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Abstract:

The study is based on qualitative research and aims to identify the links between the elements. The purpose of the

study is to develop a conceptual framework of corporate entrepreneurship by using interpretive structural modeling (ISM) technique.
The ISM technique is used to develop links and hierarchal structure between the elements. Seven important elements are identified
through a review of the literature. Then, a hierarchal structure is developed. The study focuses on the elements of human resource
(HR) practices that influence the promotion of corporate entrepreneurship within the firms. Finally, we have discussed the results of
the study, with the support of extensive relevant literature, and build the model.
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INTRODUCTION

Corporate entrepreneurship describes the development
and growth of entrepreneurial attitudes and cultures within
the firms to raise productivity and performance (Guth
& Ginsberg, 1990). Corporate entrepreneurship is also
described as the managers and employees who dream
of taking the organization in innovative orders by using
skills, innovative ideas, and creativity (Hornsby, Kuratko &
Zahra, 2002). The significance of attention of HR practices
is to advance skill and knowledge through proper training
and work in information and learning culture (Delaney &
Huselid, 1996). Some of the literature have discussed the
HR practices and corporate entrepreneurship development.
Firms have increasingly established many strategies to
develop entrepreneurial activities and attitude (Ireland,
2007). However, organizations need to identify the important

elements in the context of HR practices (Becker, Huselid &
Ulrich, 2001). Therefore, there is still a gap in the literature to
propose a theoretical framework and contextual relationship
between the identified elements, which are affecting the
corporate entrepreneurship.

Hence, in this study, we have identified the HR elements
affecting corporate entrepreneurship and developed hierarchical
relationship model, based on literature support. The ISM
(Interpretive Structural Modeling) technique has been used to
develop the links between the various identified elements in the
hierarchical model. The sections of this paper include literature
review, research methodology, results, and discussions.

OBIJECTIVE

The objective of this study is to identify the HR elements
affecting the corporate entrepreneurship within the firm and
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develop a hierarchical model representing the important
links between the identified elements.

LITERATURE REVIEW

Previous studies have defined entrepreneurship as passing all
the way through three linked-components: innovativeness,
proactiveness, and risk-taking (Lipparini & Sobrero, 1994).
Corporate entreprencurship is a method through which
workers of any business firm look for entrepreneurial
opportunities, innovations, and growths (Morris, Kuratko,
Schindehutte & Spivack, 2012) (Dhir et al., 2019; Rajan
et al., 2020). Innovativeness is the original solution to all
the problems. The solutions may be recent technologies,
new products, and services. Corporate entrepreneurship is
regeneration and renewal of organizational process (Floyd
& Wooldridge, 1999). Entrepreneurial initiatives in any
established firms depend on skill-development programs,
risk-taking behaviors, relationship building, and job
satisfaction within workers of any organizations (Lifan,
Rodriguez-Cohard & Rueda-Cantuche, 2011).

Human resource is the knowledge, abilities, and skills
of workers (Hayton, 2005); while HR practices include
the process of developing, attracting, and maintaining
employees to sustain organizational strategies and objectives
(Kusluvan, Kusluvan, Ilhan & Buyruk, 2010). HR process
helps to improve employee relations and recognize
organizational objectives. Human resource management can
help organization in improving employee selection process,
reward systems and industrial relations. It can also help to
improve training and skill development programs (Powell &
Dent-Micallef, 1997; Collins & Smith, 2006). HR practices
support high-quality skills and attitude to individuals seeks
to improve the initiative and achievement and leads to
collective achievement in the firms. The skills and knowledge
of employees influence the entrepreneurial activities within
the firm and maintain competitive advantages (Zahra,
Nielsen & Bogner, 1999).
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The development of high technology, information
system, and communication helps to seek novel ideas,
experimentation, and innovative solutions for improving
their existing products, services, and operations (Frambach
& Schillewaert, 2002). Previous studies confirm the effect
of HR practices in extracting entrepreneurial behaviors
among employees, which leads to organizational growth
and innovative performances (Ling & Mohd Nasurdin,
2010). Corporate entrepreneurship is directly affected by
the knowledge, skill, and relationships between employees
and the organization (Floyd & Wooldridge, 1999). These
inter-relationships are compulsory because they represent
necessary channels for the flow of information and
knowledge, which are the building blocks of entrepreneurial
opportunities and innovations (Hayton, 2005). Creativity and
knowledge of updated technologies within the employees
can be developed through regular skill development
programs (Menzel, Aaltio & Ulijn, 2007). Hence, the
knowledge, awareness, and skill of employees can promote
the innovative ideas and entrepreneurial thinking within the
firms. HR practices play a significant role in an employee’s
motivation to build constructive attitudes and skills that are
required to support the performance of the firm (Combs,
Liu, Hall & Ketchen, 2006). Motivation is the strength of
the employees and makes capable to work efficiently. HR
managers are also involved to inspire risk-taking behaviors
among the employees through motivation, knowledge, and
awareness programs. Risk-taking behavior of the employees
has a significant impact on corporate entrepreneurship. HR
practices also involve building a positive relationship with
its employees and management. A positive relationship
between top management and employees will enhance the
performance of the firm and there will smoothly flow of
information (Farnham, 1993; Wright, 1995). The critical
factors like flow of information and communication
can help organizations to become well organized and
innovative. The identified elements influencing the corporate
entrepreneurship by using literature review have been listed
in Table 1.

Table 1: Identified Elements and Element Codes

Sr. No. Elements Identified Element Codes References
1 Entrepreneurial knowledge and awareness Cl Wiklund & Shepherd (2003)
2 Training and development Cc2 Tannenbaum & Yukl (1992)
3 Industrial and labour relations C3 Turner, Clack & Roberts (2017)
4 Risk-taking behaviors C4 Brindley (2005)
5 Exchange of information & resources Cs Powell & Dent-Micallef (1997)
6 Motivation C6 Shane, Locke & Collins (2003)
7 Corporate entrepreneurship Cc7 Covin, & Miles (1999)
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METHODOLOGY

In this study, we have applied the ISM technique. The ISM
technique is used to develop the links between the identified
elements and build the hierarchical model between the elements
(Attri, Dev & Sharma, 2013). This study is purely qualitative
research and based on the extensive literature review.

ISM Technique

The ISM methodology is used to build the hierarchical
structure and links between the elements (Luthra, Kumar,
Kumar & Haleem, 2011). The reachability matrix and its
partition are the main tools of the ISM technique. The steps
of the ISM methodology are briefly shown below (See Fig. 1).

Identify the elements

}

Contextual relationship

v

Reachability matrix and check transitivity

!

Level partition

L

Develop ISM Model

Fig. 1: Steps of ISM Technique

In the first step, we identified six elements related to HR
practices by using a literature review. In the second step,
we have defined the contextual relationship (for example,
element A will influence element B) between the identified
elements (See Exhibit 1). In the third step, the reachability
matrix is prepared: 1 (if a relation exists between the
elements), O (if there is no relation), and 1* (for transitive).
The transitivity rule illustrates that if A is related to B and B
is related to C, then A is related to C. The reachability matrix
with all transitive links has been presented (See Exhibit 2).
The fourth step is carried out by level partition. This step
provides levels to all the identified elements (See Exhibit
3). Finally, all the elements are arranged according to their
levels, and links are made between the elements by using the
reachability matrix (See Exhibit 4).

RESULTS AND DISCUSSIONS

The study demonstrates the theoretical framework using the
ISM technique. Corporate entrepreneurship elements have
been identified using the extant literature review. In this

study, we have developed the hierarchical links between the
identified elements. The hierarchical structure supports a
clear understanding of the relationship between the elements
in the context of corporate entrepreneurship within the firms.

In this study, we have identified seven elements, which must
be considered by the top management of the organization for
the development of the corporate entrepreneurship within
the firm. Industrial and labour relations lie at the bottom
level of the model. The training and development are on the
fourth level. These two elements are the driving forces. Risk
taking and exchange of information and resources lie at the
second level. Entrepreneurial knowledge, awareness, and
motivation lie at the third level. The model shows that HR
practices have a great impact on the innovation and creativity
within the organizations. These innovative and creative efforts
will influence the new product development and quality of
services. HR managers have a great role in generating creative
and novel ideas and projects. So, it is essential to build an
entrepreneurial attitude within the firms. Managers can
promote entrepreneurial steps within the firm’s knowledge,
awareness, and conflict resolution between the employees.
Skill-development programs can help in the idea generation
and innovation. Therefore, these practices will positively
influence a firm’s entrepreneurial culture. This study expands
the corporate entrepreneurship knowledge by finding
important driving and dependent elements in the context of
HR practices.

The main limitation of the current study is the lack of empirical
validation of the findings. This study can be validated by
using survey and expert opinions. Also, the interpretation of
the elements is missing. Hence, the future scope of the study
can be a validation of the ISM model empirically and the
TISM (Total Interpretive Structural Modeling) technique can
be used to find the interpretation between the elements.
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APPENDIX
Exhibit 1 - Contextual Relationship
Sr. No. | Element Codes Pairwise Comparison Y/N
1 C3-C2 Industrial and labor relation is influencing training and development. Y
2 C2-C1 Training and development influences entrepreneurial knowledge and awareness. Y
3 C2-C6 Training and development influences motivation of employees. Y
4 C1-Coé Entrepreneurial knowledge and awareness influences motivation of employees. Y
5 C1-C4 Entrepreneurial knowledge and awareness influences risk taking behaviors. Y
6 C6-Cl1 Motivation influences entrepreneurial knowledge and awareness. Y
7 C6-C5 Motivation influences exchange of information and resources within the organizations. Y
8 C4-C7 Risk taking behaviors influences corporate entrepreneurship. Y
9 C5-C7 Exchange of information and resources influences corporate entrepreneurship. Y
Exhibit 2 - Reachability Matrix
Elements Cc1 C2 C3 C4 C5 C6 Cc7
Cl 1 0 0 1 0 1 1*
C2 1 1 0 1* 1* 1 1*
C3 0 1 1 0 0 0 0
Cc4 0 0 0 1 0 0 1
Cs5 0 0 0 0 1 0 1
Co 1 0 0 0 1 1 1*
Cc7 0 0 0 0 0 0 1
Exhibit 3 - Partitioning the Reachability Matrix into Different Levels
Elements Reachability Set Antecedent Set Intersection Set Level
(a). Iteration-1
Cl 1467 126 16
C2 124567 23 2
C3 23 3
Cc4 467 1246 46
Cs5 57 256 5
Co6 14567 126 16
C7 7 124567 7 1
(b): Iteration-2
Cl 146 126 16
C2 12456 23 2
C3 23 3 3
Cc4 46 1246 46 I
C5 5 256 5 I
Co6 1456 126 16
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(c): Iteration-3

C1 16 126 16 11
C2 126 23 2
c3 23 3 3
C6 16 126 16 111

(d): Iteration-4
C2 2 23 2 v
C3 23 3 3

(e): Iteration-5

C3 3 3 3 \Y%
S.No. | Element Codes Elements Level in the TISM

1 C7 Corporate Entrepreneurship I

2 C4 Risk-taking behaviors II
3 C5 Exchange of information and resources 11
4 C1 Entreprencurial knowledge and awareness 111
5 C6 Motivation I
6 C2 Training and development v
7 C3 Industrial and labor relations v

The bold text specifies variables selected at different levels

Exhibit 4 - ISM Model

——» Direct Link

— ———p Transitive Link




