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Abstract

This study aims to explore the impact of human resource competencies on the performance of small-scale
startups in Egypt, focusing on the case study of the Project Development Agency. The study focuses on how
human resource management strategies affect the performance of these companies, specifically through
analyzing best practices and assessing the efficiency of human resources within these companies. This research
is important because it seeks to understand the relationship between human resource competencies and
the performance of startups in an environment characterized by limited resources and the major challenges
faced by these companies. The study relied on the descriptive analytical approach to analyze the relationship
between human resource efficiency variables and the performance of startups. This approach is appropriate
because it allows the examination and analysis of existing data in a way that allows accurate conclusions
to be drawn about the impact of human resource competencies on performance. The study included a
sample of small startups supported by the Project Development Agency in Egypt, where the effectiveness of
administrative, mental, and personal competencies in these companies was evaluated.

The results showed that human resource competencies play a crucial role in improving the perfor-
mance of small-scale startups. In particular, administrative competencies were found to be the most in-
fluential, as they contribute significantly to organizing work and achieving the company’s strategic goals.
Intellectual and personal competencies also showed a significant impact on performance, but to a lesser
extent than managerial competencies. These results emphasize the need to develop and train core com-
petencies among employees in startups to increase their effectiveness and enhance the company’s overall
performance. The study recommends the importance of enhancing training and development programs in
key competency areas, especially managerial competencies, to improve startup performance. It also em-
phasizes the vital role that human resources play in driving the success of these companies, especially in a
challenging business environment such as small startups. Furthermore, the study recommends the adop-
tion of effective human resources management strategies that are compatible with the nature and needs of
startups to achieve the best possible results.

Ke)/words: Human Resources Competency, Micro-Sized Startups, Human Resources Management
Strategies, Enterprises Deve/opment Agency, Competency Evaluation Performance.

Introduction

Over the past 40 years, the emergence and expansion of information technology (IT) into various man-
agement subsystems have sparked significant academic interest in conceptualizing the domain of competence.
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This growing interest spans not only the business sector but also various management areas, including organi-
zational behavior, human resources, leadership, management styles, and strategy. Given that the primary goal
of any organization is to achieve the highest quality of work through its employees, human resource managers
play a pivotal role in this endeavor.

Throughout these years, human resource management has experienced a fundamental transformation,
evolving into a strategic partner that adds value (Ulrich & Dulebohn, 2015). As a result, researchers have be-
gun to question the competencies, knowledge, skills, and abilities necessary for human resource managers to
effectively perform their activities and meet the new strategic demands of organizations in the information and
communication technology (ICT) sector (McDonnell & Sikander, 2017).

Recent studies on HR managers’ competencies have predominantly focused on a global approach that
identifies a set of general competencies applicable to the HR profession (Ulrich et al.,, 2017). This competency
model encourages managers to adopt a standardized approach across their organizations, often overlooking
the unique social contexts and specific fields of activity.

Undoubtedly, the human element is crucial in any organization, particularly in small and medium enter-
prises (SMEs), where effective human resource management can be a distinguishing factor. The efficiency of
human resources is a key driver of success and sustainability for small businesses, as it relies on the optimal
utilization of available skills, capabilities, and resources.

In thisintroduction, we will examine the significance and impact of human resource efficiency on business
success within small organizations. One of the most notable benefits of effective human resource management
is the enhancement of employee performance. A motivated and inspired team provides a solid foundation
for achieving business objectives and executing strategic plans successfully. Investing in the development of
employee skills and fostering team spirit leads to increased productivity and quality, ultimately boosting the
company’s competitiveness in the market.

Furthermore, efficient human resources contribute to the cultivation of a positive and supportive work
environment. When employees feel respected and valued, they are more likely to engage with the company,
exert effort, and innovate within their roles. This positive interaction between management and employees
fosters team spirit and heightens their commitment to achieving organizational goals. Additionally, human
resource efficiency plays a crucial role in formulating recruitment strategies and selecting the right personnel
for the organization. Well-trained HR professionals can refine selection techniques and meticulously evaluate
candidates’ skills, ensuring that the best talent is integrated into the team.

Study Problem

Small startups face significant challenges in achieving optimal performance due to a lack of competen-
ciesin human resources. These companies often lack the experience and skills necessary to effectively man-
age human resources, leading to weaknesses in recruitment, training, and employee development. This lack
of competency can negatively impact productivity and innovation, increase employee turnover rates, and
reduce the ability to adapt to market changes. Without improving human resources competencies, these
companies may struggle to grow and survive in a competitive environment.

Study Objectives:
The study aims to achieve the following objectives:
1-  Examiningtheimpactof human resource management trategies on the performance of startup companies.
2-  Analyze best practices and policies in the field of human resources management.

3-  Revealing the impact of human resources efficiency on the performance of Micro-sized startups by
applying it to Enterprises Development Agency in Egypt.
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4- Providing a set of recommendations and proposals to Enterprises Development Agency officials.
Based on the results of the study, they canbe generalized and applied in practical scenarios.

Study Importance:

The importance of the current study is due to its scientific and practical additionsas follows:

Scientific Importance:

The importance of this study is clear in its attempt to contribute to bridging the research gap in studies
and research related to the concept of Performance of Micro-sized startups, especially regarding Human Re-
sources Competency factors. The study also responds to the call of many earlier studies to conduct more re-
search on these topics, given their great importance in enriching academic literature and scientific research
centers, especially those that focus on management studies. Moreover, this study can provide a database to
help researchers and scientists conduct further research in this field”.

Practical Importance:

Improving human resource efficiency in micro-startups can significantly enhance their performance.
Studies have shown that effective human resource management contributes to a 20% increase in produc-
tivity and a 15% reduction in employee turnover. By developing skills, fostering innovation, and promoting
a positive work environment, startups can achieve sustainable growth and strengthen their competitive-
ness in the market.

The company offers you several benefits for individual membership, including:

- Investment. (

- Learning and insights. Independent Variable ) [ Dependent Variable J
- Networking. ‘

- Added benefits of corporate / \4

bersh: Human Resources Competency
membership.
- Achievement Competencies

SIUdy Model: - Administrative Competencies

The following form can be - Mental Competencies

The Performance of

Micro Sized

presented to be the general framework

- Personal Effectiveness Competencies
of the study,as follows: P /

Study Hypotheses: Figure (1): Model Framework of the Study

Main Hypothesis: It is expected that there is a statistically significant effect of Human Resources
Competency on the Performance of Micro-Sized Startups in the Enterprises Development Agency.

Sub-hypotheses:

- H1.1:ltis expected that there is a statistically significant effect of Achievement Competencies on
the Performance of Micro-Sized Startups in the Enterprises Development Agency.

- H1.2:Itis expected that there is a statistically significant effect of Administrative Competencies on
the Performance of Micro-Sized Startups in the Enterprises Development Agency.

- H1.3: It is expected that there is a statistically significant effect of Mental Competencies on the
Performance of Micro-Sized Startups in the Enterprises Development Agency.

- H1.4: It is expected that there is a statistically significant effect of Personal Effectiveness
Competencies on the Performance of Micro-Sized Startups in the Enterprises Development Agency.
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Research Justifications

The importance of human resource efficiency in micro-sized startups is highlighted due to limited re-
sources, with human resources being the foundation of the company’s sustainability. Given the high failure
rates of startups, this research aims to provide insights into improving human resource management to
increase productivity and reduce failure, while focusing on its role in fostering innovation and adapting to
competition.

Study Design:

Depending on the nature of the subject of the study and the information that must be obtained to re-
veal the impact of Human Resources Competency (HR.C) (as an independent variable) on the Performance
of Micro-Sized Startups (P.MS) (as dependent variable), and through the questions that the study seeks to
answer, this study relied on the descriptive analytical approach, which is “a way to describe and measure the
phenomenon studied by collecting, classifying, and analyzing the problem.”

A descriptive Study Design was used for the current study. The descriptive approach also means the
type of research that is carried out by interrogating the study community members or a sample of them,
with the aim of describing the phenomenon studied in terms of its nature and degree of existence. Accord-
ing to Sekaran & Bougie (2010), a descriptive Study Design is non-experimental in that it deals with the re-
lationships between non-manipulated variables in a natural rather than laboratory setting. The conditions
and events have already happened, and the researcher can select the variables that are most relevant for
analyzing the existing relationships.

In the Descriptive design, a hypothesis is also formulated and tested, and generalizations of findings
are arrived at through inductive-deductive reasoning. Descriptive design also employs methods of random-
ization so that error may be estimated when inferring population characteristics from observations of sam-
ples, and the variables and procedures are described (Cooper & Schindler, 2013).

The researcher who used this research looked to investigate discrepancies and develop recommenda-
tions that would improve overall performance and bridge the research gap in this area.

Study Procedures:
a-  Two types of data were used to achieve this approach from the following sources:

b-  Secondary Data: Itis the data obtained to build the theoretical framework of the study, where it was
relied on to identify the theoretical background of the study, on the various references of books
and articles and previous studies of Arab and foreign academic theses of the relevant master and
doctorate and published research, which dealt with the topics of Human Resources Competency
(HR.C) and Performance of Micro-Sized Startups (P.MS).

c-  Primary Data: This data was collected in the field through the survey list in the field study to test
the validity of the assumptions on which the study was based. By obtaining this data from em-
ployees in the Enterprises Development Agency. To attain and meet the research objective, the
researcher adopted a deductive and quantitative approach where information is gathered from
respondents through a survey using questionnaires to ensure the validity and reliability of research
findings are relevant, the researcher used an appropriate questionnaire, sampling technique, and
data analysis method which also covers the accuracy and quality of the research.

Data Gathering Techniques

The main instruments employed for data gathering were questionnaires. These had closed-ended
items, where the respondents had to tick or circle the most appropriate answers. Consultations with aca-
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demic professionals were used to confirm the content while building the questionnaires. The questionnaire
was used as the main tool for obtaining the primary data from the study population. The questionnaire was
chosen because it is one of the most common methods of data collection and is used to suit and adapt it in
terms of the nature of the study.

Population and Sample Design

Population: In this study, we used a cross-sectional design and collected data from 334 staff members
operating in the Enterprises Development Agency. This design choice is informed by earlier literature in the
field of Human Resources Competency (HR.C) and Performance of Micro-Sized Startups (P.MS). The total
the study’s population was 2,523 employees, and the size of the sample was 334.

Sample Design: The study sample was 334 and the survey was administered to obtain 334 valid ques-
tionnaires for statistical analysis. This analysis was used to determine whether human resource efficiency
(HR.C) affects the performance of small-scale startups (P.MS) across the input, process and outcome stages.

Literature Review

Study (Igbal et al., 2023) The study found that human capital positively influences entrepreneurial
orientation and market orientation, which in turn leverage SME performance. The impact of these orienta-
tions on performance was significant. Additionally, the study utilized PLS-SEM to analyze these relationships.

Study (Kakooza et al., 2023) The study found that location decisions have a more significant impact
on SME success compared to business choices. The research highlighted the importance of strategic loca-
tion decisions in contributing to the success of SMEs. Additionally, the study used correlation and hierarchi-

cal regression analysis to support these findings.

Study (Alan & Roslyn, 2023) The research found that emerging digital technologies have a signifi-
cant impact on HR functions and roles. The study highlighted that the adoption of smart technologies and
associated competencies will be critical for future HR professionals. Moreover, it was noted that current HR
strategies must evolve to accommodate these technological advancements to still be effective.

Study (Nayebpour & Sehhat, 2023) The study found that the competency model for human re-
source managers includes key themes such as paradoxical thinking and IT knowledge. These competencies
positively influence managerial effectiveness and organizational performance. Additionally, it was revealed
that HR managers with technical and engineering backgrounds at the undergraduate level

Study (Bandoi et al., 2022) The study found that compulsory HR competencies significantly affect
cyber security and organizational risk management. Additionally, the impact of these competencies on im-
proving or diminishing cyber security capabilities is large. The study emphasized that enhancing HR com-
petencies is crucial for managing organizational and cyber risks effectively.

Study (Masiko et al., 2022) The study found that technology competencies and human resources
have a positive and significant influence on productivity in the petroleum industry. The research revealed
that technology competencies have a greater impact on productivity compared to HR competencies. Addi-
tionally, the study used structural equation modelling to set up these relationships. and a shift to HR man-
agement at the graduate level are better positioned to excel in their roles.

The study by Sari, Anwar, & Kurniawan (2022) aimed to examine and analyze the effect of human
resource competence on the performance of micro-enterprises in Alewadeng Village. Data were collected
by distributing questionnaires to 49 entrepreneurs in the village. The results indicated that human resource
competence has a positive and significant impact on the performance of micro-enterprises, meaning that
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improving human resource competence contributes to enhancing business performance. Therefore, the
study emphasizes the importance of investing in the development of human resource competencies to

achieve better business outcomes.

After studying the earlier research and applying it to our topic “The Impact of Human Resources
Competency on the Performance of Micro-Enterprises” at the Small Enterprise Development Agency, several
research gaps have been found thatrequire further exploration and investigation. Among the significant
research gaps are:

- Notaddressingandstudyingthetopicofbusinesssuccessforthe performance of Micro-sizedstartups
regarding human resource efficiency practices, by applyingto Enterprises Development Agency in
particular.

- The scarcity of previous studies that addressed the relationship and impact between performance of
Micro sized startups and human resource efficiency practices in general. The relationship between the
two variables is not addressedby the application to the Enterprises DevelopmentAgency in particular.

- Therefore, the current study addresses this shortcoming by addressing the issue of analysing
business success practices for the performance of Micro-sized startups with efficient human
resources by applying them to Enterprises Development Agencies in Egypt.

One of the most significant aspects that distinguishes this study from previous studies.

As a result, a research gap emerges in the applied field due to the insufficient examination of the
impact of human resource competencies on the performance of micro-sized startups, particularly in how
these companies face challenges related to limited resources and efficiently manage performance. This gap
reflects the absence of studies that link human resource competencies to the success of micro-sized startups
in a challenging environment. Based on this analysis, the current study will focus on exploring the impact
of human resource competencies on the performance of these companies, with an emphasis on enhancing
employees’ managerial, personal, and intellectual capabilities to increase their effectiveness and achieve
sustainable success.

The Concept of Human Resources Competency:

In light of the increasing challenges related to enhancing competitive advantage and navigating
globalization, companies are increasingly focused on defining, articulating, and implementing
competencies. As the 20th century progressed, the demand for complex skills became essential not only for
human resource managers butalso for other roles, as specific competencies were necessary for optimal task
execution (Bordbar et al,, 2021).

A competency model is a systematic process for identifying competencies at both individual and
organizational levels. This model has emerged as a valuable approach for responding adeptly to the
ever-evolving business environment, helping to align managerial job requirements with organizational
strategies (Kashtanova et al.,, 2021).

In today’s competitive business landscape, where constant changes are the norm, employee
performance stands out as a critical factor for gaining a competitive advantage, necessitating ongoing
improvement (Cihan & Gurol, 2020). The efficiency-focused approach to human resource management
is central to essential human resource concepts such as selection, performance appraisal, training and
development, management, and reward systems.

To effectively fulfill their new roles and strategies, human resources must acquire new competencies,
which can be achieved through learning, language, logic, and understanding HR business concepts
(De Mauro et al., 2018). Given the human element’s presence in all organizational stages, effective human
resource management can significantly influence an organization’s success by developing plans and systems

350




Arab Journal of Administration, Vol. 2 No. 46, April 2026

for optimal resource utilization (Chen et al,, 2017). Long (2008) described HR competencies in terms of
business knowledge, strategic contribution, HR delivery, personal credibility, and HR technology.

Key drivers for adopting models focused on human resource efficiency include technological
advancements, diversity, globalization, rapid market changes, the need for greater productivity, the
increasing importance of knowledge capital, the shift to flat organizational structures, clarified job
expectations, the use of multidimensional assessment methods, and the growing complexity of career
planning (Sehhat et al., 2023). Given these dynamics, it is essential for managers to develop key and
specialized competencies to effectively navigate their roles.

Human Resources Competencies
1- Human Resources Competencies Importance

Human resources competencies are crucial for the success and sustainability of organizations, as
they enhance both individual and organizational performance. Recruiting and developing employees
with the right skills leads to improved individual performance and strengthens collaboration within teams
(Holmes et al., 2018). This integration boosts organizational performance by enhancing communication
and teamwork (Sehhat et al, 2023). Moreover, focusing on developing skilled human resources
improves the quality of products and services, helping organizations achieve a competitive advantage
(Bordbar et al., 2021).

Enhancingemployeesatisfactionisessential, asitis closely linked to the quality of the work environment
and effective human resource management (McDonnell and Sikander, 2017). A transparent atmosphere
that values individual contributions and provides professional development opportunities fosters trust and
loyalty (Kashtanova et al., 2021). Additionally, integration and collaboration among teams enhance orga-
nizational performance and help achieve strategic objectives (Ulrich and Dulebohn, 2015). By nurturing an
interactive environment, employees can exchange ideas, enriching creativity (Cunha et al.,, 2020). Further-
more, HR competencies allow organizations to develop employees’ skills in modern technology and adapt
to economic changes through continuous training aligned with market trends (Raisch & Krakowski, 2021).
This focus on transformation-based HR competencies enhances efficiency and productivity in a volatile
market.

2-  The Concept of Startups:

There is no specific definition for this concept yet because the meaning of a startup company is
completely comprehensive. To begin with, it can be defined as a company working to address an issue in
which the solution is not clear, and success is not guaranteed.

It is also: a company with a short operating time, which is often newly established, and is in growth
and searching for markets. These companies are often funded initially by their entrepreneurial founders by
resorting to their personal savings or their families, friends and acquaintances, in an effort to gain profit by
creating a product or service they perceive to be in high demand, and due to limited revenues or high costs,
most of these small-scale operations are not sustainable in the long term without additional funding from
venture capitalists (Igbal, et al, 2023). Entrepreneurial Emerging businesses can be described as the newest
version of inventors, as they tend to work on business models that can be repeated and expanded, unlike
small companies that prefer to work on a fixed business model, and the company appears as an endeavor to
address a problem in a creative way, entrepreneurs tend to favor personal and family funding, by providing
innovative solutions that have not been tried before. Solutions that have the power to change the world.

3- Reasons for the Success and Failure of Startups:

Understanding the reasons for startup success and failure is crucial for guiding entrepreneurs and
investors (Tan Le, 2019). Successful startups typically feature an innovative idea, a qualified team, a solid
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execution plan, and effective resource utilization (Ngoma et al., 2017). In contrast, challenges such as in-
adequate funding and a poor understanding of market dynamics often lead to failure (World Bank, 2013).

Factors like religion, race, and education influence funding patterns; for example, Muslim entrepre-
neurs often prefer Sharia-compliant financing (Fathonih etal., 2019; Tripalupi, 2019), while funding prefer-
ences vary by race. Additionally, funding patterns differ across investment phases, from pre-seed to initial
public offerings (Rehm, 2016).

4-  The Relationship between Human Resource Efficiency and the Performance of Micro-Starting
Companies:

The relationship between human resource efficiency and the performance of micro startups is crucial
for building strong foundations for success and continuity in the market (Sari & Sari, 2022). Technical skills
and experience are vital in determining efficiency and performance, with high skills in technology, engi-
neering, design, and software development essential for innovative product design and service delivery,
helping to attract customers and build a positive market reputation (Mathew et al., 2021). Strong tech-
nical ability also enables teams to tackle complex challenges and promotes an environment of creativity
through creative idea exchange (Ngoma et al.,, 2017). Leadership enhances efficiency by guiding teams
towards achieving goals, with effective leaders supporting and motivating teams for outstanding perfor-
mance (Tan Le, 2019). Participation and integration foster a sense of belonging and cooperation, enhancing
teamwork and contributing to a strong workforce (Subramony et al., 2018). Training and development are
essential forimproving efficiency, as they enhance employees’ skills and competency, promoting teamwork
and creative thinking (Mathew et al., 2021).

Table No. (1): Descriptive Statistics for the HR.C Variable

. . N Dimensions Mean Percentage% Std.
From the previous table No. (1), we find that - == Fe 308 79.63% 061

the most available dimensions of HR. Care respec- 3" AdministrativeCompetencies. 3.65  72.95%  0.73
tively: The first (Achievement Competencies) the  3- Mental Competencies. 337 6740% 083
Mean is (3.98) the rate is (79.63%), the second (Ad- . Eersonal Effectiveness 330 6605% 092
ministrative Competencies) the Mean is (3.65) the °mpe;e':cl'?|:'Rc) 5 i 06
. . . otal . . . o .

rate is (72.95%)., The third (Mental Competencies) Total (P.MS) 367 7336% 0.703
the Mean is (3.37) and a rate of (67.40%), The fourth

(Personal Effectiveness Competencies) the Mean is (3.30) the rate is (66.05%)

Descriptive Statistics to Measure the Variables

vl (WIN|=

Therefore, there is a high availability of HR.C dimensions, and opinions tend to agree, with the overall
average of the dimensions being (3.67), with an agreement rate (73.33%).

we find that the total average variable of (Performance of Micro-Sized Startups(P.MS)) is (3.67) and with
an agreement rate of (73.36%), and this indicates the Performance of Micro-Sized Startups(P.MS) was a neutral
degree in Enterprises Development Agency, and that opinions tend towards agreement on the expressions of
this dimension, where It turned out that the most available Statements in measuring after (Performance of Mi-
cro-Sized Startups(P.MS)) came first in a response indicating agreement, Statement: (14) with Mean of (4.35),
and that the least available statement came in last place with a response indicating agreement Statement: (4)
With Mean of (2.69).

Test the Hypotheses of the Study
The Main Hypothesis:

- ltis expected that there is a statistically significant effect of Human Resources Competency on the
Performance of Micro-Sized Startups in the Enterprises Development Agency.”.

- Toverify the Performance of Micro-Sized Startups of the model and decide the validity of the hypothesis,
this was tested through a set of criteria for judging the Quality of the model shown in the following table.
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In this structural model, the values are re- Table No. (2): Measurement Model Assessment
corded as X?/df =2.482, NFI=0.960& CFl  (Performance of Micro-sized Startups)

= 0.968, and RMSEA = 0.047. Because Indicator Value Acceptance level
there is an adequate fit, as shown by  Normed Chi-Square 2593  between (2,5)
these indices, between the hypothesized The Goodness-of-Fit statistic (GFI) 0.911 between (0,1)
model and the data collected. A review of  Adjusted Goodness of Fit Index(AGFI) 0.935 between (0,1) >0.90

- Normed Fit Index (NFI) 0.960 between (0,1) >0.95
the path coefficients could go ahead for :
h P | del g The Comparative Fit Index (CFI)  0.968 between (0,1) > 0.95
the structural model. RMSEA 0.047 between (0.01,0.08)

The hypothesis of this study was tested

using structural equation modelling via SMARTPLS14 as presented (2) The structural model assess-
ment as shown in the Table writes down the hypothesis tests. Human Resources Competency sig-
nificantly predicts the Performance of Micro-Sized Startups; hence, the main hypothesis is accepted

(B =863, p<0.001) Table No. (3): Structural Path Analysis Result (Performance of Micro-sized Startups)

The R? value shows

Exogenous

Estimate B (Path Z-

. P
the amount of variance of  construct et (e e Coefficient) *” Test R? Value

dependent variables which Perfor- d0  Achievement Competencies. 0.674 0.065 4.505 ok
is explained b}’ the inde- manceof d0 Administrative Competencies. 0.845 0.099 9.765 ook
. . . 8 Mental Competencies. 0.833 0.126 8.820 ook
pendent variable. Hence, Micro-sized 0.745
| R2 value i Startups 80 Personal ook
a farger R value increases P Effectiveness Competencies. 0.818 0.123 8.347

thepredictive ability of the  «,c 001, %< 01%p<.05

structural model. It is cru-

cial to ensure that the R? values should be high enough for the model to achieve a minimum level of ex-
planatorypower.Table.(3) ShowstheresultofR?fromthestructuralmodebnd shows the R2=0.745 values are
high enough for the model to achieve an acceptable level of explanatory power.

The First Hypothesis:

“It is expected that there is a statistically
significant effect of Achievement Compe-

Table No. (4): Measurement Model Assessment
(Achievement Competencies)

Indicator Value Acceptance level
Normed Chi-square 3.898 between (2,5)

tencies on the Performance of Micro-Sized  The Goodness-of-Fit statistic (GFl) 0.933  between (0,1)
Startups in the Enterprises Development _Adjusted Goodness of FitIndex (AGF) 0.929 between (0,1)>0.90

Agency.”. Normed Fit Index (NFI) 0.969 between (0,1)>0.95
i ) The Comparative Fit Index (CFI)  0.957 between (0,1) >0.95
- To verify the quality of the model and de- RMSEA 0.051 between (0.01,0.08)

cide the validity of the hypothesis, this was
tested through a set of criteria for judging the quality of the model shown in the following table.

In this structural model, the values are recorded as X2/df = 3.898, NFI=0.969& CFI =0.957, and RMSEA =
0.051. Because there is an adequate fit, as shown by these indices, between the hypothesized model and
the data collected. A review of the path coefficients could go ahead for the structural model.

The hypothesis of this study was tested using structural equation modelling via SMARTPLS14 as present-
ed (4) The structural model assessment as shown in the Table writes down the hypothesis tests. Achieve-
ment Competencies significantly predict The Performance of Micro-Sized Startups, hence, H1 is accepted
(B =1.331, p<0.001)

Table. (5) shows the result
of R2 from the structural model
and shows that allthe R2=0.580
values are high enough for the
model to achieve an acceptable
level of explanatory power.

Table No. (5): Structural Path Analysis Result (H1)

Exogenous P Endogenous Estimate B E Z- , p-

Construct Construct  (Path Coefficient) ~° Test R value
Performance of mi- Achlevemgnt 1331 0.296 4496 0580 **
cro-sized Startups Competencies.

- Fp<001, **p<.01*p<.05
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The Second Hypothesis:

- “Itis expected that there is a statistically significant effect of Administrative Competencies on the
Performance of Micro-Sized Startups in the Enterprises Development Agency”.

- Toverify the quality of the model and decide the validity of the hypothesis, this was tested through
aset of criteria for judging the quality of the model shown in the following table.

- Inthis structural model, the values are recorded as X2/df=3.828, NFI=0.955& CFI=0.972, and RMSEA
=0.053. Because there is adequate fit, as shown by these indices, between the hypothesized model
and the data collected. A review of the path coefficients could go ahead for the structural model.

Table (6) The structural model assessment as  Table No. (6): Measurement Model Assessment (H2)
shown in the Table indicates the hyPOthesiS tests. Indicator Value Acceptance Level
Administrative Competencies significantly predict Normed Chi-Square 3.828  between (2,5)
The Goodness-of-Fit statistic (GFI) 0.919  between (0,1)

i Adjusted Goodness of Fit Index (AGFI) 0.933 between (0,1)>0.90
H2 is accepted ([3 =0.845, p<0.001) Normed Fit Index (NFI) 0.955 between (0,1) > 0.95
The Comparative Fit Index (CFI)  0.972 between (0,1) >0.95

RMSEA 0.053 between (0.01,0.08)

The Performance of Micro-Sized Startups, hence,

Table (7) shows the result of R2 from the structural

model and indicates thaall the R2=0.704 val-
ues are high enough for the model to achieve Table No. (7) Structural Path Analysis Result
The Performance of Micro-Sized Startups)

an acceptable level of explanatory power.

Estimate B
Exogenous Endogenous (Path Coef- S.E Z- 2 p-
The Third Hypothesis: Construct Construct ficient) " Test RT value
- It is expected that there is a 55 Admlmstrat.lve 0845 0131 6435 0704
statistically significant effect of Competencies.

. kokk 3 *
Mental Competencies on the Per- p<.001, *p<.01%p<.05

formance of Micro-Sized Startups in the Table No. (8) Measurement Model Assessment

Enterprises Development Agency”. (Performance of Micro-sized Startups)
- To verify the Performance of Micro-Sized Indicator Value Acceptance level
Normed Chi-square 4302 between (2,5)

Startups of the model and determine the Rt
The Goodness-of-Fit statistic (GFI) 0.939 between (0,1)

validity of the hypothesis, this was test- 4 4 Goodness of Fit Index (AGFI) 0.927 between (0,1) > 0.90

ed through a set of criteria for judging the Normed Fit Index (NFI) 0.985 between (0,1)>0.95
Performance of Micro-Sized Startups of the The Comparative Fit Index (CFI)  0.977 between (0,1) > 0.95
model shown in the following table. RMSEA 0.027 between (0.01,0.08)

- Inthis structural model, the values are recorded
as X?/df = 4.302, NFI=0.985& CFI = 0.977, and RMSEA = 0.027 Because there is adequate fit, as indicated by
these indices, between the hypothesized model and the data collected. A review of the path coefficients could

proceed for the structural model. Table No. (9): Structural Path Analysis Result (H3)

Table (9) shows the result of R? from Exogenous Endogenous Estimate B (Path Z- 5 P
the structural model and indicates thatll  Construct " Construct _ Coefficient) " Test R value
the R?2=0.547 values are high enough for Mental 2426 0.843 2877 0547 **

Competencies
**Ep<.001, **p<.01*p<.05

Table No. (10): Measurement Model Assessment

the model to achieve an acceptable level
of explanatory power.

The Fourth Hypothesis: (Performance of Micro-sized Startups)
- “ltis expected that there is a statistically Indicator Value Acceptance Level
Normed Chi-square 3.609 between (2,5)

Slgmﬁcant effect of Personal Effectiveness The Goodness-of-Fit statistic (GFI) 0.915 between (0,1)

Competencies on the Performance of Adjusted Goodness of Fit Index (AGFI) 0.922 between (0,1) >0.90

Micro-Sized Startups in the Enterprises Normed Fit Index (NFI) 0.974 between (0,1) 20.95
Development Agency”. The Comparative Fit Index (CFI)  0.968 between (0,1) >0.95
RMSEA 0.061 between (0.01,0.08)

354



Arab Journal of Administration, Vol. 2 No. 46, April 2026

- To verify the Performance of Table No. (11): Structural Path Analysis Result (H4)

Micro-Sized Startups of the exogenous endogenous Estimate B (path Z- , P
model and determine the valid- _construct construct coefficient) "= Test R value
Personal

ity of the hypothesis, this was 55 Eifeen
tested through a set of criteria for c ectiveness 0.600 0.086 6.980 0.619 0.471
Ompetenues

judging the Quality of the model
shown in the following table.

- Inthis structural model, the values are recorded as X2/df =3.609, NFI=0.974& CFI = 0.968, and RMSEA
=0.061. Because there is adequate fit, as indicated by these indices, between the hypothesized model
and the data collected. A review of the path coefficients could proceed for the structural model.

**Ep<.001, **p<.01*p<.05

Table (11) shows the result of R2 from the structural model and indicates thawll the R2=0.619 values are
high enough for the model to achieve an acceptable level of explanatory power.

Results and Conclusions Study
Results:

The study reached several results that can contribute to solving the study problem, answering its ques-
tions, and testing its hypotheses. The researcher has categorized the results of the field study according to
the variables set by the study in examining the impact of Human Resources Competency on the Perfor-
mance of Micro-sized startups, so that the benefit is clearer, especially when formulating appropriate and
applicable recommendations for each variable, as follows:

1-  Results Related to Human Resources Competency:

The current study concluded that there is a high availability of Human Resources Competency dimen-
sions, and opinions tend to agree. It was found that the most available dimensions of Human Resources
Competency are respectively: The first (Achievement Competencies) the Mean is (3.98), the second (Ad-
ministrative Competencies) the Mean is (3.65), the third (Mental Competencies) the Mean is (3.37), the
fourth (Personal Effectiveness Competencies) the Mean is (3.30). The availability ratio for each dimension
of Human Resources Competency was as follows:

A-  Achievement Competencies:

The study concluded that interest in Achievement Competencies as one of the Human Resources
Competency Dimensions was a high degree in Enterprises Development Agency in Alexandria Governor-
ate and that opinions tend towards agree on the expressions of this dimension. The findings suggest that
achievement competencies are evaluated based on the results of tasks assigned to employees. The manage-
ment team identifies these competencies by monitoring the development of individual performance.

B- Administrative Competencies:

The study concluded thatinterest in Administrative Competencies as one of the Human Resources
Competency Dimensions was high degree in Enterprises Development Agency in Alexandria Governorate
and that opinions tend towards agree on the expressions of this dimension. The study findings revealed
the importance of virtual communication for HR leaders in enhancing their managementcompetencies.
The administration promotes team cooperation by providing opportunities to develop administrative
competencies within the framework of human resources competencies.

C- Mental Competencies:

The study concluded that interest in Mental Competencies as one of the Human Resources
Competency Dimensions was high degree in Enterprises DevelopmentAgency in Alexandria Governor-
ate and that opinions tend towards agree on the expressions of this dimension. The findings indicate that
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mental competencies are evaluated using advanced assessment tools to measure creative thinking, innova-
tionand similar attributes in the environment. The mental competencies of the functionakeam are developed
by providing training courses aimed at enhancing mental and innovative skills.

D- Personal Effectiveness Competencies:

The study concluded that interest in Personal Effectiveness Competencies as one of the Human
Resources Competency Dimensions was a high degree in the Enterprises Development Agency in Alex-
andria Governorate and that opinions tendtowards agree on the expressions of this dimension. The find-
ings revealed that the company develops its employees’ personal effectiveness competencies by providing
training courses aimed at enhancing personal organization skills and achieving individual goals. Periodic
assessments of employees’ personal effectiveness competencies are conducted to determine their progress
in improving time management and personal motivation.

2-  Results Related to the Performance of Micro-sized Startups:

The current study concluded that there is a high availability of performance among micro-sized start-
ups, and opinions tend to agree. The findings indicated that support is provided for marketing and pro-
moting to enhance the vision and fame of startups and micro-enterprises. Additionally, the Agency offers
consultation and counselling services to improve the performance of startups and micro-enterprises. Finan-
cial advisory services are provided to enhance money management, and training programs are offered to
develop leadership and management skills in these startups and micro-enterprises.

3-  Results Related to the Impact of Human Resources Competency on the Performance of
Micro-sized Startups:

The study concluded that among the dimensions of Human Resources Competency, Administrative
Competencies emerge as the most impactful on the Performance of Micro-Sized Startups (B = 0.845, p <
.001), followed closely by Mental Competencies (B = 0.833, p <.001), and Personal Effectiveness Compe-
tencies (B = 0.818, p <.001). Achievement Competencies also have a significant influence (B = 0.674, p <
.001). These findings underscore the critical role of comprehensive administrative skills, cognitive abilities,
and personal effectiveness in driving the performance and success of micro-sized startups within the Enter-
prises Development Agency. As for the effect of each dimension separately, it was as follows:

A-  Impact of Achievement Competencies on the Performance of Micro-sized Startups:

The study concluded that Achievement Competencies have a significant impact on the Performance
of Micro-Sized Startups, with an estimate B of 1.331 (p <.001). This result, supported by a Z-Test value of
4.496 and an R? of 0.580, indicates a strong and statistically significant effect of Achievement Competen-
cies on startup performance, emphasizing the importance of goal-oriented skills and accomplishments in
enhancing the success of micro-sized startups.

B- Impact of Administrative Competencies on the Performance of Micro-sized Startups:

The study concluded that Administrative Competencies have a substantial impact on the Performance
of Micro-Sized Startups, with an estimate B of 0.845 (p <.001). This result, supported by a Z-Test value of
6.435 and an R2 of 0.704, demonstrates a strong and statistically significant effect, highlighting the impor-
tance of effective administrative skills in enhancing the success and performance of micro-sized startups.

C-  Impact of Mental Competencies on the Performance of Micro-sized Startups:

The study concluded that Mental Competencies significantly impact the Performance of Micro-Sized
Startups, with an estimate B of 2.426 (p <.001). This result, supported by a Z-Test value of 2.877 and an R? of
0.547, indicates a strong and statistically significant effect of cognitive and intellectual skills on startup perfor-
mance, emphasizing the importance of mental competencies in enhancing the success of micro-sized startups.
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D- Impact of Personal Effectiveness Competencies on the Performance of Micro-sized Startups:

The study concluded that Personal Effectiveness Competencies significantly impact the Performance
of Micro-Sized Startups, with an estimate B of 0.600 (p <.001). This result, supported by a Z-Test value of
6.980 and an R? of 0.619, indicates a strong and statistically significant effect of personal effectiveness skills
on startup performance, highlighting the importance of these competencies in enhancing the success of

micro-sized startu ps.

Study Recommendations:

From the point of view of the results reached by the study. The researcher suggested the following

regarding the impact of human resources efficiencyon the performance of emerging micro-companies:
1-  Recommendations Related to the Impact of Human Resources Competency:

Table. (12): The Proposed Action Plan of the Impact of Human Resources Competence.

Study Result

Recommendation

Tasks

Responsibility

The results indicate a high
level of interest in Achieve-
ment Competencies (as
one of the dimensions of
Human Resources Compe-
tencies).

Our monitoring procedures
provide an opportunity to assess
the achievement competencies of
employees.

Organize quarterly evalua-
tion sessions for employees
to assess their performance
and determine the extent
to which they achieve the
required competencies.

Human Resources
Department, Perfor-
mance Manage-
ment Department.

The results indicate a

high level of interest in
Administrative Competen-
cies (as one of the dimen-
sions of Human Resources
Competencies).

Estimating the competencies of
administrative leaders in directing
and organizing work.

Estimate the competencies
of administrative leaders
in directing and organizing
work through structured
performance evaluations.

Human Resources
Department, Train-
ing and Develop-
ment Department.

The results indicate a high
level of interest in Mental
Competencies (as one of
the dimensions of Human
Resources Competencies).

The management is enhancing the
mental environment in remote
work by launching motivational
initiatives that contribute to en-
hancing the mental and creative
competencies of employees.

Enhance the mental envi-
ronment in remote work
by launching motivational
initiatives to boost employ-
ees’ mental and creative
competencies.

Human Resources
Department, Perfor-
mance Manage-
ment Department.

The results indicate a high
level of interest in Achieve-
ment Competencies (as
one of the dimensions of
Human Resources Compe-
tencies).

Our monitoring procedures
provide an opportunity to assess
the achievement competencies of
employees.

Organize quarterly evalua-
tion sessions for employees
to assess their performance
and determine the extent
to which they achieve the
required competencies.

Human Resources
Department, Perfor-
mance Manage-
ment Department.

2-

Recommendations Related to the Performance of Micro-sized Startups:

table No. (13): The Proposed Action Plan for the Performance of Micro-sized Startups.
Tasks

Implement comprehen-
sive support programs that
include financial aid, business
development services, and
networking opportunities tai-
lored for micro-sized startups.

Study Result Recommendation Responsibility

The results indi-
cate a high level
of performance
among micro-sized
startups.

Provide support and assistance
through the Enterprise Devel-
opment Agency to enhance the
performance of emerging and
micro-enterprises.

Enterprise Development
Agency, Business Support
Services Department.
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