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Abstract

This paper examines the relationship between human resource management and corporate 

entrepreneurship. The objective of this paper among others include to examine the 

relationship between human resources management (HMR) and  corporate entrepreneurship 

(CE), to analyze the influence of specific human resources practices on corporate 

entrepreneurship. This paper reviews some related literature alongside theoretical 

framework which have bearing on the subject matter. This paper adopts the descriptive 

survey design in achieving the stated objective. The population of this study consists of 

establishment operating in Jalingo metropolis which has more than 5o employees the study 

used secondary data for its analysis.  The findings show that that there is a relationship 

between human resources management (HMR) practices and the promotion of corporate 

entrepreneurship (CE) in an organization, it is also found out that all dimensions of Human 

Resource management activities, which are selective staffing, extensive training, internal 

mobility, and employment security, clear job description-result oriented appraisal, and 

participation, directly or indirectly affect corporate entrepreneurship. Based on the findings, 

the researcher recommended Organization should encourage organizational support, as it 

does not only mediate the relations between HR activities and commitment, and 

organizational citizenship behavior, but also mediates the relations between HR activities 

and corporate entrepreneurship.

1.0 Introduction

Corporate entrepreneurship, which 

has become an important field of 

management study, was described as the 

presence of innovation plus the presence of 

the objective of rejuvenating or purposefully 

redefining organizations, markets or 

industries in order to create or sustain 

competitive superiority. Corporate 

entrepreneurship which is also defined as 

the activities that an organization 

undertakes to enhance its product-

innovation, risk-taking, and proactive 

response to environmental forces and as 

the sum of a company's innovation, 

venturing and renewal efforts are a 
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facilitator for human resource management 

practice.

Researchers and practitioners 

found that human resources management

practices have a key role in promoting 

corporate entrepreneurship. Moreover, 

human resources management is a field of 

managerial decision making which affects 

corporate entrepreneurship. 

Therefore, human resources 

practices could have a considerable effect 

on reinforcing corporate entrepreneurship. 

Chandler et al. propose that human 

resources management affects creativity 

and innovation by creating a supporting 

culture. A high number of policies related to 

human resources management can affect 

corporate entrepreneurship. 

In this paper, the focus is on 

relationship between human resources 

management (HMR) practices and 

corporate entrepreneurship (CE). The 

paper reviews the literature relating to 

corporate entrepreneurship and HMR 

practices and examines the link between 

them. 

2.0 Statement of the Problem

Over the past three decades, a 

growing body of literature has emerged that 

focuses on the association between human 

resource management practices and 

corporate entrepreneurship (Morris and 

Jones, 1983; Schuler, 1986; Kuratko et al., 

1990; Hornsby et al., 1999; Twomey and 

Harris, 2000; Hayton, 2004; Kaya 2006; 

Zhang et al. 2008; Schmelter et al, 2010; 

Zhang and Jia 2010). However, only a few 

studies have examined the influence of 

human resource practices on a firm's 

overall corporate entrepreneurship and 

explained how human resource practices 

directly influence corporate 

entrepreneurship (Zhang et al., 2008). 

Objective of the Study

The main objective of this paper is to 

examine the relationship between human 

resource management and corporate 

entrepreneurship. Other objective includes;

I. To examine the relationship 

between human resources management 

(HMR) practices and the promotion of 

corporate entrepreneurship (CE)

II.To analyze the influence of specific 

human resources practices on corporate 

entrepreneurship

Literature Review

Conceptual Framework

Corporate Entrepreneurship 

Corporate entrepreneurship 

involves employee initiative from below in 

the organization to undertake something 

new. An innovation which is created by 

subordinates without being asked, 

expected, or perhaps even given 

permission by higher management to do so. 

Three major definitions of corporate 

entrepreneurship are developed by Vesper, 

which can be identified as 

(1) New strategic direction; 

(2) Initiative from below; and 
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(3) Autonomous business creation. 

Jennings and Lumpkin (1989) 

defined the corporate entrepreneurship as 

the extent to which new products and/ or 

new markets are developed.  An 

organization is entrepreneurial if it develops 

a higher than average number of new 

products and/ or new markets. This 

definition is similar to the definition offered 

by Spann, Adams and Wortman (1988) 

who define corporate entrepreneurship as 

the establishment of a separate corporate 

organization to introduce a new product, 

serve or create a new market, or utilize a 

new technology. 

Another definition developed by 

Zahra (1996) where corporate 

entrepreneurship: ?refers to formal and 

informal activities aimed at creating new 

business in establishing companies 

through product and process innovations 

and market developments. These activities 

may take place at the corporate, division 

(business), functional, or project levels, 

with the unifying objective of improving a 

company's competitive position and 

financial performance. Corporate 

entrepreneurship also entails the strategic 

renewal of an existing business?.

In a global sense, corporate 

entrepreneurship refers to the development 

of new business ideas and opportunities 

within large and established corporations. 

In this way, Guth and Ginsberg underline 

that corporate entrepreneurship 

encompasses two types of phenomena and 

the processes surrounding them: (1) the 

birth of new businesses within existing 

organizations, i.e. internal innovation or 

venturing; and (2) the transformation of 

organizations through renewal of the key 

ideas on which they are built, i.e. strategic 

renewal. Schendel adds that corporate 

entrepreneurship involves the notion of 

birth of new businesses within on- going 

businesses, and . . . The transformation of 

stagnant, on- going businesses in need of 

revival or transformation. Recently, Ierland, 

Kuratko and Morris present corporate 

entrepreneurship as a process through 

which individuals in an established firm 

pursue entrepreneurial opportunities to 

innovate without regard for the level and 

nature of current available resources. It 

describes the total process whereby 

established enterprises act in innovative, 

risk-taking and proactive ways. From this 

definition, we can conclude that many 

terms are utilised to describe 

entrepreneurial efforts inside the existing 

organization, including corporate 

entrepreneurship, corporate venturing, 

intrapreneuring, internal corporate 

entrepreneurship, internal 

entrepreneurship, strategic renewal, 

venturing. For Zahra, as a result of the 

process of corporate entrepreneurship can 

be innovation, venturing and strategic 

renewal. 

Furthermore, Brizek and Khan 
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(2007), report that corporate 

entrepreneurship covers the creation of a 

new business within an existing 

organization and strategic renewal that 

includes innovation and creativity. They 

described corporate entrepreneurship as 

?organizational innovation, risk taking, 

diversification and organizational 

empowerment? and labelled it in many 

ways such as corporate venturing; 

intrepreneuring; internal corporate 

entrepreneurship; and strategic renewal. 

From these perspectives, Ling et al. 

approached corporate entrepreneurship as 

the sum of a company's innovation, 

renewal, and venturing efforts. So, under 

this definition, it is clear that innovation, 

strategic renewal, and corporate venturing 

are all important and legitimate parts of the 

concept of corporate entrepreneurship. 

Hence, innovation refers to creating and 

introducing products, production processes, 

and organization systems. Renewal means 

revitalizing the company's operations by 

changing the scope of its business, its 

competitive approaches or both. It also 

means building or acquiring new 

capabilities and then creatively leveraging 

them to add value for shareholders, and 

venturing refers to firm behaviors such as 

entering new businesses through the 

creation or purchase of new business 

organizations.

In a global sense, corporate 

entrepreneurship refers to the development 

of new business ideas and opportunities 

within large and established corporations. 

In this way, Guth and Ginsberg underline 

that corporate entrepreneurship 

encompasses two types of phenomena and 

the processes surrounding them: (1) the 

birth of new businesses within existing 

organizations, i.e. internal innovation or 

venturing; and (2) the transformation of 

organizations through renewal of the key 

ideas on which they are built, i.e. strategic 

renewal. Schendel adds that corporate 

entrepreneurship involves the notion of 

birth of new businesses within on- going 

businesses. 

Recently, Ierland, Kuratko and 

Morris present corporate entrepreneurship 

as a process through which individuals in 

an established firm pursue

entrepreneurial opportunities to innovate 

without regard for the level and nature of 

current available resources. It describes 

the total process whereby established 

enterprises act in innovative, risk-taking 

and proactive ways.  From this definition, 

we can conclude that many terms are 

utilised to describe entrepreneurial efforts 

inside the existing organization, including 

corporate entrepreneurship, corporate 

venturing, intrapreneuring, internal 

corporate entrepreneurship, internal 

entrepreneurship, strategic renewal, 

venturing.

From these perspectives, Ling et al. 

approached corporate entrepreneurship as 
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the sum of a company's innovation, 

renewal, and venturing efforts. So, under 

this definition, it is clear that innovation, 

strategic renewal, and corporate venturing 

are all important and legitimate parts of the 

concept of corporate entrepreneurship. 

Hence, innovation refers to creating and 

introducing products, production processes, 

and organization systems. Renewal means 

revitalizing the company's operations by 

changing the scope of its business, its 

competitive approaches or both. It also 

means building or acquiring new 

capabilities and then creatively leveraging 

them to add value for shareholders, and 

venturing refers to firm behaviors such as 

entering new businesses through the 

creation or purchase of new business 

organizations

The Human Resource Management (HRM) 

We hardly find any satisfactory 

definition of the term "human resources 

management". Continuing on this point 

review manuals we notice that some of 

them ignore on such a definition, they treat 

HRM without specifying the meaning they 

accord to the concept. Others - the majority 

- give to the term a very broad meaning: it 

concerns "the human and social structures 

and men" or it relates to "the regulation of 

work in organizations" the "management of 

labor and employment" , the "people 

management in organizations" or to "all 

practical planning, the direction, 

organization and control of human 

resources within the organization ".

According Legall, human resource 

management is "one of the specialties of 

the great field of management". It is also for 

him, "a corporate function that aims to 

achieve effective and sustained over time 

between employees and jobs in terms of 

numbers and qualifications match. It aims, 

further optimizing skills to the business 

strategy ". Godonou argued that HRM is the 

set of measures (policies, procedures, etc.) 

and the activities or practices (training, 

recruitment etc.) involving Human 

Resources and aiming to efficiency and 

optimal performance on the part of 

individuals and the organization. It is clear 

from these definitions that importance of 

human potential is necessary for the proper 

functioning of a company and that particular 

attention should be paid to human 

resources because they value all other 

forms of company resources.

The Importance of HRM Practices 

The requirement of HRM being 

created seems to be obvious. The 

entrepreneur is soon confronted with the 

issue of recruitment, compensation, 

especially when the project is part of an 

entrepreneurial team. Entrepreneurship is 

not just for the sole entrepreneurship. 

Existing organizations, whatever their size, 

can favor an entrepreneurial orientation. 

Developing and maintaining this orientation 

is an organizational and HRM practices 

specific valuing autonomy and risk-taking. 
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For each human resource practice there 

exist design options that are, in fact, options 

to promote and reinforce different 

employee characteristics and behaviors. 

Furthermore, Schuler precise that HRM 

practices can reflect an organization's 

culture, specifically, many authors 

suggested that Corporate 

Entrepreneurship requires a culture built 

around emotional commitment, autonomy, 

empowerment, earned respect, and a 

strong work ethic. On the other side, ?the 

companies founded by entrepreneurs who 

are unable or unwilling to deal effectively 

with HRM related issues find it difficult to 

attract and retain top employees, are 

unable to motivate those who remain, and 

in general, fail to maximize the value of their 

human resourcesoften with dire 

consequences for their survival

Moreover, the ability to pursue new 

opportunities that can be described as 

entrepreneurial ability supposes to have 

human resources that understand and 

exploit such opportunities. In this regard, 

recruitment policies, remuneration and 

promotion influence the entrepreneurial 

potential. The policies of human resources 

management: recruitment, selection, 

training, performance appraisal and 

compensation are intended to guarantee 

the employees' possession of necessary 

features for effective organizational 

performance and to provide the appropriate 

behavioral index and reinforcements to 

guide and motivate desired behaviors 

Relationship between Human Resources 

Management and Corporate 

Entrepreneurship 

In the existing literature, there is a 

growing interest in human resources 

practices as an antecedent to corporate 

entrepreneurship (Schuler, 1986; Kuratko 

et al., 1990; Morris and Jones, 1993; 

Hornsby et al., 1999; Twomey and Harris, 

2000; Hayton, 2004; Kaya 2006; Zhang et 

al. 2008; Schmelter et al, 2010; Zhang and 

Jia 2010). Schuler (1986) argues that 

consistent human resources practices can 

improve entrepreneurship and suggests 

that the following employee characteristics 

are associated with successful 

entrepreneurial efforts: creative and 

innovative behavior, risk taking, long-term 

orientation, focus on results, flexibility to 

change, cooperation, independent 

behavior, tolerance of ambiguity, and a 

preference to assume responsibility. 

Accordingly, to increase the 

likelihood of systematic innovation and 

thereby foster and facilitate 

entrepreneurship, organizations need to 

stimulate and reinforce these 

characteristics via human resource 

management practices. In a study of 112 

firms from a wide range of industries, Morris 

and Jones (1993) identify five sets of 

human resources practices associated with 

corporate entrepreneurship: performance 

appraisals; compensation; orientation and 
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training; recruitment and career 

development; and job design. Firstly, 

Morris and Jones assume that performance 

appraisals are oriented towards ends rather 

than means; they measure both individual 

and group performance; they include 

innovation and risk taking; they reflect a 

tolerance for failure; and they take into 

account a longer time frame for corporate 

entrepreneurship than for traditional 

administrative management. Second, in 

entrepreneurial firms, compensation 

emphasizes external equity rather than 

internal equity; base pay is lower and there 

is a greater amount of pay at risk. 

Entrepreneurial firms also balance both 

long and short-term performance and 

individual and group performance. Third, 

entrepreneurial firms invest more time and 

effort in orientation and there is more group 

oriented training. Fourth, entrepreneurial 

firms emphasize the external labor market 

and offer a variety of career paths. 

Finally, job designs tend to be less 

structured and more complex, offering 

more discretionary authority and freedom. 

Hornsby, Kuratko, and Montagno (1999) 

identify five success factors linking human 

resources practices to corporate 

entrepreneurship. These include the 

appropriate use of rewards, the provision of 

management support for innovation, the 

availability of resources for innovation, an 

organizational structure conducive to 

learning and cooperation, and individual 

risk taking. Hayton (2004) distinguishes 

'discretionary' HRM practices from 

'traditional' practices. Discretionary 

practices such as incentive pay, employee 

suggestion schemes, and formal employee 

participation programs are those which 

encourage employee commitment, 

cooperation, knowledge sharing and 

voluntary, extra-role behaviors.

In contrast, traditional HR practices 

focus upon defining jobs, staffing jobs 

through a matching process, and 

monitoring prescribed performance. In a 

study on US small and medium sized 

enterprises, Hayton (2004) provides 

evidence that discretionary practices 

promote corporate entrepreneurship and 

that this relationship is strongest for firms 

operating in high technology industries. 

The widely documented relationship 

between human resource practices and 

corporate entrepreneurship has been 

explained in a variety of ways. One 

explanation is that enhancement of 

employee skills and of the motivation to use 

those skills leads to creativity improvement 

(Sun et al., 2007). 

Employees will not only use their 

skills to enhance core job performance but 

will also suggest innovative ideas that will 

improve corporate entrepreneurship. High-

performance human resource practices 

consist of finding ways of investing in 

employees' knowledge and skills. However, 

some kinds of tacit knowledge remain 
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intangible, idiosyncratic and difficult to 

imitate or duplicate, even though they play 

a vital role in corporate entrepreneurship. 

From the perspective of social exchange 

theory, the employment relationship will 

obligate employees to reciprocate the 

organization's inducements with 

discretionary role behaviors such as 

organizational citizenship behavior to 

contribute more to the organization 

(Podsakoff and MacKenzie, 1997). 

On the other hand, if there is a low 

degree of organizational citizenship 

behavior in the work context, employees 

will have no motivation or inclination to 

contribute more creative ideas for 

corporate entrepreneurship (Zhang et al., 

2008)

Methodology

This paper adopts the descriptive 

research design in other to achieve the 

objected stated hitherto.  This research 

was applied to establishments which 

operate in Jalingo local government Area, 

which have more than 50 employees, and 

apply Human Resource functions. There 

was no restriction on the sector. Samples 

were selected from the establishment 

randomly.  Data for this study was gathered 

through secondary sources. 

Data Analysis

Data analysis reveals that the 

mediator effects of organizational support 

between human resource  practice and 

corporate entrepreneurship in 18 

combinations are: 

Selective Staffing?  Organizational 

Support  ? Proactiveness 

Extensive Training ? Organizational 

Support  ? Proactiveness

Employment Security ? Organizational 

Support  ? Proactiveness 

Clear Job Description/Result Oriented 

Appraisal ? Organizational Support  

? Proactiveness

Employment Security ? Organizational 

Support  ? Innovativeness 

It also becomes obvious that the key 

human resources practice on corporate 

entrepreneurship dimensions is 

participation. When its common effect with 

organizational support on self-renewal/new 

business venturing, proactiveness and 

innovativeness is considered, it can be 

seen that participation still has powerful 

direct effects on all corporate 

entrepreneurship dimensions. These 

findings are also in line with the findings of 

Hornsby, Kuratko, and Montagno (1999); 

Hayton (2004) and Sun, Aryee and Law 

(2007)

Analysis also shows that 

proactiveness and self-renewal/new 

business venturing of the firm are related to 

the three vital high performance human 

resources practices which are selective 

staffing, internal mobility and clear job 

description, and which can only be effective 

with the perception of organizational 

support. In other words, the effects of high 
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performance human resources practices 

on proactiveness and self-renewal/new 

business venturing lose their significance if 

they do not cause organizational support 

perception. This model also generates an 

overall view for the hypothesis of Antoncic 

and Hisrich (2004); Rutherford and Holt 

(2007) and Zhang and Jia (2010)

Findings 

This paper is an attempt to critically 

analyze the relationship between human 

resources management (HMR) practices 

and the corporate entrepreneurship (CE).  

Based on the analysis of data gathered, the 

following are the findings of the study:

i. The researcher found out that there 

is a relationship between human resources 

management (HMR) practices and the 

promotion of corporate entrepreneurship 

(CE) in an organization

Ii.It is found out that all dimensions of 

Human Resource management activities, 

which are selective staffing, extensive 

training, internal mobility, and employment 

security, clear job description-result 

oriented appraisal, and participation, 

directly or indirectly affect corporate 

entrepreneurship.

Conclusion 

The results show that the positive 

effects of high performance HR activities on 

corporate entrepreneurship are very 

obvious. All dimensions of high 

performance HR activities, which are 

selective staffing, extensive training, 

internal mobility, employment security, 

clear job description-result oriented 

appraisal, and participation, directly or 

indirectly affect corporate entrepreneurship. 

The reason is that the key factor for 

corporate entrepreneurship is the learning 

process of the firms which depends on 

human capital. 

Therefore, Human Resource 

management practices are vital for 

enhancing employee skills and their 

motivation. It's also clearly seen that 

participation is the most effective Human 

Resource activity for developing corporate 

entrepreneurship. Participation of 

employees in decision-making does not 

only raise their motivation or commitment, 

but also increases the total creativity and 

the quality of new ideas.

Recommendation

Based on the findings of this paper, it 

is recommended therefore that, 

Organization should encourage 

organizational support, as it does not only 

mediate the relations between HR activities 

and commitment, and organizational 

citizenship behavior, but also mediates the 

relations between HR activities and 

corporate entrepreneurship

Just as social exchange theory 

states, employees who perceive their 

organization as supportive feel obligated to 

be beneficial to the organization. In this kind 

of positive climate, which involves 
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management support and work discretion, 

employees are more proactive and 

innovative, and they contribute creative 

ideas for corporate entrepreneurship. 

References

Allen David G., Lynn M. Shore, & Rodger W. 

Griffeth (2003). ?The Role of 

Perceived Organizational Support 

and Supportive Human Resource 

Practices in the Turnover Process?. 

Journal of Management, 29(1) 99-

1 1 8 .  

http://dx.doi.org/10.1177/014920630

302900107

Anderson James C., & David W. Gerbing. 

(1984). ?The Effect of Sampling Error 

on Convergence, Improper Solutions, 

And Goodness of Fit Indices for 

Maximum Likelihood Comfirmatory 

Factor Analysis?. Psychometrika, 49, 

1 5 5 - 1 7 3 .  

http://dx.doi.org/10.1007/BF022941

70

Antoncic Bostjan & Robert D. Hisrich, (2004) 

"Corporate entrepreneurship 

contingencies and organizational 

wealth creation". Journal of 

Management Development, 23(6), 

5 1 8 -

550.http://dx.doi.org/10.1108/02621

710410541114

Antoncic Bostjan & Robert D. Hisrich. (2001). 

"Intrapreneurship: Construct 

Refinement and Cross-cultural 

Validation". Journal of Business 

Venturing, 16(5), 495527. 

http://dx.doi.org/10.1016/S0883-

9026(99)00054-3

Antoncic Bostjan, & Robert D. Hisrich. 

(2003). "Clarifying the 

Intrapreneurship Concept". Journal 

of Small Business and Enterprise 

Development, 10(1), 724. 

http://dx.doi.org/10.1108/146260003

10461187

Appelbaum, Eileen, Thomas Bailey, Peter 

Berg & Arne L. Kalleberg. (2000). 

"Manufacturing advantage: Why 

highperformance work systems pay 

off". Ithaca, NY: Cornell University 

Press.

Baron Reuben M. & David A. Kenny. (1986). 

?The Moderator-Mediator Variable 

Distinction in Social Psychological 

Research: Conceptual, Strategic, 

and Statistical Considerations?, 

Journal of Personality and Social 

Psychology, 51(6), 1173-1182. 

http://dx.doi.org/10.1037/0033-

295X.86.5.452

Cole David A. (1987). ?Utility of 

Confirmatory Factor Analysis in Test 

Validation Research?, Journal of 

Consulting and Clinical Psycholog, 

55, 1019-1031. 

http://dx.doi.org/10.1037/0022-

006X.55.4.584

Covin Jeffrey & Dennis Slevin. (1991). "A 

conceptual model of 

entrepreneurship as a firm behavior". 

TSPJED Journal    |  Vol 1 No. 1   | May, 2017

TSPJED Journal    |  Vol 1 No. 1   | May, 2017
PUBLICATION OF TARABA STATE POLYTECHNIC, SUNTAI



11

Entrepreneurship Theory and 

Practice, 16(1), 25-36.

Covin, Jeffrey. G., & Dennis P. Slevin. 

(1986). "The development and 

testing of an organization-level 

entrepreneurship scale", in Frontiers 

of Entrepreneurship Research, (eds.)

R Ronstadt, J. A. Hornaday, R. Peterson 

and K. H. Vesper M.A. Babson 

College, Wellesley.

Covin, Jeffry G., & Morgan P. Miles. (1999). 

"Corporate Entrepreneurship and the 

Pursuit of Competitive Advantage?. 

Entrepreneurship: Theory and 

Practice", 23(4): 4763.

Eisenberger, Robert, Florence 

Stinglhamber, Christian 

Vandenberghe, Ivan L.Sucharski 

&Linda Rhoades. (2002). "Perceived 

organizational support: Contribution 

to perceived organization support 

and employee retention". Journal of 

Applied Psychology, 87, 

565573.http://dx.doi.org/10.1037/00

21-9010.86.1.42

Eisenberger, Robert, Jim Cummings, 

Stephen Armeli & Patrick Lynch. 

(1997). "Perceived organizational 

Support, Discretionary Treatment, 

and Job Satisfaction". Journal of 

Applied Psychology, 82, 812-820. 

http://dx.doi.org/10.1037/0021-

9010.82.5.812

Hayton James C. (2005). "Promoting 

corporate entrepreneurship through 

human resource management 

practices: A review of empirical 

research". Human Resource 

Management Review, 15, 2141. 

http://dx.doi.org/10.1016/j.hrmr.2005.

01.003

Hayton, James. C. (2004). "Strategic 

human capital management in SMEs: 

An empirical study of entrepreneurial 

performance". Human Resource 

Management Journal, 42(4), 375-

3 9 1 .  

http://dx.doi.org/10.1002/hrm.10096

Hochwarter Wayne A., Charles Kacmar, 

Pamela L. Perrew, & Diane Johnson. 

(2003). "Perceived organizational 

support as a mediator of the 

relationship between politics 

perceptions and work outcomes". 

Journal of Vocational Behavior, 63, 

4 3 8 4 5 6 .  

http://dx.doi.org/10.1016/S0001-

8791(02)00048-9

Hornsby, Jefrey. S., Donald F. Kuratko, & 

Ray V. (1999). "Perception of internal 

factors for corporate 

entrepreneurship: A comparison of 

Canadian and U.S. managers". 

Entrepreneurship Theory and 

Practice, 24(2), 9-24.

Kaya Nihat. (2006). "The impact of human 

resource management practices and 

corporate entrepreneurship on firm 

performance: evidence from Turkish 

firms. International Journal of Human 

TSPJED Journal    |  Vol 1 No. 1   | May, 2017

TSPJED Journal    |  Vol 1 No. 1   | May, 2017
PUBLICATION OF TARABA STATE POLYTECHNIC, SUNTAI



12

Resource Management 17, 

2 0 7 4 2 0 9 0 .  

http://dx.doi.org/10.1080/095851906

01000204

Knight, Gary A. (1997). "Cross-cultural 

reliability and validity of a scale to 

measure firm entrepreneurial 

orientation". Journal of Business 

Venturing, 12(3), 213225.

Kuratko, Donald F., R. Duane Ireland, 

Jeffrey G. Covin & Jeffrey S. Hornsby. 

(2005). "A model of middle-level 

managers'entrepreneurial 

behaviour". Entrepreneurship 

Theory and Practice, 29(6), 699-716.

Kuratko, Donald F., Ray V. Montagno & 

Jeffrey S.Hornsby. (1990). 

"Developing an entrepreneurial 

assessment instrument for an 

effective corporate entrepreneurial 

environment". Strategic 

Management Journal, 11, 49-58.

Lumpkin, G. T., & Geogory. G. Dess. (1996). 

"Clarifying the entrepreneurial 

orientation construction and linking it 

to performance". Academy of 

ManagementReview,21,13572. 

http://dx.doi.org/10.5465/AMR.1996.

9602161568

Marsh Herbert W, John R. Balla, & 

Roderick P. McDonald (1988). 

?Goodness of Fit Indexes in 

Confirmatory Factor Analysis: The 

Effect of Sample Size?. 

Psychological Bulletin, 103 391-410. 

http://dx.doi.org/10.1007/BF011027

61

Masterson, Suzanne S., Kyle Lewis, Barry 

M. Goldman, & M. Susan Taylor. 

(2000). "Integrating justice and social 

exchange: The differing effects of fair 

procedures and treatment on work 

relationships". Academy of 

Management Journal, 43, 738748. 

Http://dx.doi.org/10.2307/1556364

TSPJED Journal    |  Vol 1 No. 1   | May, 2017

TSPJED Journal    |  Vol 1 No. 1   | May, 2017
PUBLICATION OF TARABA STATE POLYTECHNIC, SUNTAI


