić et al., 2020; Ruzzier, Hisrich & Antonic, 2006). 

A search of the literature included key search words such as High Performing Organisation, 

SMEs, internationalisation challenges and Human Resource Management, similar to the 

conceptual work by Liñán, Paul and Fayolle (2019). These keywords led to the identification 

of critical literature on High Performance Organisation and the extent to which they impacted 

on SMEs’ ability to address performance-related challenges of internationalisation (Ruzzier, 

Hisrich & Antonic, 2006). Secondly, the author also examined past conceptual studies from 

the Web of Science (WoS) database given its comprehensiveness and the inter-disciplinarity 

of the performance-related issues that SMEs have been highlighted to address (Dar & Mishra, 

2019; Booltink & Saka-Helmhout, 2018). Thirdly, the author used an inclusion and exclusion 

criteria to determine which papers fitted the search criteria and, therefore, should be included 

in the theoretical review on HPO and which ones did not and were therefore omitted. Book 
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reviews, conference proceedings and editorials were excluded as these did not serve the current 

chapter’s purpose. Out of an initial total of over a hundred papers from the earlier search, these 

were compressed to just over seventy to form part of the theoretical review from a range of 

major journals on internationalisation, SMEs and High-Performance Organisation.  

 

One of the foremost theory-based/bibliometric studies within recent internationalisation is 

Dabić et al. (2020). Having highlighted a variety of areas within SMEs’ internationalisation, 

ranging from internationalisation strategies (Lu and Beamish 2001) to the entrepreneurial 

capabilities required to be successful (Oviatt & McDougall 2005) they also examined Resource 

Based View of the Firm (RBV – Ruzzier, 2006) alongside other theoretical perspectives that 

shine an additional light on the predominantly economic dependency literature (Krishnan & 

Scullion, 2017). Commendable as the success factors needed to deal with the economic-centric 

difficulties (Caputo et al., 2016b), the need to focus on how the core SME challenges within 

an internationalisation context have emerged was missed. Additionally, the use of a single 

HRM-based theory such as HPO to highlight the extent to which SMEs’ internationalisation 

challenges were addressed was also missed. Therefore, this chapter’s methodology and the 

selected literature on HPO was designed to analyse and address these fundamental omissions 

in the SME internationalisation literature. Although Dabić et al. (2020) highlighted Short and 

Palmer’s (2008) recommendation of using human-scored systems, individual word count 

systems, and computerized systems as part of a methodological process that may enhance data 

coding, content and data categorisation when undertaking a bibliometric analysis, the author 

used content analysis based on the fact that this chapter’s main focus is to highlight the extent 

to which a specific theoretical perspective, which is HPO Theory, can be used to analyse how 

SMEs address their performance related challenges when they internationalise their business. 

As a result, there was also no coding of the data but what has been done is a thematic 

presentation and analysis of the major themes that have been derived from the theoretical 

content examined here. The result of the analysis highlighted a critical need to internationalise 

HRM practices when SMEs venture outside their geographic boundaries. Additionally, the 

literature was also used to identify four major areas of how to enable SMEs’ 

internationalisation of HRM practices. These include ‘competency capacity’, ‘research and 

talent development’, ‘social capacity’ and ‘resilience capacity’. Each of these thematic aspects 

and their underpinning principles are presented in the results section of this chapter. The results 

of the analysis of HPO Theory’s main areas, the extent to which they help to address SMEs’ 
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challenges and the resultant gaps in both theory and practice are presented next as a way of 

laying the grounds for the results of this study (see Table 1 below).  

 

HPO’s major thematic 
areas  

Relevance to SMEs Challenges Gaps to be resolved in SMEs 
internationalisation challenges 

Strategic management 
planning 

• emphasis is on the 
management activities that 
can resolve the 
performance difficulty 

• little recognition of how 
HRM practices can help 

Theory: 

• add information and 
knowledge acquisition, 
transfer, utilisation and 
evaluation into 
Internationalisation 
challenge literature  

Practice: 

• using ‘best HRM practices’ 
to create added value in 
SMEs’ processes 

Teamwork • partnerships and network 
building are considered 
vital in performance 
resolution 

• social aspects are neglected 

Theory: 

• deeper understanding of 
cultural variations and 
nuances  

• socio-economic partnership 
networks 

Practice: 

• navigating cultural 
complexities 

• recognising new 
competences 

Reinventing 
commitment 

• management’s facilitation 
of management-staff 
development could resolve 
performance 

• how it can be used to 
facilitate sustainability is 
neglected 

• sharing decision making is 
not prioritised   

Theory: 

• reconceptualising respect, 
commitment and 
engagement as resilience 
building  

Practice:  
• nurturing a ‘bounce back’ 

mindset 
• enhancing international 

partnerships by combining 
material and non-material 
capability 
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Task productivity • a range of employment 
assistance programmes are 
thought useful  

• the socio-cultural aspects 
that could boost 
performance are missed 

Theory: 

• adding socio-cultural 
aspects in productivity and 
service delivery 

Practice: 

• skills capacity to deal with 
resource trap 

• legal compliance 
• product value enhancement 

Collaboration • technology can be used to 
facilitate information 
dissemination when 
performance in 
collaborative ventures is 
problematic 

• human aspects in boosting 
performance are 
downplayed 

Theory:  

• greater understanding of 
what type(s) of knowledge 
is valuable for SMEs 

Practice: 

• geographic skills awareness 
• staff’s creation of pragmatic 

knowledge sharing and 
transfer platforms 

• social problem resolution 

Table 1: HPO and theory-practice gaps in SMEs’ internationalisation challenges 

Results 

The results follow a five-stage presentation consisting of an initial exposition of the main 

concept referred to here as ‘Internationalising HRM’ followed by four composite aspects 

namely of the developed concept namely 1) competency-capacity; 2) R & TD-capacity; 3) 

social-capacity; and 4) resilience-capacity. There are also four underpinning principles for each 

of the four internationalising aspects to show what lies behind/informs each of the four core 

practical aspects of operationalising an Internationalising HRM Framework for SMEs. The 

concept and its aspects serve as contributions to what has been missing in HPO Theory 

regarding how SMEs deal with the challenges of performance related to their 

internationalisation efforts. These highlighted thematic areas also serve as contributions to 

Dabić et al.’s (2020) identification of the range of subject areas covered in the theoretical 

depictions on SMEs and internationalisation as well as to the variety of theories used to do so 

in the sense that there is a more focused attention here on what may have given rise to the 

SMEs’ internationalisation performance-related challenge and how HPO Theory, which has 

been predominantly used to address such types of challenges, has been insufficient in doing so. 
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The findings/result are conducted through thematic presentation and analysis of each theme 

derived from the theoretical content. This is done to ascertain not only the chapter’s 

contribution but also what is needed for a shift from the economic utilitarianism to people-

centric management used in HPO Theory to address the SME challenges to a much longer term 

need to highlight what the nature of the challenges are and how a different alternative to the 

economic-centric approach/perspective of HPO Theory could actually enhance smaller 

businesses’ survivability in internationalisation.  

 

Internationalising HRM Framework 

The concept of ‘Internationalising HRM’ for SMEs was built from the shortcomings of earlier 

propositions in relation to how efficient and effective HPO Theory’s aspects are in addressing 

the performance challenges faced by SMEs when they internationalise their business (Krishnan 

& Scullion, 2017). Despite Dar and Mishra (2019), Booltink and Saka-Helmhout (2018) and 

Mamoghli et al., (2018) pointing out the contributions of people practices in facilitating 

organisations’ economic benefits we do not know how the people management practices 

highlighted in HPO Theory can be effectively used in combatting not only economic challenges 

as suggested by Ruzzier (2006), Caputo et al., (2016b) and Ardito et al. (2018) but also the 

overlooked socio-cultural aspects (Oseghale et al., 2019) which could potentially lead to the 

development of longer term individual and collective resilience for SMEs. Figure 1 below 

identifies the types of challenges that the development of an internationalising HRM 

perspective are intended to address when SMEs are confronted with similar issues highlighted 

in the introduction and the literature review sections as well as the missing aspects, following 

the tradition of Dabić et al. (2020) and Liñán, Paul and Fayolle (2019). Additionally, this 

chapter highlights the underpinning principles of each of the aspects and how both serve as 

contributions to HPO Theory and the fields of Internationalisation and HRM. The implications 

for HRM and Internationalisation theory and practice are presented and discussed in the next 

sections. 

 

Competency capacity 

Principle 1: Entrepreneurial Skill Capacity 

The first principle entails developing the requisite skill for competency capacity within an 

‘Internationalising HRM’ framework. This involves the need for HRM specialists and 

practitioners to facilitate entrepreneurs and staff’s capacity to develop and sustain 

entrepreneurial skill (Roza, Van den Bosch & Volberda, 2011). This is critical as an earlier 
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examination of the literature on HPO shows a lack of clarification and agreement on what 

specific skilled expertise is needed not only by management (Sardi et al., 2020) but also by 

other meaningful contributors such as staff (Thanki & Thakker, 2019). This clarification is 

crucial when SMEs internationalise their operations from one entrepreneurial geographic 

location to the next. We are also reminded that such a practice has a potentially adverse impact 

on SMEs’ (Jasra et al., 2011) as it challenges their staff’s and management’s ability to share 

and manage the requisite knowledge needed (Albassami et al., 2019) for their performance 

(Dutta & Sobel, 2016). There is an additional challenge here, which includes the need for HRM 

to develop processes for the resolution of SME members capability to develop geography-

specific skills to deal with the social problems that such geographic dislocation could cause to 

people (Oseghale et al., 2019; Dreher & Gassebner, 2013). It has also been highlighted in HPO 

Theory that SMEs need to comply with a country’s legislation and related institutional 

frameworks when they internationalise their business (Mustapha & Yaakub, 2018). The 

proposal here to develop both management’s and staff’s entrepreneurial skill capacity helps in 

mitigating against the challenges caused to resource-strapped SMEs as they adapt their 

business processes to fit the new country’s requirements. The development of such skill 

through the adoption of the appropriate HRM’s facilitation of training processes helps SME 

members to actually enhance the value of their firm’s products and services by making them 

not only legally compliant but also boosting staff’s and management’s competence to facilitate 

such a process. Although past and current theoretical postulations of HPO Theory, including 

those associated with Lepak and Snell (1999) have over-emphasised the economic utilitarian 

value of such a perspective and principle, there is an aspect which has been downplayed all 

along. This is how people management processes can contribute to such value production 

despite earlier attempts that have recognised the importance of doing so by Liñán, Paul and 

Fayolle (2019) and Dvir et al. (2012). The development of entrepreneurial skill capacity 

emphasises on such an important but neglected aspect of people’s skills in conjunction with 

their economic utilitarian contribution to SMEs’ internationalisation.  

 

Research and Talent Development capacity 

Principle 2: Information and Knowledge Sharing Capacity 

The second principle centres on developing research and training and development capacity 

within an ‘Internationalising HRM’ framework. It highlights the importance of HRM 

specialists to facilitate the development of staff’s capability to not only acquire information 

about ‘best practices’ but also to share both tacit and explicit knowledge of how such practices 
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are implemented pragmatically. This fills the HPO aspect regarding overlooked knowledge 

management (Lampadarios et al., 2017) and serves as recognition of Dabić et al.’s (2020) 

acknowledgement of how vital knowledge is in facilitating SMEs’ internationalisation. 

However, adding to Dabić et al.’s (2020) work is further recognition that HRM professionals 

can play in harnessing the various formal and informal conduits via which tacit and explicit 

knowledge are available and organise fora for its sharing and appropriate use. This will add 

comprehensible value in ascertaining and resolving the customer relations problems that 

Castagna et al. (2020) or the collaboration bottlenecks that Mustapha and Yaakub (2018) or 

the financial performance issues highlighted by Donbeswuur et al. (2020). Filling these 

performance related problems requires the identification areas where the obvious knowledge 

gaps may have been in SMEs’ international operations and a deeper understanding of how that 

type of knowledge can effectively and efficiently be utilised by SMEs’ international 

collaborators. Albassim et al.’s (2019), Lampadarios et al.’s (2017) and Soto-Acosta’s 

identification of the technology as part of the knowledge management that had been overlooked 

in HPO Theory had not clarified the extent to which its’ transfer platforms go beyond resolving 

the economic/resource challenges faced by SMEs but also how sustainably innovative such 

transfer platforms (García-Lillo et al. 2017) can be to people. In essence, the human aspect that 

has been missed in addressing SMEs’ performance challenges is what the combined 

information, knowledge-sharing and research and training and development aspects are 

expected to bridge. Although the literature recognises the importance of training and 

relationship building between management and staff to facilitate overall staff capability, we do 

not know how such a recognition can contribute to the human capital requirements of SMEs. 

Additionally, although it is also claimed by Barney (1991) that developing human potential can 

bring about not only behavioural change but also the vital economic-centric approach of HPO 

Theory, we do not know how the recognisable importance of such virtual knowledge 

management (Soto-Acosta et al., 2014; Cerchione et al., 2016) can enhance SMEs’ 

performance practice. The literature also claims that research facilitates firms’ productivity 

(Pisano, 1990) especially when companies try to gain competitive advantage internationally 

(Mustafa & Yaakub, 2018) by enhancing their economic and resource-value through technical 

capability (Kim-Soon et al., 2017) without specifying how the vital people management 

processes could help. By combining research and talent development, the concept of 

‘Internationalising HRM’ framework highlights the important nature of the interdependence of 

these aspects if SMEs are to successfully deal with their people related internationalisation 

challenges.  
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Social capacity 

Principle 3:  Cultural Competence Capacity 

The third principle focuses on developing both staff’s and managers’ cultural competence 

capacity within an ‘Internationalising HRM’ framework. This involves HRM helping all SME 

members to identify the informal taken-for-granted cultural values around network creation, 

collegiality, ‘can-do’ spirit and ‘being there’ for one another as a set of valuable competences 

that could be used in a foreign/host country. The literature acknowledges that one of the 

fundamental resource constraints faced by SMEs’ ability to internationalise their business into 

other markets has partly been caused by a cultural deficit (Dabić et al., 2020) as both staff and 

managers may not be aware of the institutional, regulatory and socio-cultural combinations that 

provide the cultural fabric within internationalisation contexts, the deeper understanding and 

navigation of which are crucial for international business success. However, apart from an 

identification of the potential benefits that the development of SMEs’ capacities could have in 

enhancing a culture of innovation to ease some of the financial viability concerns (Sardi et al., 

2020) of small firms (Gonzalez-Loureiro et al., 2017) understanding the cultural nuances and 

complexities of international collaboration networks is a missing, yet important human aspect 

in fostering firms’ economic value. Evidently, there is a need to not only use cultural expertise 

to maintain external, economic business partnerships, but to also encourage members to adopt 

and integrate with foreign languages and customs. Therefore, an international HRM 

perspective should focus on facilitating HRM’s capacity to develop such cultural know-how in 

SMEs’ members to facilitate the social cohesiveness of entrepreneurial networks. This can 

additionally be done by developing more effective communication processes.  

 

Resilience capacity 

Principle 4:  Sustaining Bouncing Back Capacity 

The fourth principle centres on developing SMEs’ members’ capacity not only to bounce back 

from the adversarial challenges but to develop the wherewithal to sustain such a capability. 

This is a fundamental principle within an ‘Internationalising HRM’ framework as it helps 

SMEs, their owners and staff not only to recognise challenges as part of what they have to deal 

with in new geographic dispensations but also to nurture and learn key characteristics such as 

commitment, continuous engagement, the preparedness to challenge sub-standard 

performance, to learn from it and to bounce back when challenged. Resilience capacity consists 

of an organisation and individuals’ recognition of social and cultural aspects that both parties 

need if they are to successfully deal with their commitment, productivity, compliance and 



19 
 

collaboration problems internationally and what is needed to operationalise it. This aspect of 

internationalising HRM highlights aspects other than the economic utilitarianism of HPO 

Theory through the encouragement for SMEs to competently develop procedures enhancing 

skills development, flexible working, information sharing and value enhancing partnerships 

that have formed the crux of HPO Theory over the decades. Given the literature’s recognition 

of the precarity of SMEs’ sustainability as a result of their economic-resource dependency, the 

resilience capacity development combines both the material with the non-material resources 

that SMEs may have (e.g. social, cultural, aspirational and attitudinal) in an inextricably 

interdependent relationship so as to facilitate SMEs sustainability when they are challenged to 

operate internationally. This was absent in previous studies on how SMEs deal with their 

economic as well as people-related performance challenges. Resilience capacity now becomes 

a development issue for SME internationally within the new ‘Internationalising HRM’ 

framework as depicted below. 
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• Develop research, training and talent development capacity 
•  Facilitate staff's and management's capability to acquire and share 'best practice' 

information on internationalisation 
• Encourage the implementation of pragmatic steps in knowledge sharing and challenge 

resolution internally and externally 
• Use the new-found knowledge to bring about staff's and management's positive 

attitudinal and behavioural change towards performativity 
 

 

SMEs’ 

Research & Talent 
Development capacity 

 

SMEs’ 

Competency capacity 

• Facilitate the development of entrepreneurial skill for all SMEs' members 
•  Develop geography-specific skills for managers and staff 
•  Develop legislation awareness skills for all staff 
•  Facilitate management processes leading towards value adding potential for SMEs' 

services and goods  
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• Develop staff's and managers' cultural capacity to enhance their social capacity to 

facilitate their international network capability 
• Facilitate staff's and management's understanding of cultural nuances of doing business 

internationally  
• Train staff and management to develop entrepreneurial networks sharing cultural 

capital between themselves 
• Enhance communication strategies between various networks internally and externally 

 

 

 

 

 

 

 

 

SMEs’ 

Social Capacity 

SMEs’ 

Resilience 
Capacity   

• Develop and sustain members’ resilience capability 
• Embed a culture of commitment, respect and engagement amongst staff and management when they 

interact with themselves and others internationally  
• Complement the use of material/financial with non-material/non- financial resources in boosting 

staff’s and management’s resilience 
• Use communication platforms to more effectively promote both economic and human capital 

resilience internally and internationally 
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Figure 1: Internationalising HRM Framework 

 

HPO Theory’s economic-
centric aspects  

Internationalising HRM 
Framework’s human centric 
principles & aspects  

Contributions of 
framework to SMEs & 
Internationalisation 
literature  

• Management planning 
for financial viability 

• Reward staff for 
organisation’s 
sustainability 

• Train staff to sustain 
organisation’s 
profitability  

• Improve customer 
relations for profit 

• Develop networks to 
boost profits 

• value creation for 
stakeholders; 

• HRM to develop 
members’ 
entrepreneurial skills 
to ease SMEs’ 
resource constraints 

• HRM to develop 
staff’s geography-
specific skills to 
enhance their social 
integration 
 

• New framework 
addresses SMEs’ 
practical skills, 
resource and social 
integration 
constraints 

• New framework 
recognises 
competency 
development not 
only as an economic 
but also a social 
priority  

• Teamworking to 
enhance organisation’s 
competitivity  

• Monitor respective 
teams to ensure firm 
profitability  

• Update team-
members’ skills in line 
with product 
development 

• Develop SMEs’ 
members’ awareness 
of international 
cultural nuances  

• HRM to develop 
members’ ability to 
use cultural practices 
from different regions 
that work 

• Foster a climate of 
‘socio-cultural know-
how’ 

• Teamworking has 
been broadened to 
include a deeper 
understanding of the 
cultural capital of 
international partners 

• ‘Socio-cultural 
competence’ is 
added to 
teamworking and 
overall 
organisational 
competitive 
capability 

• Promote values of 
respect, engagement 
and commitment to 
enhance organisation’s 
goals 

• Measure 
management’s and 
staff’s commitment 

• HRM to develop a 
culture of resilience 

• HRM to develop 
procedures towards a 
culture of resilience 
building 

• HRM to facilitate a 
more sustainable staff 

• Values of respect, 
engagement and 
commitment are now 
fostered as part of a 
resilience-building 
culture for SMEs’ 
survival 
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• Identify actions and 
communicate 
measurement criteria  

as well as management 
commitment, 
engagement, 
productivity and 
flexible working as 
integral aspects of 
resilience development  

• Promote flexible 
working to boost 
productivity 

• Lean production is 
enhanced through 
performance 
monitoring 

• Direct skills’ 
development 
interventions dampen 
staff creativity 

• Facilitate an 
organisation’s 
capability through 
staff’s skills’ 
restructuring  

  

• Develop international 
networks through R & 
D 

• Overcome legal and 
productivity problems 
through partnership 
building 

• Use technology to 
build collaborations  

• HRM to develop 
research, training and 
development using 
‘best practices’ 

• HRM to help develop 
requisite knowledge 
acquisition and 
utilisation for SMEs 

• Use relationship 
building and 
knowledge transfer to 
boost SMEs’ human 
capital  

• Use research and talent 
development to 
facilitate SMEs’ 
members’ behavioural 
change 

• HRM now uses ‘best 
practices’ as an 
overall international 
R & TD package to 
create human capital 
through knowledge 
acquisition, transfer 
and utilisation 

Table 2: Comparative analysis between HPO Theory’s economic centrism and 

Internationalising HRM Framework’s humanism  

 

Implications for HRM and Future Research 
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This section considers the chapter’s findings’, including the proposed ‘Internationalising 

HRM’ Framework’s implications from a practical and research perspective.  

 

The proposed framework serves as an extension of HPO Theory in terms of its practical 

benefits for managers in SMEs. The four aspects of ‘Internationalising HRM’ highlights areas 

that management need to prioritise when they are faced with and are intent on resolving not 

only the economic but also the people-related challenges/barriers that SMEs encounter in 

internationalisation. Each of the four aspects helps to facilitate managers’ and entrepreneurs’ 

decision-making competency and identifies the requisite need to develop appropriate 

mechanisms in the selection, skill, cultural and language training of both management and staff 

for international assignments. The literature on HPO Theory highlights the importance of 

management planning that focuses predominantly on boosting a firm’s economic potential 

without much regard to how small companies’ inadequate resources can be pragmatically 

harnessed to increase both the human as well as economic potential of all staff. Competency 

development, research and talent development, social and resilience capacity development 

indicate the very human-centric essentials that HPO Theory had neglected in previous 

Management and Business studies. By highlighting the important role that HRM professionals 

can play in redirecting SMEs’ entrepreneurs’ efforts towards greater humanism in their 

business practices, it is envisaged that smaller firms’ managers can recognise the ‘softer’ socio-

cultural and human behavioural aspects which need to addressed urgently to forestall the 

economic-centric barriers that previous studies have sought to address. Bringing together the 

‘harder’ economic-centric perspective in line with HRM implies that the triple-level 

coordination between a firm’s need to be economically viable, the need to sustain people and 

the need to address environmental challenges are addressed simultaneously. There is an 

additional implication here, which is that HRM professionals need to rethink and re-design the 

way that people-centric procedures such as research, training, development and mentoring of 

staff are conducted. Such redesign and implementation will include a mix of financial 

performance, emotional and psycho-social wellbeing and cultural competency to facilitate 

greater chances of both management and staff performing successfully internationally. This 

fills the missing gaps in the social aspects needed in R & D collaborations across borders and 

the development of the requisite skilled expertise which had adversely impacted on HPO 

Theory’s crucial aspects such as teamwork, commitment, task productivity and collaboration. 

Additionally, this new framework shows SMEs’ managers, decision and policy makers what 

additional aspects need to be included in HPO Theory’s management planning.  
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The second implication is related to research. Using HRM practices as a tool to train and 

develop staff as highly resilient performers highlights not only ‘what’ (i.e. the activities and 

actions required when doing business internationally) but also ‘how’ (i.e. ways of adapting to 

the myriad of personal, socio-cultural, emotional, performativity and economic challenges) to 

survive and be strategically sustainable. This study’s results have exposed the fact that 

inasmuch as procedures are needed to implement HRM in diverse international SME 

environments HPO Theory and research should also consider ‘how’ to investigate and mitigate 

against other nuanced challenges of internationalisation beyond the economic-centric 

paradigm.  By understanding the multi-facetted nature of the problem of performance related 

challenges faced by SMEs and by appreciating the dual theory-practice gap that Business and 

Management scholarship has to deal with in SMEs’ internationalisation, the implication is that 

current and potentially future studies could appreciate what types of new research are required 

to deal with this important set of issues. What this study has done is new in the sense that it 

successfully analysed HPO Theory, identified how an emphasis on the economic-centric 

paradigm had robbed prospective Business and Management research from focusing on the 

people/human-centric areas where improvements are actually needed to resolve SMEs’ 

internationalisation. How to do so in research is suggested via an HRM pathway.  

 

Conclusion  

The chapter investigated HPO Theory to see how SMEs’ performance-related challenges 

within internationalisation had been addressed in the theoretical debates and discussions. HPO 

Theory’s five key themes have been analysed and the principal gap in their theorising 

highlights an over-emphasis on the economic utilitarian value of such an approach to work and 

organisations at the detriment of dealing with the fundamental human aspects. A deficit 

referred to here as the dual theory-practice gap in the HRM, SME and internationalisation 

literatures constituted the focus to this chapter. It was considered scholarly appropriate to 

pursue such an omission, whose resolution could help SMEs’ survivability and sustainability 

internationally. Additionally, this deficit was used to develop an ‘Internationalising HRM’ 

framework, which highlights the humanism that needs to complement the economic argument 

of HPO Theory and therefore, serves as an alternative. Having shown the social, competency 

(i.e. skilled expertise), R & TD and resilience capacity development aspects where HPO 

Theory has been found wanting to address key people-related challenges faced in SMEs’ 

internationalisation, an ‘Internationalising HRM’ perspective constituting such fundamental 

people-centric aspects has been developed. Its four underpinning principles were identified to 
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guide SMEs’ international decision makers and policy implementers. The four aspects and 

principles of the new framework suggest that it is nigh that HRM becomes central to SMEs’ 

cross-border operations and that each of the aspects are used to help resolve the economic and 

people related challenges faced by SMEs internationally. The results have highlighted areas of 

practical importance that decision makers ought to prioritise and how the interdisciplinarity 

between Business and HRM could be useful in sustaining SMEs’ international ventures.  The 

chapter has also highlighted the potential beneficial impact of using a range of information 

sources to develop and extend our knowledge and appreciation of challenges faced by SMEs 

and how these could be resolved not just economically but also humanist-ically.  

 

Having successfully identified HPO Theory’s shortcomings, the next thing was to see whether 

the economic utilitarian value perspective adopted by previous studies on internationalisation 

could be transcended to some other alternative view of conducting business. This additional 

objective proved slightly more challenging as previous studies and the literature had 

predominantly focused on either the challenges faced by MNEs or explored SMEs’ economic 

utilitarianism. In order to resolve the study’s dilemma, it was thought to explore theoretical 

aspects of HPO related theories with the aim of providing a way of dealing with the challenges 

as well as managing the complex international business interactions. The identification of lots 

of people and financial performance-related gaps prompted their inclusion in developing an 

‘Internationalising HRM’ framework to add to SMEs’ financial viability as envisaged by Sardi 

et al. (2020) whilst, at the same time, contributing to not only the identification of knowledge 

sources as anticipated by Albassami et al. (2019) but also how these can be managed through 

HRM development processes. The earlier theoretical works of Dabić et al. (2020) and Liñán, 

Paul and Fayolle (2019) had signposted the need for additional investigative theoretical studies 

on SMEs and internationalisation challenges. This chapter addresses that theoretical deficit 

whilst showing ‘how’ the challenges can be addressed by developing an ‘Internationalising 

HRM’ framework, which clearly articulates the types of actions and activities needed from an 

HRM perspective. Previous studies stopped short of fulfilling this practice gap.  

 

Future studies ought to build on the applicability of each of the ‘Internationalising HRM’ 

framework’s aspects in a range of developing and developed economies’ contexts with the 

view to comparing areas of convergence, divergence and complementarity/cross pollination of 

the HRM and business practices. Future theoretical developments on HPO Theory can also 

investigate and analyse a range of additional challenges and resolution mechanisms other than 
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the social, competency, research and talent and resilience capacity development aspects 

propositioned in this chapter. By doing so it is anticipated that alternative research questions, 

methodologies and conceptual developments could be generated and used to address key 

emerging SME internationalisation challenges. It would also be interesting to see the extent to 

which the HRM discipline emerges as a more formidable systemic business partner especially 

in the context of SME. The work continues…  
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