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Abstract   

This article is grounded in the need to develop effective business strategies tailored specifically for Micro, 

Small, and Medium Enterprises (MSMEs). The aim of this article is to serve as a practical reference for 

MSMEs in growing their businesses and to offer alternative solutions to common challenges, particularly in 

Indonesia. Most importantly, for MSMEs, this work aspires to provide inspiration and actionable solutions to 

the obstacles they face. This study employs a qualitative methodology, combining literature reviews from 

scholarly journals and interviews with MSME practitioners to capture their real-world needs and perspectives. 

Central focus of this article is on human resource development within MSMEs. The novelty in this paper to 

introduce of the STAR SOURCE strategy tool, a new conceptual framework designed to enrich business 

development practices. This tool comprises ten key elements within the Resources Strategy Canvas (RSC): 

consisting of selection (S); training and development (T); assessing cultural fit (A); networking (R); specific 

needs (S); online platforms (O); outsourcing (U); referral program (R); company culture (C); evaluation (E). 

enriching the treasure trove of knowledge, especially in developing MSME businesses. Altogether, this 

strategy contributes to the broader body of knowledge and offers a fresh perspective on enhancing the 

capabilities of MSMEs. 

Keywords resource strategy canvas, STAR Source, human resource development. 

1. Introduction 

Human resource strategy is a systematic approach to managing people within an organization, 

with the goal of ensuring that human resources support the achievement of the organization's 

vision, mission, and strategic objectives. In a dynamic and competitive business environment, 

the role of human resources is not merely administrative but also a key driver in creating 

competitive advantage (Eidizadeh et al., 2017) 

HR strategy emerged in response to the need for organizations to align HR practices with the 

overall business strategy(Aljarboa, 2024). In this context, HR management must be able to 

create added value, increase productivity, and develop organizational capabilities, including in 

the context of small and medium-sized enterprises (SMEs).(Renedo et al., 

2025)(Wongsansukcharoen & Thaweepaiboonwong, 2023) 

The Objective of recruitment and selection in business and organizational environments is to 

identify, attract, and select individuals who best meet the company's needs and 

goals.(Tursunbayeva et al., 2025) This includes finding candidates who possess the right skills, 
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experience, and personality for the position, as well as a good fit with the company culture. The 

following are some specific objectives of the recruitment and selection process.(Shepperson et 

al., 2025) 

Tabel 1. Purpose of Recruitment and Selection Explanation 

Purpose of 

Recruitment and 

Selection  

Explanation 

Recruit quality 

employees 

Finding people with the right skills, knowledge, and experience for the 

position is often referred to as the right person in the right place. 

Improve 

organizational 

performance 

By recruiting the right employees, organizations can improve overall 

performance and productivity. 

Reduce 

employee 

turnover 

By selecting employees who are a good fit for the company and the 

position, organizations can reduce employee turnover, which can lead to 

high costs and disruption. 

Facing future 

challenges 

Effective recruiting allows organizations to anticipate future needs and 

identify talent that can help them navigate industry or technological 

changes. 

Develop a strong 

organizational 

culture 

Attracting individuals who align with your company's values and culture 

can help strengthen that culture and maintain a positive work 

environment. 

Increase diversity An inclusive recruitment and selection process can help organizations 

gain a diversity of experiences, backgrounds, and perspectives, thereby 

enriching the pool of ideas and perspectives. 

Save time and 

resources 

By using efficient and effective selection methods, organizations can 

save time and resources required to find, attract, and select the right 

employees. 

Benefits of Human Resource Strategy. Implementing a sound HR strategy brings various 

benefits to the organization, including: Improved employee performance due to role 

clarity(Stup et al., 2025), appropriate training, and career development(Hosen et al., 2024). A 

healthy work culture is formed, creating a collaborative and innovative work climate(Dinesh 

Babu et al., 2024). Employees are more engaged and loyal, reducing turnover rates and 

increasing team stability.(Pimentel et al., 2025)(Lathabhavan et al., 2024) Improved 

organizational adaptability, as human resources are better prepared for change.(Zhou et al., 

2025) Creating unique organizational capabilities that are difficult for competitors to 

imitate.(Horani et al., 2025) 

Connecting with the Resource Strategy Canvas (RSC). In the context of developing human 

resource strategies for MSMEs, the common approaches used by large companies are often not 

directly relevant. Therefore, a more applicable strategic tool is needed that is tailored to the 

characteristics of MSMEs. To address this need, the author developed the Resource Strategy 
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Canvas (RSC) model known as STAR SOURCE.–(Malinda, M; Wianto, E & Intan, 2024). The 

STAR SOURCE model consists of ten key elements developed specifically to address the 

challenges and needs of MSMEs in human resource management: Selection; Training and 

Development; Assessing Cultural Fit; Relationships/Networking; Specific Needs; Online 

Platforms; Utilizing Outsourcing; Referral Program; Company Culture; Evaluation. The RSC 

is not only a diagnostic tool, but also a strategic guide that MSMEs can use to design, evaluate, 

and refine their human resource management strategies. With a focus on human capital, STAR 

SOURCE positions human resources as the center of MSMEs' sustainable competitive 

advantage.Problems Entrepreneurs face in obtaining resources, resources can generally be 

divided into two categories: human resources and non-human resources. Human resources are 

obtained from the community through recruitment and selection processes. 

2. Literature Review 

Human Resource Management Elements in the Resource Strategy Canvas: 

a. Selection: The selection process is a crucial initial step in HR management because it 

determines the quality of individuals who will join the organization. According to (Dessler, 

2020), selection aims to choose the best candidates based on the match between individual 

qualifications and job requirements. In the context of MSMEs, the selection process is often 

informal, but it is important to have basic criteria to ensure the process remains objective 

and effective (Cardon & Stevens, 2004). 

b. Training and Development: Training and development aims to improve employee skills, 

knowledge, and abilities. (Armstrong, M., & Taylor, 2020) state that investing in training 

can improve individual and organizational performance. In MSMEs, training is often 

practical and based on direct experience, but it still plays a crucial role in technological 

adaptation and increasing competitiveness (Niraula et al., 2025) 

c. Assessing Cultural Fit: Cultural fit refers to the extent to which an individual's values align 

with those of the organization. (Phanniphong et al., 2024)emphasized the importance of 

cultural fit in creating a harmonious and productive work environment. In small 

organizations such as MSMEs, organizational culture is heavily influenced by the business 

owner, so selecting culturally compatible employees can increase retention and loyalty(Arz, 

2019).(Wang et al., 2025) 

d. Relationships / Networking: Networking is a strategic asset in business development. 

According to(Anjaningrum et al., 2024), social networks can influence access to 

information, resources, and business opportunities. For MSMEs, relationships with local 

communities, business associations, and support institutions are crucial in expanding 

markets and accessing training or capital (Abane et al., 2024) 

e. Specific Needs: HR strategies must be tailored to the specific needs of the company and its 

industry. (Deepa et al., 2024)suggest that effective HR management depends on mapping 

organizational needs against required competencies. In MSMEs, HR needs vary greatly 

depending on the type of business, production scale, and target market.(Dutta et al., 2022) 

f. Online Platforms (Digital Platforms): The use of digital platforms in HR management has 

grown rapidly. According to (Dutta et al., 2022), technologies such as recruitment 
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applications, e-learning, and digital performance management have helped organizations 

improve HR efficiency. For MSMEs, the use of online platforms can help in reaching talent, 

facilitating training, and monitoring productivity in real time.(Galanti & Fantinelli, 2024) 

g. Utilizing Outsourcing (Using Outsourcing): HR outsourcing is carried out to reduce 

operational burdens and allow companies to focus on core competencies. (Dang et al., 2025) 

explain that outsourcing can provide flexibility and cost efficiency, especially for small 

companies with limited resources. However, it is important to maintain quality and control 

in outsourcing partnerships.(El Mokrini & Aouam, 2022) 

h. Referral Program (Referral Program): An employee referral program is a recruitment 

strategy that relies on internal networks to recommend candidates. According to (Aparna & 

Kumar, 2024)this method not only saves recruitment costs but also increases the chances of 

finding employees who are a good cultural fit and perform well. MSMEs often utilize this 

system informally through personal connections or local communities.(Zhao et al., 2025) 

i. Company Culture: Company culture is the foundation of values, norms, and work practices 

within an organization. (Zhao et al., 2025)emphasized that a strong organizational culture 

can drive employee performance, innovation, and loyalty. In MSMEs, culture is typically 

more flexible and rooted in the values of the business owner, creating a close-knit and 

adaptive work environment.(Ak et al., 2025) 

j. Evaluation: Evaluation in HR management is crucial for assessing the effectiveness of 

strategies and employee performance. According to (Ak et al., 2025)objective performance 

evaluations can aid in decision-making regarding promotions, training, and career 

development. In the MSME context, although evaluations are often conducted informally, 

a systematic approach can help improve business efficiency and growth.(Hai & Park, 2024) 

3. Research Method 

The methodology employed in developing the Resource Strategy Canvas (CSC) as a strategic 

tool is rooted in a qualitative research approach. This method is used to explore and understand 

human phenomena, behaviors, and experiences within social and cultural contexts (Sekaran & 

Bougie, 2016). Rather than focusing on numerical data or statistical analysis, the research 

emphasizes meaning and interpretation. 

A Systematic Literature Review (SLR) is utilized to identify, evaluate, and synthesize prior 

studies in a structured and comprehensive manner(Snyder, 2019). This approach supports the 

development of a deep understanding of the strategic needs of MSME actors, especially in 

enhancing their business competitiveness. 

To complement the literature review, the author also conducted interviews with MSME 

practitioners to capture their perspectives, challenges, and practical needs in achieving 

competitiveness (Kabir, 2016). The data collection process further draws on the author's 

personal engagement and interaction with MSMEs, applying two qualitative techniques: 

Participatory Observation – where the author is actively involved in the daily activities of 

MSMEs, observing how business actors manage operations, address challenges, and make 

decisions. Insights are recorded through direct observation and reflective notes during field 
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interactions (Jiang et al., 2024)  

Informal Interviews and Dialogues – conducted in a casual, non-structured manner, these 

conversations allow for open and candid sharing. Through these interactions, the author 

captures the lived experiences, strategies, and personal reflections of MSME actors in 

navigating their business environment (Sivarajah et al., 2020) 

By combining these qualitative techniques, the research aims to generate a rich, contextual 

understanding of the competitiveness needs of MSMEs and inform the development of the RSC 

tool accordingly.  

4. Finding and Discussion 

Resource Strategy Canvas. Understanding the purpose of recruitment and selection requires a 

recruitment and selection strategy. Recruitment and selection for small and medium-sized 

enterprises (SMEs) can be both challenging and crucial to their success. Below are some 

considerations and strategies tailored to SMEs in figure 1 and Table 2, Table 3.  

Figure 1. Resources Strategy Canvas (RSC)  

 

Source: (Malinda, Maya; Elizabeth;Evelyn Laurentia, 2024) 
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Table 2. Resource Strategy Elements and Meaning Graph 

Resource Strategy elements 

Graph 
Meaning of graph 

Selection (S) 

 

Slim size 

 

Streamline the Selection Process. Keep the selection 

process efficient and focused. SMEs may not have the 

luxury of a lengthy hiring process, so prioritize the most 

important steps like resume screening, interviews, and 

reference checks. 

Training and Development(T) 

 

Graph + dollar 

 

Invest in Training and Development. Realize that hiring for 

potential and cultural fit is sometimes more beneficial than 

simply focusing on immediate skills. SMBs can invest in 

training and development programs to help new employees 

acquire the specific skills needed for the role. 

Assessing Cultural Fit (A) 

 

Diamond 

 

Assess Cultural Fit. In SMEs, cultural fit can be crucial due 

to the tight-knit nature of teams and the need for individuals 

to adapt quickly. Look for candidates who not only possess 

the required skills but also align with your organization's 

values and dynamics. 

Networking (R) 

  

Spider web 

 

Take Advantage of Networking. Leverage your personal 

and professional networks, as well as those of your current 
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Resource Strategy elements 

Graph 
Meaning of graph 

 

employees, to spread the word about job openings. 

Networking can be a cost-effective way to reach potential 

candidates who may not be actively searching through 

traditional channels. 

Specific Needs (S) 

 

Three connected circles 

 

Identify Specific Needs. Small and medium-sized 

businesses often have limited resources, so it's crucial to 

clearly identify the specific skills, experience, and qualities 

required for the role. Prioritize the most important 

requirements to effectively focus your search. 

 

Online Platforms (O) 

 

 

Social media logos 

 

Take Advantage of Online Platforms. Use online job 

boards, social media platforms, and professional 

networking sites to advertise job openings. Many platforms 

offer low-cost or even free job posting options, making 

them suitable for small business budgets. 

Outsourcing (U) Electric socket 

Consider Outsourcing. For specialized roles or during 

periods of rapid growth, SMEs may benefit from 

outsourcing certain aspects of recruitment and selection to 

external agencies or consultants. This can provide access to 

expertise and resources that may not be available internally. 
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Resource Strategy elements 

Graph 
Meaning of graph 

 

Referral Program (R) 

 

Three linked circles 

 

Consider a Referral Program. Implement a referral program 

that incentivizes current employees to refer qualified 

candidates. This can be a cost-effective way to attract talent 

while also boosting employee engagement and retention. 

Company Culture (C)

 

Diamonds and hands 

 

Emphasize Company Culture and Opportunities. Highlight 

the unique aspects of your company culture, growth 

opportunities, and the impact employees can make in a 

smaller organization. SMEs often offer more flexibility, 

autonomy, and opportunities for advancement, which may 

appeal to certain candidates. 
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Resource Strategy elements 

Graph 
Meaning of graph 

Evaluation (E) 

 

Two emojis 

Evaluate, Seek Feedback, and Iterate. Continuously seek 

feedback from candidates and hiring managers to improve 

your recruitment and selection process over time. Adjust 

your strategy based on what works best for your 

organization and the specific challenges you face. 

Source: (Malinda, M; Wianto, E & Intan, 2024) 

 

Table 3.  Resource Strategy elements and explanation 

Resource Strategy elements Explanation and Questions 

Selection (S) 

 

Streamline the Selection Process 

Keep the selection process efficient and focused. SMEs 

may not have the luxury of a lengthy hiring process. 

Therefore, prioritize the most important steps, such as 

resume screening, interviews, and reference checks. 

1. What does your company do to streamline and maintain 

efficiency in the selection process? 

Training and Development(T) 

 

Investing in Training and Development 

Recognize that hiring for potential and cultural fit is 

sometimes more beneficial than simply focusing on 

immediate skills. SMEs can invest in training and 

development programs to help new employees acquire the 

specific skills needed for the role. 

1. What is your company's investment in human resource 

training? 

2. What is your company's investment in human resource 
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Resource Strategy elements Explanation and Questions 

development? 

Assessing Cultural Fit (A) 

 

Assessing Cultural Fit 

In MSMEs, cultural fit can be crucial due to the close-knit 

nature of teams and the need for individuals to adapt 

quickly. Look for candidates who not only possess the 

required skills but also align with your organization's values 

and dynamics. 

1. What does your company do to assess cultural fit? 

2. What efforts does the company make to align skills with 

company values? 

3. What efforts does the company make to align skills with 

company dynamics? 

Networking (R) 

  

 

Take Advantage of Networking 

Leverage your personal and professional networks, as well 

as those of your current employees, to spread the word 

about job openings. Networking can be a cost-effective way 

to reach potential candidates who may not be actively 

searching through traditional channels. 

1. Will your company recruit privately or use job 

networking? 

2. What does your company do to save costs in the talent 

acquisition process? 

Specific Needs (S) 

 

Identify Specific Needs 

Small and medium-sized businesses often have limited 

resources, so it's crucial to clearly identify the specific 

skills, experience, and qualities required for the role. 

Prioritize the most important requirements to effectively 

focus your search. 

1. What are your company's specific human resource 

needs? Consider the specific skills, experience, and 

qualities required for the role. 

2. What are your company's primary requirements for 

potential employees? (skills, education, experience, 
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Resource Strategy elements Explanation and Questions 

behavior)? 

3. What additional requirements support these specific 

needs? (driving skills, experience in the same field) 

Online Platforms (O) 

 

 

Leverage Online Platforms 

Use online job boards, social media platforms, and 

professional networking sites to advertise job openings. 

Many platforms offer low-cost or even free options for 

posting job listings, making them suitable for small and 

medium-sized business (SME) budgets. 

1. Which of the following options do you think is the most 

effective to use: online jobs, social media platforms, and 

professional networking sites? 

Outsourcing (U) 

 

Consider Outsourcing 

For specialized roles or during periods of rapid growth, 

MSMEs may benefit from outsourcing certain aspects of 

recruitment and selection to external agencies or 

consultants. This can provide access to expertise and 

resources that may not be available internally. 

1. What should you do if your company's resources are 

unavailable? 

2. What steps should companies take when considering 

outsourcing? 

3. How should you select an outsourcer? 

4. What are the requirements for an outsourcer? 

Referral Program (R) Consider a Referral Program 

Implement a referral program that incentivizes current 

employees to refer qualified candidates. This can be a cost-

effective way to attract talent while also encouraging 

employee engagement and retention. 

1. What is your referral program? 

2. What are the advantages of a referral program for your 
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Resource Strategy elements Explanation and Questions 

 

company? 

3. What are the disadvantages of a referral program for your 

company? 

Company Culture (C)

 

Emphasize Company Culture and Opportunities 

Highlight the unique aspects of your company culture, 

growth opportunities, and the impact employees can make 

in a smaller organization. Small and medium-sized 

enterprises (SMEs) often offer more flexibility, autonomy, 

and opportunities for advancement, which may appeal to 

certain candidates. 

1. What company culture do you foster for your human 

resources? 

2. What growth opportunities does your company provide 

for your human resources? 

Evaluation (E) 

 

Evaluation and Iterate 

Continuously Evaluation from candidates and hiring 

managers to improve your recruitment and selection 

process over time. Adjust your strategy based on what 

works best for your organization and the specific challenges 

you face. 

1. What evaluation efforts does your company implement 

for candidates and hiring managers? 

2. How frequently do you provide evaluation? 

3. What are the goals for the evaluation? 

Source: (Malinda, M; Wianto, E & Intan, 2024) 

For this Resources Strategy Canvas, it is abbreviated as STAR SOURCE, where the meaning 

of STAR is a star that can be interpreted as being bright, shining in the midst of darkness. while 

SOURCE means source. In the sentence STAR SOURCE, it can be interpreted that 
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entrepreneurs in facing competition need shining stars who become sources to face business 

competition. The Resources Strategy Canvas (RSC) is a strategic tool for business development, 

specifically for acquiring and managing resources effectively and efficiently to face 

competition. The canvas consists of ten elements: selection (S); training and development (T); 

assessing cultural fit (A); networking (R); specific needs (S); online platforms (O); outsourcing 

(U); referral program (R); company culture (C); and evaluation (E).   

5. Conclusion 

Human resource (HRM) management is a strategic component in building competitive 

advantage, not only for large companies but also highly relevant for Micro, Small, and Medium 

Enterprises (MSMEs). The ten elements of the Resource Strategy Canvas (RSC)—namely 

Selection, Training and Development, Assessing Cultural Fit, Networking, Specific Needs, 

Online Platforms, Outsourcing, Referral Programs, Company Culture, and Evaluation—

concludes that each element plays a crucial role in improving the organization's overall 

effectiveness and competitiveness. 

A strategy based on selecting the right workforce, targeted training, and organizational cultural 

fit can build a strong resource foundation. Furthermore, the use of digital technology, social 

networks, and flexible approaches such as outsourcing and referrals are highly adaptive tools 

for MSMEs with limited resources. 

Furthermore, an emphasis on understanding specific needs and continuous evaluation allows 

HR strategies to remain responsive to changes in the business environment. An inclusive 

company culture aligned with organizational values also serves as a catalyst for fostering 

employee engagement and loyalty. 

Thus, a holistic and contextual approach to HR management strategy—as reflected in the RSC 

model—is an important step in strengthening the organizational structure of MSMEs and 

enhancing their capabilities to grow and compete sustainably. 
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