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ABSTRACT 

This research has a purpose to observe strategic of alliance’s    effect which were 
consist of efficiency, on the growth of human resources, knowledge or learning, and 
market motives. In this study the researcher used a quantitative approach, the data 
used were primary data and the data collection technique carried out by the 
researcher was using a questionnaire instrument. 
        The results of this study showed that knowledge as a reason for forging strategic 
partnerships has a positive effect on human resources (HR) development in the 
MSME sector. Meanwhile, as a motivator for forging strategic alliances, the market 
does not affect the development of human resources (HR) and efficiency. 
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1. INTRODUCTION 

         Alliance was important organizational type for transfer of knowledge 
Adler and Kwon (2002). Strategic alliances are described as relationships in 
which two or more partners share determination to succeed a single strategic 
goal, pool all of their resources and competencies, and coordinate their 
operations, according to research by Teece (1992). One example is small and 
medium firms (MSMEs) forming strategic alliances due to a lack of resources  
Pett and Wolff (2007).  
         According to study by Martins and Sole as well as Sanches and Moisés, 
strategic alliance are currently gaining intention in academic studies, 
particularly when applied to the condition of SMEs. According to Faggion et 
al. (2002), increasing competitiveness of these enterprises, which demands 
its entrepreneur-managers to regularly analyze the business environment 
was the key important in alliance Faggion et al. (2002).  
         According to Durst and Edvardsson, knowledge has become the primary 
source of sustainability and growth for SMEs, and it can help them become 
more adaptive. As a result, knowledge acquisition had several benefits such 
as for access to partner information and capabilities, and the generation of 
new knowledge are all reasons connected with alliances for learning Inkpen 
and Dinur (1998), Kale et al. (2000). 
         Furthermore, the dominance of human resources as one of the three 
components of intellectual capital as a valuable resource for businesses to 
acquire a sustained competitive advantage, has been linked to the growth of  
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knowledge about economics and society Dean and Kretschmer (2007). According to 
Bontis (1999), organizational knowledge is the core for overcoming long term 
competitive advantage, and the developing discipline of intellectual capital has 
piqued scholars' interest. Human resources are considered in this study as 
knowledge created and stored by employees of an organization Bontis (2001).  

According to Mason et al. (2008), a company's success is measured by its ability 
to generate Intellectual Capital (IC) to produce, transfer, and apply knowledge, as 
well as foster innovation, by combining human, structural (infrastructure), and 
relational (clients/suppliers/collaborators) resources. Human resources are the 
starting point for innovative MSMEs, according to González-Loureiro and Dorrego 
(2012), and they are the fundamental connection that explains the company's 
growth. 

Previous study conducted by Verbano and Crema (2016), agreed that IC plays 
a strategic role in helping MSMEs overcome their resource constraints. MSMEs, find 
it challenging to compete with major corporations, according to Muhammad et al. 
(2011), so they must develop alliances to exchange human resources, particularly 
knowledge and competences, in order to strengthen their organizations, processes, 
and innovation potential. Furthermore, according to Mertins and Orth (2011), 
MSMEs face technical and management challenges, and proper implementation of 
sustainable startegies in these businesses requires good intellectual management 
and other intangible resources, which together form the foundation of the human 
resource base. Most MSMEs, according to Henry (2013), lack a practical 
understanding of the potential or practical application of knowledge and human 
resources as a business strategy. Nonetheless, highlight that MSMEs should focus on 
their human resources. 

Most MSMEs, according to Henry (2013), lack a practical understanding of the 
potential or practical application of wisdom and human resources as a business 
strategy. Nonetheless, MSMEs should focus on their human resources in order to 
overcome their scale-related disadvantages and create visible strategic value. In this 
regard, Li et al. (2017), Mohr and Puck (2013), and Subramaniam et al. (2018) argue 
that strategic alliances and human resources are two more sustainable sources of 
competitive advantage in the newest theory of business strategy Bontis (2001). 
According to study by Joia and Malheiros, alliance can help organizations develop 
and strengthen their human resources by providing extra revenue channels Joia and 
Malheiros (2010). 

Human resources are widely recognized as the most critical resource of modern 
organizations. However, empirical evidence of its true contribution to the dynamics 
of the value generation process is lacking, particularly in certain industries and 
geographical areas Mention and Bontis (2013). Many studies have looked into the 
phenomenon of strategic alliances, but only a few have looked into the relationship 
between human resources and strategic alliances Hung et al. (2015), Talebi, 2015). 
Furthermore, human resources have been neglected in alliance formation. Recently 
the literature presents some important developments regarding the phenomenal 
understanding of human resources in strategic alliances. 

With the aim of filling the gaps in the literature. The primary goal of this 
research is to is to analyze the effect of strategic alliances on human resource 
development in MSMEs registered with the Cooperatives and MSMEs Office. More 
precisely, in this research, there are three more specific research objectives, these 
objectives include: to analyze the effect of knowledge, learning (knowledge), 
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efficiency and markets on human resource development, the sample used is MSMEs 
registered with the Cooperatives and MSMEs Service. Therefore, this research aims 
to demonstrate the importance of forming strategic alliances in order to overcome 
the shortage of human resources that has become a hallmark of MSMEs.  

 

2. LITERATURE REVIEW 

2.1. STRATEGIC ALLIANCE 

According to Sri and Idham (2006) Strategic Alliance is: “A concept of 
cooperation which contains several operational contents in business”. Meanwhile, 
according to Ely (2009) in his article, strategic alliances are: "A formal relationship 
between two or more groups to achieve a mutually agreed goal or fulfill certain 
critical business needs of each organization independently". 

Currently, strategic alliances are widely used in organizations, mainly because 
of their facilitating characteristics so that they can help drive performance 
improvements and generate knowledge and develop human resources Morcillo-
Bellido (2019). Another aspect is the necessity to react to new competitive intra- 
and inter-company lateral interactions that are emerging. Another fact is that 
alliances increase interaction, which implies that the relationship between the 
actors takes up less space and time. 

Alliances stand out as a way for MSMEs to be more competitive and have easier 
access to products, services, technology, and markets in the new competitive climate 
in which they operate, which is marked by increasing uncertainty and a larger need 
for interconnection with the environment Cerchione and Esposito (2017). 
According to study by Khalique, MSMEs should work together to improve their 
competitiveness and efficiency, as well as to generate creative ideas in companies 
and share information and knowledge Khalique et al. (2015).  

 

2.2. HUMAN RESOURCE DEVELOPMENT 

Human resource development is an effective strategy for many businesses to 
deal with some of the issues they will confront. Employee obsolescence, 
sociotechnical change, and labor churn are among these difficulties. The capacity to 
meet these problems is a key aspect in the personnel department's ability to sustain 
successful human resources (Handoko, 2008: 117; Krisdianto B and Nurhajati, 
2017). Individual transformation to take on larger or higher responsibilities within 
a company is referred to as human resource development. Human resource 
development usually refers to enhancing the cognitive or emotional skills required 
to perform better. The cornerstone for human resource development is the fact that 
an employee will need to develop knowledge, experience, skills, and abilities in 
order to work well in a succession of positions held throughout his career. 

According to Teece (1992), businesses must reorganize their human resources 
to keep up with the changing business environment. Human resources, according to 
Matos (2013), are split into individual and collective resources. Individual resources 
refer to an individual's intrinsic knowledge, which includes the genuine source of 
value as well as the abilities and skills required for innovation Nonaka et al. (1994). 
Individual theoretical and practical understanding, as well as numerous forms of 
capacities, such as technical and artistic are included. The existence of a type of 
group with similar goals that is distinguishable from others based on their level of 
performance in a given job is required for group resources to exist Komodromos et 
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al. (2019). Teamwork is an intangible asset, yet it results in the ability to complete 
tasks in efficient way, as well to maintain team members’ comfortable condition.  

The proper use of employees to utilize their knowledge and skills better to 
carry out tasks is referred to as strategic human resource utilization. The goal is to 
develop highly qualified employees who are in line with the company's strategic 
needs in dealing with various possible environments. Subramaniam et al. (2018). As 
a result, two complimentary processes in the management of human resources are 
required, namely the nurturing of human resources and the management of human 
resources with unique features. Human capital implantation focuses on the 
deployment of human capital in relation to organizational efficiency, whereas 
human capital imitability focuses on the growth of human capital in a unique fashion 
Hsu and Fang (2009). 

The term "development" encompasses a broader range of activities. 
Development is more concerned with the organization's overall long-term needs. 
The outcomes are intangible and can only be measured over time. Employees can 
also benefit from development by preparing for new technology advances, new 
models or styles of labor, new clients, or new product marketplaces. Formal and 
informal human resource development are the two types of development 
(Hasibuan, 2008). 

 

1) Formal Development  

Employees / organizations who are allocated to education or training, whether 
conducted by organizations and institutions-educational or training institutions, are 
formally developing. Formal development takes place in the workplace as a result 
of current or future employment needs, non-career nature, or employee growth. 

2) Informal Development  

Development Informal training and development refers to 
employees/employees who train and develop themselves by reading literature 
books relating to their work or position. This demonstrates that the 
employee/employee is ready to advance by enhancing his or her work capacity. This 
is advantageous to the organization because the work productivity of personnel / 
equipment is increasing, as well as efficiency and productivity. 

Human resources can be improved and developed so that they are better suited 
to the organization's design and strategy Hsu and Fang (2009). Human resources 
are a critical component of the business and cannot be replicated since competitors 
will not be able to apply human resources in the same way that the company does 
Hsu and Fang (2009). 

Companies must promote individual learning, organize training, education, and 
skills development activities to stimulate the sharing of knowledge, experience, and 
knowledge amongst employees and between employees and clients in order to 
develop human resources with strategic relevance. As a result, the amount of 
important and distinctive human resources can be optimized to help the 
organization build its core strengths Mention and Bontis (2013). As a result, the 
organization can retain a solid match between its distinctive human resources and 
strategic capabilities that are difficult for competitors to mimic Dean and 
Kretschmer (2007) . 
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2.3. HYPOTHESES DEVELOPMENT 

Various incentives for the development of strategic alliances have been 
explored in some literature, the motives are divided into three categories in this 
study: knowledge/learning, efficiency, and market Valentim (2017). One of the key 
motivations for the knowledge and learning process is market knowledge, which is 
one of the resources earned through knowledge transfer in MSMEs, according to the 
knowledge and market motives. Although the efficiency drive may be influenced by 
the knowledge-related motive, this could indicate that MSMEs are able to overcome 
the enormity of their responsibilities through strategic alliances, resulting in 
restrictions in the exploitation of economies of scale. Furthermore, human 
resources appear to be a fundamental component of intellectual capital in this study, 
because knowledge is held by humans. Qualified individuals who have been trained 
to efficiently conduct processes and duties can help formalize such understanding. 

Human resources and knowledge/learning 

Knowledge of someone who works in a company or HR, according to Barney 
(1991), Argote and Ingram (2000), Alegre et al. (2006), Lin and Wu (2014), is a vital 
resource in an organization or firm. Human resources in a corporation are defined 
as all employees' knowledge, competencies, and abilities, which serve as the 
foundation for organizational learning and influence the company's ability to learn 
new things Kang and Snell (2009). One of the key motivations for building strategic 
alliances in these circumstances is to gain access to and share expertise. 

Human resources, as a part of intellectual capital, comprise knowledge, skills, 
innovative potential, and the ability to complete a task, according to Edvinsson and 
Malone (1997). The extant literature on human resources also argues that 
businesses should acquire, develop, and retain people in order to extend their 
knowledge base and boost their ability to increase global productivity Mehralian et 
al. (2012). In economics, in order to create value in a business, processes that 
improve the usage, expansion, and integration of human resource knowledge, such 
as employees, customer interactions, technology, patents, and organizational 
routines, are required. Hung et al. (2015), Sefiani (2015)). Sefiani et al. (2018). 
Because knowledge resides in individuals, human resources appear to be a 
fundamental component of intellectual capital Ferenhof et al. (2015),  Khalique et 
al. (2015). 

Organizational knowledge and enterprise technology development can be 
developed through human resource training. The first is that one's values and 
attitudes impact organizational culture, and the second is that a corporation can 
successfully institutionalize one's expertise in culture, routines, and processes 
Jardon and Martos (2012). Organizations must employ more understanding and 
skills of collaborators to support the creation of human capital, and more people will 
develop skills and competencies that are helpful to the organization over time. As a 
result, implementing cooperative activities (strategic alliances) between 
organizations can aid in the creation and conversion of information, as well as the 
production of better human resources. In this approach, they will be able to boost 
their capacity for innovation while also improving their performance. 

Korbi and Chouki (2017) investigate knowledge transfer in the setting of 
asymmetric international alliances, highlighting challenges and possible solutions. 
In empirical studies conducted through the X-case between European multi-
nationals and SMEs in Tunisia, the difficulties that impede or prevent the transfer of 
knowledge between the types of partners, such as context, practice management 
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divergence, portfolio of partners (or repository) knowledge, and questions relating 
to language and cultural barriers, were highlighted. 

Academic research, according to Valkokari and Helander (2007) and Durst and 
Ferenhof on their study (2014), underlines the importance of company cooperation 
due to the acknowledgment of alliances and networks as viable development 
choices to compensate for a lack of firm internal knowledge. Furthermore, according 
to Chaston and Mangles (2000)Chaston and Mangles on their study (2000), MSMEs 
are advised to build alliances in the literature and policy documents as a means of 
acquiring the information needed to thrive in a quickly changing and/or highly 
competitive market. Connell et al. (2014) explained that knowledge sharing in 
alliances is shown to occur through a dynamic learning process in which 
corporations interact continually with clients and suppliers, as well as competitive 
firms, to innovate, collaborate, and imitate creatively. As a result, the researchers in 
this study came up with the following hypothesis: 

H1. Human resources benefit from knowledge and learning. 

Human Resources and Efficiency 

The choice of organizational form According to Williamson (1975), Williamson 
(1985) in his transaction cost theory, is based on the criteria of minimizing the 
quantity of production and transaction costs. Alliances are considered as appealing 
vehicles for corporations to transfer risk, according to Jinyeong (2018) and 
Subramanian (2017). As a result, by combining the experience and capabilities of 
the organizations involved, alliances can minimize the total investment in a project 
or risky asset. As a result, efficiency is one of the goals or motives for forming this 
strategic alliance. 

Identifying inefficient procedures and resources that jeopardize a company's 
profitability and recommending alternatives that increase quality and productivity 
are examples of efficiency improvements. This raise has a direct and favorable 
impact on the company's profits. In this context, the amount of customer happiness 
is linked to the efficiency of the organization Sharma et al. (2014). Reis and Amato 
Neto in their study stated that there is some consensus in his research regarding the 
gains in collective efficiency that geographic concentration of firms in the network 
allows, especially if these are in similar sectors (Reis and Amato Neto, 2012). The 
efficiency gains will arise from a combination of internal or external (unplanned) 
economics. The role of human resources on alliance development in production 
regions and regional clusters was investigated by Fucci-Amato and Amato Neto 
(2008). From the research results, it is known that the concept of human resources 
involves or is influenced by the skills, competencies, and knowledge of the group. 

Although empirical findings from Finnish networks cannot be generalized, they 
do show that the first method human resources are developed in such a situation is 
through the efficient implementation of network member understanding for 
everyday production and stabilization. The logic of a mechanistic system should 
guide alliances, with a focus on establishing norms and regulations, with the goal of 
increasing knowledge efficiency and replication. Pöyhönen and Smedlund (2004) 
recommend this form for production systems in which the flow between parts is 
primarily physical products and money. Human resources are a key component of 
intellectual capital and one of the most important sources of a company's long-term 
competitive advantage in this context. The researchers came up with the following 
hypothesis in this study: 
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H2. Efficient operations have a good impact on human resources. 

Human resources and Market  

Although empirical results in Finnish networks cannot be generalized, they 
suggest that the first way human resources are created in such a context is for 
routine production and stabilization through efficient application of network 
member understanding. Alliances should follow the logic of a mechanistic system, 
with a focus on establishing norms and rules, with the goal of increasing knowledge 
efficiency and replication. Pöyhönen and Smedlund (2004) recommend this form 
for production systems in which the flow between parts is primarily physical 
products and money. Human resources are a key component of intellectual capital 
and one of the most important sources of a company's long-term competitive 
advantage in this context. The researchers came up with the following hypothesis in 
this study: 

Because of the frequent and rapid changes in the market, MSMEs must continue 
to explore for new strategies to survive, expand, and compete. In the economy, 
activities using knowledge as basis are the primary source of long-term competitive 
advantage, particularly in this sort of business. Valkokari and Helander (2007) 
support this approach, stating that collaboration and alliance creation are effective 
ways to help MSMEs compete and develop in a dynamic business environment. As a 
result, the authors suggest that these enterprises' long-term existence is contingent 
on their ability to collaborate with other organizations, which influences the 
production and distribution of their products or services, as well as their capacity to 
produce, preserve, and apply information Wardhana (2020a). 

The proper decision is to use good information, which is increasingly valued 
and deemed strategic by the organization in order to retain and produce knowledge 
that differentiates it in a competitive market Choo et al. (2010), Rossoni (2010), Zen 
and Wegner, 2008). In an increasingly complex and competitive industry, one of the 
most significant ways for businesses to differentiate themselves is through 
innovation. 

According to a study by Bengtsson and Kock (2000), alliance is important for 
better understanding the various types of relationships that exist between 
companies and markets, each of which can benefit from aspects that they consider 
more profitable, such as when companies help each other in some ways, they also 
force others to be more innovative. Inkpen and Tsang explored how the elements of 
social capital in coalitions affect knowledge transmission among members in their 
study (2005). Alliances provide companies with access to information, resources, 
markets, and technology, according to these authors. They do, however, find that the 
nature, conditions, integration capabilities, and types of alliances that an 
organization has influence the process of knowledge transfer between 
organizations. 

MSMEs are recommended to build partnerships, according to Chaston and 
Mangles (2000), as a technique for acquiring the expertise needed to compete in a 
quickly changing, and consists of competitive industry. MSMEs based on 
Muhammad research (2011), must develop virtual alliances and ties with other 
companies in the same sector in order to preserve market power and 
competitiveness while maintaining internal autonomy. 

In the context of market crises, Romiti and Sarti (2011)Romiti and Sarti on their 
reserach (2011) also note the growing attention dedicated to small-firm alliances 
explicitly as an alternative option to construct formal cooperative connections 
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between enterprises. This author attempts to analyze business success in the 
context of MSMEs through a series of case studies. Researchers underline the need 
of building coalitions to improve human resources in general Holmen et al. (2005). 
Alliance and relationships with other are not restricted to work teams; they typically 
include individuals from outside the organization (Bouty, 2003). Researchers 
consider social capital, which is found in the relationship between persons and 
networks, as a significant kind of knowledge in the relational component of 
knowledge sources (Nahapiet and Ghoshal, 1998; Subramaniam and Youndt (2005); 
Sefiani (2018). This is seen as a confounding factor in the formation of new social 
relationships, alliances, and partnerships, according to them. 

To preserve or improve their position in strategic alliances with partner of 
business partners, so that it might contribute diverse perspectives and inspire 
different improvements. On the basis of the preceding statement, we formulate the 
following hypothesis: 

H3. Human resources are influenced positively by the market.  

 

3. METHODOLOGY 

Population and Sample 

The population is MSMEs in East Java. While the samples in this study were 
mostly MSMEs in Surabaya and Sidoarjo and there were several MSMEs from other 
cities. 

Data Collection  

The data collection technique in this study used a questionnaire. For data 
collection, the researcher distributed a questionnaire addressed to the owners of 
MSMEs selected as samples because it was considered that those who were 
responsible for the management of MSMEs, as well as these owners, were 
considered the most appropriate to respond to queries about the two themes 
investigated here Wardhana (2020b). 

Variables and measurements 

Dependent Variables  

Dependent variables are variables that depend on other variables or variables 
that are influenced by the independent variable, the definition is put forward by 
Sugiyono (2007). In this study, the dependent variable is Human Capital (human 
resources). 

Independent Variables  

Independent variables according to Sugiyono (2007) are variables that can 
affect the dependent variable or variables that are not tied to other variables. The 
Strategic Alliance is the independent variable in this study. This study looks at three 
reasons for forging strategic alliances, and the reasons are divided into three 
categories: efficiency, market, as well as knowledge Valentim (2017). 

A Literature research is required to determine the optimal measuring scale for 
each of the variables evaluated. Carefully from the scale of measurement that 
already exists. The adequacy of the current scale was evaluated in light of the study's 
context, scope, and aims. As a result, for two factors (reasons for forming strategic 
alliances and putting together human resources), it was chosen to adopt a scale that 
has already been validated by other academics Wardhana (2021). The Valentim 
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(2017) scale is used in creating the strategic alliance’s formation. In this study, the 
measure utilized was a five-point Likert scale (strongly disagree, disagree, neutral, 
agree, and strongly agree). The scale created by Casas Novas (2008) was adopted 
for the human resource variable. It's a five-point Likert scale as well (very limited, 
limited, average, high, very high). 

Data analysis 

There are a vast range of analytical methods for analyzing quantitative research 
findings The data acquired through the questionnaire, however, was examined to 
meet the aims of our study and to support hypothesis of this study using SPSS 
software version 25. Basically, this technique differs from other multivariate 
techniques in two ways: multiple estimation, interrelated-dependent relationships, 
and capacity to represent concepts. that are not observed in the relationship explain 
the error of measurement in the process of estimation.  

  

4. RESULTS 

Characterization of the sample 

The character of the sample in this study can be seen in Table 1 as follows. 

Table 1 General Characterization of MSMEs 

Criteria  Frequency 

(n=97) 

Percentage 

(100%) 

1. Size of the firms 

1 Micro / < 300  68 70% 

2 Small / 300 Mio - 2,5 Bio  27 28% 

3 Medium / 2,5 Bio - 50 Bio  2 2% 

2. Age of firms 

1 0-1  73 75% 

2 2-5  16 17% 

3 6-10  6 6% 

4 >10  2 2% 

3. Respondent's Last Education Identification 

1 Senior High School  69 71% 

2 Diploma 3  7 7% 

3 Bachelor  17 18% 

4 Master/Magister   4 4% 

4. Type of Firms 

1 Basic chemical industry sector  2 2% 

2 Consumer goods sector  57 59% 

3 Infrastructure / utility and transportation sector  3 3% 

4 Export / Import Sector  1 1% 

5 Miscellaneous sectors (Handicraf, Fashion, Distributors, etc.)  18 19% 

6 Property / real estate sector and building construction  6 6% 

7 Exchange/services and investment sector  10 10% 

5. Gender 
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1 Male  63 65% 

2 Female  34 35% 

6. Job Position 

1 Owner  77 79% 

2 Director / Manager  11 11% 

3 Assistant  9 10% 

7. Data source location 

1 Surabaya  33 34% 

2 Sidoarjo  41 42% 

3 Gresik  5 5% 

4 Pasuruan  2 2% 

5 Jember  1 1% 

6 Banyuwangi  2 2% 

7 Mojokerto  8 8% 

8  Malang  7 6% 

Source: Questionnaire Data 

In this research researcher researchers distributed questionnaires to 
respondents was 317, then the answers of respondents who returned a total of 112, 
for a complete data and analysis can be processed as many as 97. The table shows 
that the majority of sample with SME’s was established = or < 1 year in age or as 
much as 73% of the total sample. Where as many as 42% are located in the city of 
Sidoarjo, 34% in Surabaya and 8% in the city of Mojokerto while the rest are located 
in cities in East Java. Then, most of the educational backgrounds of the founders of 
these MSMEs are high school equivalents, which is as much as 71%. In the sphere of 
marketing, the bulk of strategic alliances built between MSMEs are formal 
agreements that are primarily developed with only one partner. The majority of the 
time, these partners are clients. 

 

Validity Test 

A validity test is a measurement that demonstrates an instrument's level of 
validity (Suharsimi, 2010). Measurement of validity test can be done by comparing 
the calculated r value with r table, for df = n-2, where n is the number of respondents. 
The question indicator can be said to be valid if the value of r count > e table, where 
the significant rate is 5%. The following are the results of the validity of each 
instrument in this study  

Table 2 Validity Test 

No Variabel Indikator r count r tabel Description 

1 Knowledge AS1 0.619 0.195 Significant 

2 
 

AS2 0.584 0.195 Significant 

3 
 

AS3 0.551 0.195 Significant 

4 
 

AS4 0.504 0.195 Significant 

5 
 

AS5 0.608 0.195 Significant 

6 
 

AS6 0.436 0.195 Significant 

7 Market AS7 0.688 0.195 Significant 

8 
 

AS8 0.788 0.195 Significant 
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9 
 

AS9 0.805 0.195 Significant 

10 Efficiency AS10 0.522 0.195 Significant 

11 
 

AS11 0.734 0.195 Significant 

12 
 

AS12 0.706 0.195 Significant 

13 
 

AS13 0.322 0.195 Significant 

14 
 

AS14 0.514 0.195 Significant 

15 
 

AS15 0.498 0.195 Significant 

16 Human Resourch IC1 0.527 0.195 Significant 

17 
 

IC2 0.452 0.195 Significant 

18 
 

IC3 0.526 0.195 Significant 

19 
 

IC4 0.519 0.195 Significant 

20 
 

IC5 0.673 0.195 Significant 

21 
 

IC6 0.746 0.195 Significant 

22 
 

IC7 0.485 0.195 Significant 

23 
 

IC8 0.318 0.195 Significant 

Source: Primary data processed with SPSS version 25 

The above shows the results of data processing using SPSS version 25 software 
carried out by researchers. Where from the results obtained all indicators show the 
value of r > r table. Value of “r” for n =97 is 0.195. So, it can be concluded that all 
indicators of the question are valid. Keep in mind that the calculated r value is the 
value Pearson correlation. 

  

Reliability Test 

When a person's answers to questions are constant or stable throughout time, 
a questionnaire is said to be dependable. According to Suharsimi (2011) defines 
reliability as a utility for assessing a questionnaire that serves as a predictor of a 
variable. Joko Widiyanto (2010) in his book explains the basis for reliability test is 
as follows: 

1) If the value of Cronbach Alpha is greater than the r table, the questionnaire 
is considered credible. 

2) If the Cronbach Alpha r table value is less than 1, the questionnaire is 
considered untrustworthy 

Below are the results of reliability tests conducted by researchers using SPSS 
version 25. 

Table 3 Reliability Test 

No Variable Cronbach Alpha R table Description 

1 Knowledge 0.510 0.195 Reliable 

2 Market 0.620 0.195 Reliable 

3 Efficiency 0.561 0.195 Reliable 

4 Human resource 0.652 0.195 Reliable 

Source: Primary data processed with SPSS version 25 

 

From Table 3 above, values of Cronbach Alpha for the Knowledge, Market, 
Efficiency and HR variables are 0.510, 0.620, 0.561, and 0.652, respectively. The 
value of this variable is then compared to the value of r table with a value of n = 97 
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is searched in the distribution table of “r” table at a significance of 5%, then the value 
of r table is 0.195. Because the value of Cronbach Alpha the Knowledge variable is 
0.510 > 0.195 (r table), the Market variable is 0.620 > 0.195 (r table), the Efficiency 
variable is 0.561 > 0.195 (r table), and the HR variable is 0.652 > 0.195 (r table). The 
four variables are declared reliable. 

Normality Test 

The Normality Test is performed to see if the dependent and independent 
variables are in the same place in a regression model have a normal distribution. 
Graph analysis and ui statistics, according to Ghozali, 2011; Muhamad 2013, are two 
methods for determining if the residual distribution is normal or not. If the value of 
sig. (2-tailed) is more than 5% or 0.05, the distribution is normal, according to a 
statistical test called the Kolmogorov-Smirnov test (Ghozali. 2011) The researchers 
used SPSS version 25 to conduct the normalcy test shown be 

 

Based on the value Asymp. Sig. (2-tailed) of 0.200 > from 0.05, the data are 
normally distributed based on the decision-making criteria in the Kolmogrovo-
Smirnov normalcy test.             

 

Multiple Linear Regression  

The following analysis below were the results of data processed using multiple 
linear regression conducted by researchers using SPSS version 25. 

Table 5  Analysis of Multi Linear Regression 

Coefficients 

Model Non- Standardized 

Coefficients 

 

Standardized 

Coefficients 

t Sig. 

  
B Standar 

Error 

Beta 

  

1 (Constant) 24.077 5.919 
 

4.068 0  
Knowledge 

(X1) 
0.374 0.175 0.218 2.144 0.035 

Table 4 Normality test 

Kolmogorov-Smirnov One-Sample Test 

  

  
Unstandardized Residual 

N 
 

97 

Normal Parameters,b Mean 0  
Std. Dev 3.3993878 

Most Extreme Differences Absolute 0.075  
(+) 0.075  
(-) -0.066 

Statistical Test 
 

0.075 

Sig. (2-tailed)/Asymp 
 

.200c, d 

a. The distribution of the test data is normal. 
  

b. Data-driven calculation 
  

c. Lilliefors Correction for Significance. 
  

d. This is the genuine significance's lower bound. 
  

Source: Data of Primary Source Processed with SPSS 
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Market (X2) -0.615 0.277 -0.227 -

2.221 
0.029 

 
Efficiency 

(X3) 
0.306 0.125 0.245 2.457 0.016 

a. Dependent Variable: SDM (Y) 
 

Source: Primary data processed with SPSS version 25 

 

Multiple linear regression equation models can be formulated as follows 

Y = 24.077 + 0.374 (X1) + (-0.615) (X2) + 0.306 (X3) 

The regression equation above has the following meanings: 

1) Value Constant of 24.077 means that if the knowledge, market and 
efficiency variables are considered equal to zero, then the HR variable is 
24.077 

2) The regression coefficient value for the Knowledge variable (X1) is 0.374, 
meaning that if there is an increase in the variables Knowledge (X1), 
Market (X2) and Efficiency (X3) are constant, it will cause an increase in HR 
development of 0.374. 

3) The value of the regression coefficient for the Market variable (X2) is -
0.615, meaning that if there is an increase in the variables Market (X2), 
Knowledge (X1), and Efficiency (X3) constant, it will cause an increase in 
HR development 

4) The regression coefficient value for the Efficiency variable (X3) is 0.306, 
meaning that if there is an increase in the Efficiency (X3), Knowledge (X1) 
and Market (X2) variables constant, it will cause an increase in HR 
development of 0.306. 

 

Hypothesis Test 

1) Partial Test (t) 

The t test was used to assess whether or not there is a significant partial effect 
between the Independent and Dependent variables. The results of data processing 
carried out by researchers using SPSS version 25 are as follows: 

Table 6 Partial Test Results (t) 

Coefficients 

Model  Non-standardized 

Coefficients 

 

Standardized 

Coefficients 

t Sig. 

  
B Std. 

Error 

Beta 

  

1 (Constant) 24.077 5.919 
 

4.068 0  
Knowledge 

(X1) 
0.374 0.175 0.218 2.144 0.035 

 
Market (X2) -0.615 0.277 -0.227 -

2.221 
0.029 

 
Efficiency 

(X3) 
0.306 0.125 0.245 2.457 0.016 

a. Dependent Variable: SDM (Y) 
  

Source: Primary data processed 
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In Table 6 above can be interpreted as follows: 

1) Because the estimated t value for the Knowledge variable (X1) is 2.144 > 
1.661 (t table) and the significant value is 0.035 0.05, H1 is accepted, 
implying that the Knowledge variable (X1) has an impact on the HR 
variable (Y). 

2) Given that the Market variable (X2) has a computed t value of -0.221 1.661 
(t table) and a significant value of 0.029 0.05, H2 is rejected, implying that 
the Market variable (X2) has no effect on the HR variable (Y). 

3) Because the estimated t value for the Efficiency variable is 2.457 > 1.661 
(t table) and a significant value of 0.016 0.05, H3 is accepted, implying that 
the Efficiency variable (X3) has an effect on the HR variable (Y). 

 

2) Simultaneous Test (F) 

To see if the independent factors have an effect on the dependent variable at 
the same time, the researchers conducted the F test using SPSS version 25. The 
results of the F test conducted by the researchers were as follows: 

Table 7 Simultaneous Test 

ANOVA 

Model  Sum of Squares df Mean of Square F Significance. 

1 Regression 136.598 3 45.533 3.817 .013b  
Residual 1109.36 93 11.929 

  

 
Total 1245.959 96 

   

a. Human Resources (Y Var) 
  

b. Predictors: (Constant), Efficiency (X3), Knowledge (X1), Market (X2) 
  

Source: Primary data processed 

 

In Table 7 above, the results of the simultaneous test are obtained, where the 
calculated F value is 3.817 > 2.700 (F table) and the significant value is 0.013 < 0.05, 
so it can be concluded that the Knowledge variable (X1), Market variable (X2) and 
Efficiency variable (X3) have an effect on together on the HR variable (Y). 

  

5. DISCUSSION 

Based on the above research findings, it is clear that the first hypothesis, namely 
the influence of motives knowledge in the formation of alliances on human 
resources, appears to be strong and positive, with a t-count of 2.144> 1.661 (t table) 
and a significant value of 0.0350.05, so H1 is accepted. One of the key motivations 
for building strategic alliances, according to Grant and Baden-Fuller (2004), is 
information. Individuals develop knowledge; companies aid in this process by giving 
context and incorporating it into their knowledge network Nonaka et al. (1994), 
Grant et al. (1995). 

Human resources appear to be a basic component of intellectual capital, 
according to Ferenhof et al. (2015), because knowledge is held by individuals. 
Employees that are qualified and trained to perform processes and activities more 
effectively can help formalize this understanding. Human resource training aids in 
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the establishment of organizational knowledge and the advancement of technology 
in the workplace. On the one hand, organizational culture is influenced by people's 
values and attitudes.  

Furthermore, businesses can successfully embed employees' knowledge in 
their culture, routines, and processes Jardon and Martos (2012). This viewpoint 
leads to the conclusion that, in order to foster the growth of human resources, an 
organization must make use of collaborators' improved understanding and talents, 
and that, over time, more people will gain relevant skills and competences. As a 
result, adopting collaborative action between enterprises (forming a strategic 
alliance) aids knowledge creation and conversion. Firms' innovation potential is 
increased as a result of this Caldas and Candido (2013), and their performance is 
improved Khalique et al. (2015), Komodromos et al. (2019). 

Regarding the second hypothesis in this study, it shows that the influence of the 
market on human resources looks negative, where the t value is -0.221 < 1.661 (t 
table) and a significant value is 0.029 < 0.05, so it can be concluded that H2 is 

rejected which means the variable Market (X2) does not affect the HR variable (Y). 

Regarding the third research hypothesis, the results of the study reveal that the 
effect of efficiency motives on alliance formation on human resources looks strong 
and positive, where the t value (count) is 2.457 > 1.661 (t table) and a significant 
value is 0.016 < 0.05, so it means that H3 is accepted, which means the efficiency 
variable (X3) has an effect on the HR variable (Y). Increased efficiency has a direct 
impact on a company's profit margins. In this context, the amount of customer 
happiness is linked to the efficiency of the organization. The advantages in collective 
efficiency provided by geographical concentration of firms in the network, 
particularly if they are in the same industry, will help human resource development 
(Reis and Amato Neto, 2012). Internal and external (unplanned) economics will 
combine to produce this efficiency increase. 

  

6. CONCLUSION 

The following conclusions can be formed based on the outcomes of the research 
and discussions that have taken place: 

1) Knowledge which is the motive for forming strategic alliances has a positive 
effect on the development of human resources (HR) in the MSME sector. 

2) The market which is the motive for forming strategic alliances does not 
affect the development of human resources (HR). 

3) Efficiency which is the motive for forming strategic alliances has a positive 
effect on the development of human resources (HR). 
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