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Abstract 
 
Training should not only be seen as an obligation of the company, it is essential to analyze the 

impact for the growth of both the company and the employees, and an essential factor is 

organizational innovation, therefore, it is necessary to face resistance both of the company as well 

as the employees and invest in it. The main objective of the study is to analyze the influence of 

training as a strategy to promote organizational innovation in private sector service MSMEs; for 

which a non-experimental quantitative research of a transectional type was carried out; with 

probabilistic sampling, having a sample of 132 MSMEs. Obtaining as the main result the 

regression and correlation analysis that was carried out shows a positive and strong relationship 

between the variables analyzed, which demonstrates that training helps to promote organizational 

innovation in MSMEs. 
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Resumen 
 
La capacitación no solo debe verse como una obligación de la empresa, es fundamental analizar 

el impacto para el crecimiento tanto de ésta como de los empleados, y un factor esencial es la 

innovación organizacional, por lo tanto, es necesario hacer frente a la resistencia tanto de la 

empresa como de los empleados e invertir en esta. El objetivo principal del estudio es analizar la 

influencia de la capacitación como una estrategia para impulsar la innovación organizacional en 

las MiPyMEs de servicios del sector privado; para lo cual se realizó una investigación cuantitativa 

no experimental de tipo transeccional; con un muestreo probabilístico, teniendo una muestra de 

132 Mipymes. Obteniendo como principal resultado el análisis de regresión y correlación que se 

realizó se muestra una relación positiva y fuerte entre las variables analizadas, lo cual demuestra 

que la capacitación ayuda a impulsar la innovación organizacional en las MiPyMEs. 
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Introduction 

 

A strategy refers to the procedure through which 

decisions are made in a given scenario with the 

aim of achieving one or more goals. According 

to Contreras (2013) comments that, in everyday 

life, this term is used to indicate that an 

individual is competent to think about every step 

he or she takes. It is known that within 

organisations there are four resources of utmost 

importance for its proper functioning, and these 

are under the control of the organisation, so they 

contribute to the achievement of the objectives, 

which are: human resources, material resources, 

financial resources, and technological resources. 

Human resources are a key factor for 

organisations. 

  

Training is a key strategy to boost 

organisational innovation, as it allows 

employees to acquire new skills, knowledge and 

competencies that are fundamental to develop 

new ideas and innovative solutions. The Federal 

Labour Law (2019) states that training in 

Mexican companies has to be focused on 

internal innovation processes, in order to raise 

the quality of the services, goods and products 

offered, and also states that it has to be provided, 

designed and developed under national 

standards of control and quality. 

 

The Oslo Manual (2018) provides two 

types of information; guidelines for collecting 

and interpreting information on innovation, and 

indicators to compare performance across 

countries. 

 

The International Labour Organization 

(ILO), show us that ‘about one hundred thousand 

people die each year in the world due to 

occupational hazards, hence the importance of 

having structured programmes and trained 

personnel to carry out the procedures properly 

assigned’ (Coronel, 2010, p.71), this leaves more 

than one hundred thousand families without the 

livelihood of the head of the family, giving 

opportunity to increase the rates of violence in 

the country, region or context where it develops. 

The aforementioned is a permanent reminder of 

the fundamental role of knowing how to know, 

that is, training as such, which is related to 

results in productivity, innovation and health and 

safety (Ruiz & Díaz, 2017). 

 

 

One of the main problems faced by 

companies worldwide in terms of training is the 

lack of resources, both economic and human, 

they do not have enough budget to invest in 

training programmes and, therefore, they cannot 

offer their employees the necessary tools to 

improve their skills and knowledge. In addition, 

there is often not enough or not enough trained 

staff to design and carry out quality training 

programmes, which can limit their effectiveness 

(Abdala, 2009), another limitation in companies 

is that they implement training programmes, but 

do not follow up adequately to measure their 

effectiveness. This means that they cannot 

evaluate whether the programme is working as it 

should, which can lead to a waste of resources 

and time in training that does not produce 

significant results (Tanoira & Cantón, 2011); as 

if that were not enough, there are companies that 

are still not up to date with modern technologies 

and cannot implement training programmes 

online or using digital tools (Rodríguez & 

Morales, 2008). Pomar et al. (2014) mention that 

micro, small and medium-sized enterprises 

(MSMEs) face barriers that limit their ability to 

innovate and, therefore, their competitiveness 

and growth. 

 

Therefore, the following question arises: 

How does training influence organisational 

innovation in MSMEs in the private service 

sector? 

 

It is important for companies to take 

measures to solve these problems and to be able 

to offer quality training programmes that allow 

them to improve the productivity and efficiency 

of their workers. Effective staff training, the 

promotion of a financial and innovative culture, 

and adequate knowledge management are key 

factors in fostering an innovative environment in 

enterprises, taking into account the 

entrepreneurial and leadership skills of their 

owners. 

 

In this order of ideas, the need to analyse 

the influence of the training process as a strategy 

to promote innovation within a company 

becomes evident, as it provides us with the 

benefits to respond to the demands and changes 

of the context, as well as to the organisational 

needs necessary to achieve business success and 

become synonymous with competitiveness, 

vanguard and national innovation. 
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It is important to mention that in Mexico 

different actions have been carried out to ensure 

innovation within companies, for which the 

programme for the modernisation of technical 

education and training (PMETYC) was created 

in 1993, with which new production schemes 

and technological advances are faced, allowing 

the implementation of innovation through 

updated training courses in Mexico, modernising 

and maintaining current forms of training to 

innovate in Mexican companies (Sánchez, 

2007). 

 

Training is an essential tool to achieve 

technological and financial progress within a 

company, as it is the one that will set the pace of 

the implementation of this process and relearn 

about the course of action (Pérez, 2016, p.4). 

When the employee achieves the fulfilment of 

their objectives for which they were trained, job 

satisfaction is fulfilled, in such a way that they 

feel important, useful and somehow successful’ 

(Zapata & Grisales, 2017). 

 

The aim of the study is to analyse the 

influence of training as a strategy to boost 

organisational innovation in private sector 

service MSMEs. 

 

Methodology 

 

The research is quantitative non-experimental of 

a transectional type as data collection was 

carried out at a single point in time, and the scope 

it has is explanatory as it seeks to explain cause 

and effect relationships between variables and 

correlational as it focuses on determining and 

analysing the statistical relationship between 

variables, without necessarily establishing a 

direct causal relationship. The aim is to 

determine whether there is an association 

between variables and, if so, the strength and 

direction of that association (Hernández et al., 

2014). 

 

The objects of study were all micro, 

small and medium-sized private sector service 

enterprises (MSMEs) located in Ciudad 

Obregón, Cajeme, the second most populated 

city in the state of Sonora. The people in charge 

of answering the instrument were: the owner of 

the company, the manager and employees in 

general.  

 

 

 

 

Taking into account that, in Cd. 

Obregón, there are around 16,526 companies, of 

which 8,206 are dedicated to providing public 

and private services, and 5072 of them are micro, 

small and medium-sized private sector service 

companies, occupying 30.69% of the total 

number of companies in Cd. Obregón (INEGI, 

2020). 

 

Probabilistic sampling was considered, 

which includes systematic sampling. The search 

that yielded the INEGI website, taking into 

account micro, small and medium-sized private 

sector service enterprises. Geographical area: 

Ciudad Obregón, Sonora, Mexico. Results 

found: 5072 MSMEs in private sector services. 

 

To calculate the n (sample size), the 

following formula was used: 

 

 

 

 

 

% Error 
Level of 

confidence 

Z-value calculated in the 

tables 

1 99% 2.58 

5 95% 1.96 

10 90% 1.645 

% Value d 

90 0.1 

95 0.05 

99 0.001 

 

Therefore, the sample selected was 295 

micro, small and medium-sized service 

enterprises in the private sector. However, it is 

worth mentioning that the instrument was only 

applied to 132 MSMEs, because 105 of them did 

not want to participate in the study, 37 were not 

located at the address registered in INEGI and 21 

did not exist at that time. 

 

Box 1 
 

Table 1 

Descriptive values of the subjects 

 

Occupation 

Sex Total 

number 

of 

persons 

respond

ents 

Company size 

M F 

Micro 

1 - 10 
employees 

Small 

11 - 50 
employees 

Mediana 

51 – 100 
empleados 

Owner 41 45 86  
120 

companies 

 
6 companies 

 
 

6 

companies 

Manager 4 0 4 

Employee 18 24 42 

 

Source: own elaboration. 

 
n =  

 

         N * (Z)2 * (S)2  

 (d)2 *(N-1) + (Z)2 * (S)2 
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In the study 63 were men and 69 were 

women, and they were also classified according 

to their size, resulting in 120 micro, 6 small and 

6 medium-sized companies, of which 65% were 

answered by the owner of the company, 4% by 

the manager and 31% by the employees working 

in the company (table 1). 

 

For the development of the instrument, 

the 4-stage model proposed by Chiavenato 

(2017) for training was taken as a reference, as 

well as the guide for the collection, interpretation 

and analysis of innovation proposed by the Oslo 

Manual (2016). 

 

The first part of the instrument is the 

socio-demographic data of the company; the 

second is linked to the independent variable 

training with the dimensions detection of 

training needs; training programme to meet the 

needs; implementation and execution of the 

training programme, and evaluation of the 

results. It is made up of 32 items. 

 

The third part focused on the dependent 

variable organisational innovation, with the 

dimensions, organisational activities; activities 

for internal and external relations, commercial 

activities and business practices; activities 

focused on human resources; and technological 

activities. With a total of 40 items. 

 

The instrument was constructed on a 

Likert-type scale with five points where 1 

(Never), 2 (Almost never), 3 (Undecided), 4 

(Almost always) and 5 (Always), i.e. high scores 

reflect the highest level of agreement. Once the 

instrument was constructed, a pilot test was 

conducted. 

 

SPSS (Statistical Package for the Social 

Sciences) was used to process the data; as can be 

seen in Table 2, a Cronbach's Alpha above .700 

was obtained in most of the dimensions, which 

according to Oviedo and Campo-Arias (2005) is 

considered an acceptable value. 

 

 

 

 

 

 

 

 

 

 

Box 2 
 

Table 2 

Construct reliability 

 

Variabl

e 

Dimension Alfa de 

Cronb

ach 

No. De 

elemen

tos 

Training 1. Detection of training 

needs 

.711 8 

2. Training programme 

to meet needs 

.926 8 

3. Implementation and 

execution of the 

training programme 

.835 8 

4. Evaluation of results .852 8 

Organisa

tional 

innovati

on 

Organisational 

activities 

.852 8 

2. Activities for 

internal and external 

relations 

.848 8 

3. Commercial 

activities and business 

practices 

.928 8 

4. Activities focused 

on human resources 

.871 8 

5. Technological 

activities 

.947 8 

 

Source: own elaboration. 

 

Once the reliability of the instrument was 

obtained, it was applied by means of Google 

Forms. 

 

Results 

 

The results obtained from the regression analysis 

carried out in order to verify the relationship 

between the variables studied are presented 

below. 

 

Correlation of the variables 

 

When performing a linear regression, the first 

thing to determine is the correlation coefficient 

to see if there is an association between the 

variables studied. As a result, the correlation 

between the variables of training and 

organisational innovation can be seen in table 3. 

Also, it is worth mentioning that it was analysed 

using Pearson's correlation coefficient, which is 

a measure of the strength and direction of the 

linear relationship between two continuous 

variables, and also the variables analysed are 

numerical. 
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Box 3 
 

Table 3 

Correlations between training and innovation 

 

 Variable_ 

Training 

Variable_ 

Innovation 

Variable_ 

Training 

Correlation 1 .719** 

Correlation  .000 

Sig. (bilateral) 132 132 

Variable_ 

Innovation 

N .719** 1 

Sig. (bilateral) .000  

N 132 132 

 

Note: **Correlation is significant at the 0.01 level (2-

tailed) 

Source: own elaboration 

 

Pearson's correlation was .719 which 

indicates a strong positive correlation between 

the variables analysed, since the closer the value 

is to 1, the stronger the positive linear 

relationship between the variables. Furthermore, 

training is shown to be a significant variable as 

its significance is 99.99% (1 - 0.000), which 

makes it possible to run the linear regression 

analysis. Table 4 shows the coefficients from 

which a positive relationship between training 

and innovation can be identified, therefore, for 

each increase in training by one unit on the 

Likert scale, organisational innovation will 

increase by 1.471. 
 

Box 4 
 

Table 4 

Coefficients 

 

Model 

Coeficientes no 

estandarizados 

Standardised 

coefficients 

t Sig. 

Collinearity 

statistics 

B 

Standard 

error Beta Tolerancia VIF 

(Constant) -67.816 15.880   -4.270 .000     

Variable 

Training 
1.471 .125 .719 11.799 .000 1.000 

1.0

00 

 

Source: own elaboration  
 

According to Dagnino (2014) in linear 

regression analysis, the values of the "R" and the 

"R-squared" provide information on the quality 

of the model fit, but there are no specific values 

that must be met to consider a model good or 

bad. It is important to note that the precise 

interpretation of these values depends on the 

context of the analysis and the nature of the data 

(table 5). 

 

 

 

 

 

 

Box 5 
 

Table 5 

Summary of the modelb 

 

Model R R 

square 

R 

Square 

adjusted 

Error 

Standard 

of the 

estimate 

Durbin- 

Watson 

1 .719a .517 .513 31.483 1.437 

 

a. Predictors: (Constant), Variable Training 

b. Dependent variable: Innovation variable 

 

Source: Own elaboration 

 

 Therefore, it can be said that the R shows 

a coefficient of .719, i.e. there is a high 

relationship between the variables, and the R-

squared indicates that based on the model the 

independent variable which is training has a 

capacity of 51.7% to explain innovation in 

companies, which can be said to be a good model 

with an average acceptance for cross-sectional 

studies (one moment in time) considering that 

only one variable is used, so it is very possible 

that this value could increase if more variables 

were added to the model. 

 

 Finally, the assumption of normality of 

errors was made, which is one of the key 

assumptions in regression analysis. This 

assumption states that the errors or residuals of 

the regression should be normally distributed, 

i.e. follow a normal probability distribution. The 

errors are the differences between the observed 

values and the values predicted by the regression 

model. 

 

 For this analysis it is worth mentioning 

that the Skewness is the asymmetry indicator 

used by Eviews which allows to establish the 

degree of symmetry of the distribution, in this 

case the coefficient was less than 0, which 

indicates a negative asymmetric distribution 

(elongated to the left). 

  

 Based on the test generated by Eviews 

for the evaluation of the assumption of normality 

of the errors, the Jarque-Bera indicator is 

observed, which is composed of the Skewness 

and Kurtosis, resulting in the acceptance of the 

null hypothesis (the residuals have a normal 

distribution) because the probability is above 

0.05 (significance of 95%). In other words: the 

null hypothesis that the residuals have a normal 

distribution is accepted at the 95% significance 

level. 
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 Kurtosis characterises the degree of 

flattening or peakedness of the distribution, in 

other words, the degree of concentration of the 

data in the central zone. The value of the 

indicator is 2.35 (for values less than 3 which 

results in a platicurtic shape (a slightly flat 

shape) (García, 2019). From the above, it can be 

concluded that one has a normal distribution that 

is not swoopy but slightly more elongated, 

therefore, the normal distribution is negative 

asymmetric and platicurtic. 

 

 The findings indicate that there is a 

strong positive correlation between the two 

variables analysed, which are training and 

organisational innovation, and the regression 

analysis shows the explanatory relationship 

between them, which indicates the importance of 

training as a strategy to promote organisational 

innovation in MSMEs. When comparing the 

results obtained with the existing literature, a 

consistency was found that demonstrates the 

positive influence of training on organisational 

innovation. 

  

 There are some studies that can be 

compared with this research, García, López and 

González (2018) its purpose was to know the 

impact of training on the innovation process, 

which focuses on analysing the relationship 

between training and innovation in micro, small 

and medium-sized enterprises (MSMEs) in the 

service sector and has as its main objective to 

investigate how the training of employees in 

service MSMEs influences their ability to carry 

out innovative practices in the organisational 

context. 

 

 It finds evidence that employee training 

in MSMEs has a positive impact on the 

innovativeness of these organisations. The 

article mentions that companies that invest in 

training programmes for their employees tend to 

be more innovative and have better business 

performance compared to those that do not. 

 

 According to Pérez, Martínez and 

Ramírez (2016) analysed how training can 

influence the innovativeness of these 

organisations. The results of this research 

provided evidence that training has a significant 

influence on the innovativeness of service 

MSMEs. 

  

 

 

 It is clear that organisational leadership 

has a strong influence on knowledge 

management as well as innovation, which can 

lead to the success of SMEs in various aspects, 

in addition to product innovation, as well as 

service, which is crucial with customers 

(Sonmez, Kalaycioglu & Adiguzel, 2024). 

  

 The SME is as important in the country 

as in many others where it is also the generator 

of employment, the triple helix model, seeks a 

synergy between business, education system and 

government; Armas et al. (2024) mentions that 

innovation can be greatly boosted under such a 

model, an example of this is in the Philippines 

where MSMEs that have included innovation 

increased from 40% to 75%, this with the help of 

the synergy made by the experts of the triple 

helix. 

 

 A fundamental aspect to pay attention to 

by small and medium enterprises is technology, 

since the influence it exerts on the organisation 

can lead to success; this is why not only SMEs 

should focus on market innovation, but also on 

technological innovation (Mawardi, 

Nusbantoro, Utami, Endhiarto & Apriliana, 

2024). 

 

 In this regard, according to Akinwale and 

Alshraim (2024) most of the MSMEs in Saudi 

Arabia that participated in their study do not 

invest enough in acquiring technology to 

improve their performance and do not link with 

universities, which explains the low innovation 

capacity of some MSMEs, according to the 

authors. As can be seen, the research by 

Mawardi et al. (2024) presents how 

technological innovation can lead firms to 

success, and Akinwale and Alshraim (2024) 

present evidence of the limitations of innovation. 

So it can be said that training positively 

influences and has a significant relationship with 

organisational innovation. Therefore, training 

can be a valuable strategy in providing people 

with the skills and knowledge necessary for 

firms to innovate. 

 

Conclusions 

 

The conclusions derived from the results allow 

for a better understanding of the role of training 

in driving organisational innovation, providing 

MSMEs in the private service sector with 

reliable evidence on the relationship between the 

variables under study. 
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 The regression and correlation analysis 

shows a strong positive relationship between the 

variables analysed, which demonstrates that 

training helps to drive organisational innovation 

in MSMEs. 

 

 Training is an effective strategy to boost 

organisational innovation, since, through 

training, employees acquire new skills, 

knowledge and perspectives that allow them to 

generate innovative ideas and apply them in the 

context of the organisation. In addition, training 

should be aligned with the organisation's 

innovation needs and goals. 

 

 It is important to identify the areas in 

which further training is required and to design 

programmes that address those specific needs. 

This will help maximise the impact of training 

on organisational innovation. 

 

 Training should not only focus on 

technical skills, but also on soft skills and 

competencies related to creativity, teamwork 

and problem solving. These skills are essential to 

foster a working environment conducive to 

innovation and the exchange of ideas. 

 

 It is also essential to establish a culture of 

learning and development in the organisation. 

This involves promoting training on an ongoing 

basis and providing opportunities for employees 

to apply and share the knowledge they have 

acquired. In addition, efforts and results related 

to organisational innovation should be 

recognised and rewarded. 

 

 The previous analyses highlight the great 

importance and influence of training as a driving 

strategy for organisational innovation, because it 

provides benefits that enable to cope with the 

demands and changes of the environment, as 

well as to meet the organisational needs 

necessary to achieve business success and 

become synonymous with competitiveness, 

leadership and innovation at the national level; 

by investing in training, MSMEs can strengthen 

their innovation capacity and remain 

competitive in a business environment. 
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