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Abstract: This study sought to examine how performance aspects of human resources (selection, training, worker
mobility, job security, job design, rewards, assessment of results and participation) communicate and impact on
corporate entrepreneurship (risk-taking activities, pioneering, high innovation, and aggressive competition) with
respect to the role of procedural justice and organizational citizenship behavior. This study shows that high
performance of human resources has a positive relation with corporate entrepreneurship. Data analysis is done
through collecting questionnaire from 93 managers of small and medium enterprises in Gilan using Pierson
statistical test and multiple regressions. Research findings indicate that human resources are important for corporate
Entrepreneurship prevalence and reach to a competitive power and maintain corporate development in a Long-term.
In this regard, Procedural justice and organizational citizenship behavior is effective in corporate development in
long-term and finally some practical solutions are listed for achieving the desired goal.
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1. Introduction justice and respect to other shareholders and rules and
Corporate knowledge and management has been environment. Organizations with high performance
changed fundamentally over the past 100 years. From focus on costumer and continuous quality
the early 1980s, corporate showed much attention to improvement and value human resources and variety
innovation in order to accelerate changes. Nowadays and will become like a norm. Personnel factor and
corporate must have innovation to survive. So the best human resources increase the organization ability in
way is to encourage people to become an entrepreneur. achieving its goals. Some organizations have attracted
It will become feasible through freedom and access to efficient and devoted managers and employees and
various resources to pursuit its goals better. In the era thereby could find global fame.
of global, regional, national business competitiveness, In future, technological corporations will depend
organizations environments is increasingly convulsive. on employees who are willing to contribute to the
The new field of scientific thinking announces that effective organizational performances regardless of
most successful organizations are those which take their formal role. Therefore, the increased performance
their important advantages from committed, versatile of employees like organizational citizens behavior is so
team players and all experts in all levels, not from important and even is so vital for these organizations.
absolute hierarchy. According to some researchers, Human as an organizational citizen is expected to work
corporate entrepreneurship is based on corporate more than his/her role requirements and beyond
ability for learning through new knowledge and official duties to serve the goals of the organization. In
exploiting current knowledge. These processes depend other words, the structure of organizational citizenship
on Intellectual capital of the organization and behavior seeks to identify, manage and evaluate the
especially on human and social capital. Increased behavior of the employees who work in organization
competition in both local and global markets has and organizational effectiveness improves. Unlike past
revealed the significance role of entrepreneurship in that employees were expected to act in formal roles,
the current corporate in order to develop competitive behaviors beyond role are expected in new
profit. psychological contracts. Current researches consider
One organization with high performance is an these behaviors as organizational citizens behavior and
organization which values for its employees and treat do not accept ignoring them in evaluating employees’
them as the most valuable asset of the organization. performances and emphasis on a long-term partnership
Such an organization has effective and efficient in the organization success. Perceiving injustice has
performance and knows itself responsible against devastating effect on the morale of collective work,
Suppliers, sellers and commercial partners and tries to because overwhelmed manpower efforts and employee
create more values for Shareholders, Treat them with motivation. Therefore justice is the key to the survival
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and sustainability of staff development. Procedural
justice has a positive correlation with corporate
support, Interpersonal supports, innovation and pure
competition for the organization.

Research findings which have been obtained in
administrative central organizations of Iran in 1386
indicate that these organizations do not have a
Favorable entrepreneurial state. The current state in
these organizations has been traditional and non-
entrepreneurial. According to these findings in Iran
and the importance of entrepreneurship and human
resources management and also their unfavorable trend
in Iran, there should be more effort to accomplish these
two important issues in Iran.

Therefore according to the current variable
conditions staying in competitive markets and
profitability besides addressing adequate skilled human
resources organizational citizenship behavior and
procedural justice in organizations has so many
problems and is considered as a hard work. For
promotion of corporate entrepreneurship to what extent
are human resources important to reach a new
competitive power and maintain  organization
development in long-term and does procedural justice
and organizational citizenship behavior Influence on
making organization development in long — term? The
research findings can help managers in planning for
high performance activities of human resource which
can make and develop corporate entrepreneurship with
procedural justice and Reinforcing organizational
citizenship behavior.

2. Review of literature
1.2. Corporate entrepreneurship:

Corporate entrepreneurship is an important
component in organizational performance. This
component plays an important role in innovation
development average and medium-sized companies’
technologies. Entrepreneurship is increasingly a
mechanism which not only supports the economy, but
also makes Social, economical, benefits and a growth
in the area. No doubt that contemporary organizations
with this process of change and quick release of
knowledge and information which caused the
competition between companies and made it
impossible to predict the future, confront Extensive
international threats. Hence the survival of
organizations needs solutions and ways of confronting
problems and gaining knowledge and skill in every job
which depend much on innovation, making goods,
processes, and new approaches. Therefore the
governments concluded that there is a need of
entrepreneurship development for reaching an
economic success in national and international levels,
in the area of services and products in organizations.
The research results in a Canadian university can be
mentioned for the importance of entrepreneurship, it
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asserted that decreasing the power of entrepreneurship
causes decreasing 85 percent of growth in a long-term.
In fact, nowadays the role of the entrepreneur is
an engine of economic development, champion of
industrial development, investment encourager, The
main option for technology transfer, option for fixing
damage and market constraints, the main option for
creating jobs. Entrepreneurship is a very important
issue which many developed and developing countries
pay so much attention to. One of the main branches of
entrepreneurship, is entrepreneurship in organization
has a significant contribution to the organization's
success and excellence. Entrepreneurship is the
dynamic process of generating incremental wealth.
Those who make this wealth accept major and time
financial risk and job commitment or make value for
some services or products. Services or products may be
new or Unique but the main point is the value that
entrepreneur gives to it. Entrepreneur With proper
understanding of skills and resources can make this
value. Corporate entrepreneurship refers to perilous
business by organization and Internal entrepreneurship
which emphasizes within the organization as a place
for entrepreneurial activities development. It is seen as
a source of new and perilous business within the
organization and it can be considered as challenge of
organization for self-renewal in a broader realm
through using new combinations of resources.
Corporate entrepreneurship is a set of activities
which makes exploiting the competitive advantages of
innovation possible in an organization and it is an
approach in institutionalizing innovation. In fact
corporate entrepreneurship is considered as a window
to exploit the competitive advantages, innovation and
leadership for organizations. Successful men and
women have superior characters in business world. Yet
entrepreneurs should have other positive characteristics
besides honesty. A person who wants to put big
business must coordinate his employees, and issue that
needs justice. Also he should recognize the staff
Annoyance and solve injustice. Nothing can harm
organizations more than apparent injustice. If someone
in the same position of other people, is favored over
them, or receives more financial rewards, deep
differences will be create between them. An
Entrepreneur should be a just judge. Our country needs
brave, creative, innovative and risky organizational
entrepreneurs in the public and private sections for
reducing and relieving from economic problems like
Inflation and unemployment to make a new plan In

line with the organization and community
development.

According to Aktan and Biolet (2008) corporate
entrepreneurship includes 4 aspects which are

innovativeness, risk-taking, proactiveness, competitive
aggressiveness.
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2.1.1. Innovativeness: innovativeness means the
most innovation which can be within product, services,
or technology. Night (1997) considers development or
Products Promotion and services and also principles
and technologies as a part of corporate innovation.

2.1.2. Risk-taking: risk-taking includes corporate
orientations in order to reach new innovations for
profit and corporate development with the lowest
possible losses.

2.1.3. proactiveness: this aspect is related to
leadership in pursuing opportunities entering new
markets. Leadership is an amount that organizations in
issues like key areas of business, at the time of
introducing products and services, using technology
and administrative techniques try to lead competitors.

2.1.4. Competitive aggressiveness: it is defined as
the organization’s tendency in challenging or
competing with competitors. In fact competitive
aggressiveness is a response to threats.

History, concept and theoretical principles of
entrepreneurship date back to the 18th century. In that
time, Richard Kanilon divided economic factors to
three categories of ground, work force, and risk-taking
economic factors. The incorporation of risk-taking
concept with economic activities was the first step for
the codification of theoretical foundations of
entrepreneurship. Therefore some people call him the
innovator of the word “Entreprencurship”. Thence
entrepreneurship concept has been changed so much
and has gone beyond the economic area and has
established a new paradigm with traversing the
boundaries of creativity and innovation which cannot
be explained except with the title of entrepreneurship.
The history of entrepreneurship is in the table below
(Table 1).

2.2. High performance of human resources

In today's highly competitive environment
traditional sources of competitive advantage for
organizations like technology, scores’ rights, the
economic advantages, have lost their efficiency with
globalization and other environment changes. So
retaining and attracting talented, skilled and flexible
employees as alternative options for these sources can
help to develop the core competencies of
organizations. Therefore managers use functions of
human resource management. Haslid and Baker 1996
believe that a human resource system which is
designed and applied appropriately can be considered
as an economic and valuable asset for an organization.
In recent decade, academic studies argue that human
resources which are unique resources for corporate
potential make a continuous competition for
organizations. Employees are the main source for
organization and their value is in their rare, inimitable
and non-replacement behaviors.
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Table 1: evolvement of entrepreneurship

The emergence of theoretical concepts of

entrepreneurship and the term entrepreneur

The root of this word is French, it means broker or
dealer

Medieval: a player or a person who is responsible for
big manufacturing projects

17" century: a person who suffers Losses on fixed-
price contract with the government

1725: Richard Kantilon : a person who takes the risk is
different from a person who is the Provider of capital

1803: Jean Baptist C: entrepreneurship benefit is
distinct from capital benefit

1876: Francis Valker: there is a difference between
those who provide capital with those who Have the
financial ability

1934: Jozef Shompiter: an Entrepreneur is innovator
and the creator of new technologies.

1961: David Mc colland: Entrepreneur is an active
person who takes the common risks

1964: Piter Draker Entrepreneur maximizes

opportunities

1975: Albert Shaprow: Entrepreneur is innovator and
organizer of several social and economic mechanisms
and takes the risk of bankruptcy risk.

1980: Karl Wesper: Entrepreneur is different From the
perspective of economists, psychologists, merchants,
and politicians

1983: Giford Pinchat: Inter —corporate Entrepreneur is
an entrepreneur is a new established organization

1985: Robert Histrich: Entrepreneurship is the process
of creating something valuable and different through
devoting sufficient time and effort, with financial,
psychological and social risk, also receiving financial
rewards and Personal satisfaction from the results.

Mid-twentieth century: the theory of innovative
Entrepreneur: The task of the entrepreneur is reforming
and transforming production paradigm by exploiting
the invention or more generally untried technological
possibility for producing new products or producing
old products in a new approach, opening new sources
for accessing new material or new market of products
with new industrial organization
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Haslid 1995 suggested that the companies with
better performance choose to invest on complex ways
of human resources for achieving a high performance.
Because these companies have found that human
resources are the most important asset of a company
and they can fertilize productive capacities and
Inherent capabilities of people. The complexity and
importance of human resources activities has been
increased so that in the current time even smallest
organizations have a full-time manager for human
resources circle.
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In fact Human resources system is an important
mechanism which according to it an organization’s
information about its members is recognized and
analyzed. Managers categorize and attract them
according to employees’ performance and behavior in
different parts of an organization. Recently, different
studies about certain types of systems or HRM
structures applied in the organization performance
have been discussed and analyzed. Examples of this
information have been observed in workds of Arthur
(1992.1994), But (2002), Bikro Gerhardert( 1996),
Dilery and Dati (1996), Den Harteg and Verburg
(2004), Gatteri (2001), Hasild (1995), Ichonsky and
Shav (1999) and Mc Dafti (1995).

Some of the related systems are called HRM
methods, High-involvement work systems (HPWs). A
high performance system is able to identify a set of
distinct but interrelated ways which as applied in order
to choose, maintain and make motivation in a work
force which has prominent features (i.e. specific key
skills) and to use abilities in job activities and work-
related activities (Outcomes, the actual behavior of
employees). All these approaches are Intermediate
indicators of company performance (i.e. indicators
upon which work force is able to control directly.) and
provide an appropriate context for sustainable
competitive advantage. Such systems play an

Reople flow

Job design

participation

Picture 1: High performance human resource model
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important role in Increasing capabilities, commitment,
and motivating employees and finally provide an
appropriate  context to improve organizational
performance. Over several studies, the positive effect
of HPWs on organizations performances is proved.
High performance of human resources includes
coherent proceedings which encourage organizational
citizenship behavior, Staff and company skills in
making decisions and cause encouraging employees,
cooperation, exchanging knowledge and volunteering
for work.

Using an approach Based on resources, Dilery
Vedati 1996 have discussed that the human resources
performance facilitates employees’ works in the fields
of education and job development. On the other hand
from the control point of view Esnel 1992 has
presented a theory that human resources performance
depends so much on the employee performance
showing. Both approaches do not provide the need of
modern enterprises in the current competitive
environment. So Bamberger and Mishalam 2000
incorporated these two approaches into a coherent
framework and valued the high performance of human
resources so much. Three parts of the high
performance of human resources according to the
model of Bamberger and Mishalam 2000 are shown in
the picture below (Figure 1).

Appraisal

Appraisal and
rewards

Employment
relation
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Based on the above model, the high
performance of human resources includes three main
parts of employment relations of human resources,
work flows of human resources, and rewards of human
selected staff, training, staff mobility, and job security.
Assessments and rewards include performance
evaluation, paying salary, and other benefits such as
unlimited rewards. Work flows include job designing
and encouraging in cooperation.

The novel philosophy of human resources
management, its structure and organizing in a modern
form, all are the results of events and developments
which have started with the industrial revolution in
England and have continued till today. From the
developments of the industrial revolution 1760, the
labor movement 1786, scientific management
movement 1885, industrial Psychology 1890, this issue
was gradually accepted that human resources
management is a specialized task like production and
Sales which should be left to the expert. Raising the
school of human relations (Neoclassical) was a
reaction against the classics. Alton Mayo is known as
the father of this school. The goals of operating
systems with high performance are effecting on
company performance through increasing employees
and team productivity and gaining a higher level of
skill, competence, commitment and employees
motivation, enhancing the quality of work, and
services, increasing the quality level of services to the
customer, increasing benefit, more develops, and
making more value for shareholders with the help of
staff. The characteristics of corporate high
performance are: Attractive choice, promoting
employment security, making and developing teams,
providing development and more training, revealing
essential information, creating supportive cultures,
reducing different situations, giving rewards according
to the performance, promoting health and security,

completing the strategies of human resources
management.
According to effect of human resources

management’s methods on the company performance
and through analyzing the responses of 968 American
companies to a questionnaire, Hasild 1995 found that if
the companies use way of workings with high
performance so much, then the loss rate and flow of
employees will decrease strongly and productivity and
profits of company will increase strongly.

3.2. Organizational citizenship behavior and
procedural justice:
1.3.2.  Organizational citizenship behavior:

citizenship behavior is a kind of valuable and useful
behavior which people blurt voluntarily. So this kind
of behavior which is called organizational citizenship
behavior looks so important.
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According to organ 1990 organizational
citizenship behavior means employee’s talent for
promotion from the role that is assigned. This behavior
is except the role for supporting and facilitating
psychological and social implications which supports
task performance in the organization. Organizational
citizenship behavior represents contents such as
chivalry, civic virtue, Self-sacrifice, deontology, and
politeness. Organizational citizenship behavior is
meta-role behaviors and spontaneous behaviors that
put employees in such a situation that work beyond Job
expectations and their job descriptions voluntarily.
Employee perceptions of the fairness of payments and
equality in organizational procedures and fairness of
interpersonal behavior have an important role in
encouraging and developing organizational citizenship
behavior. Nowadays voluntary, useful and over-
expected efforts are known as organizational
citizenship behaviors. Most managers want those
employees who go beyond expectation, do behaviors
which are not parts of their formal duties and generally
have high organizational citizenship behaviors. The
high performance of human resources causes incidence
of long working relationship. Therefore employees
have more time in organizational citizenship behaviors.
If organizational citizenship behaviors degree is high
in working texture, employees will have some
innovations for the organization. On the other hand if
organizational citizenship behaviors degree is low,
then there will be no motivation and tendency for
making creative Ideas in corporate entrepreneurship.

2.3.2. Procedural justice: one of the main
ambitions of human in history was to establish justice
in society. Then various schools of thought on human
and divine were suggested for defining and
establishing it.. Procedural justice refers to the
Perceived fairness of the procedures and processes by
which outcomes are allocated. Therefore procedures
are perceived when they are applied consistently and
regardless of personal interests and based on detailed
information, All of the participating interests be
considered, Standards and ethical norms are observed.

In fact, today’s organizations are miniatures of
society and establishing justice in them is like
establishing justice in society. For this reason,
nowadays corporate justice such as other important
variables in corporate behavior including corporate
commitment and job satisfaction has found a special
position in management literature. Studies show that
procedural justice is related to cognitive, emotional
and behavioral reactions of employees toward the
organization (like corporate commitment). Therefore a
process leads to a special outcome when it is
understood unfairly. Understanding justice also
depends on organization’s following the rules of
procedural justice. For example a procedure that allow
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participants to express their subjects, is more equitable
than a procedure that prevent this action. Procedural
justice has two aims: firstly protects people interests,
so they gain something they deserve. So procedural
just is associated with results such as satisfaction,
agreement, commitment. Secondly procedural justice
reinforces the person’s relationship with group,
leaders’ reliance and commitment to the organization.
Fair procedures can be a sign for people so that they

feel valuable and respectful in the organization and it
can promote balance and reliance in relation to others.
It is important that group members believe
organizational status is given to people Based on
equality. Any idea that is made in inequality makes the
organization unbalanced; in that case some corrective
actions should be applied. Perceived procedural and
interactional justice is the main anticipants of
organizational citizenship behavior.

Procedural justice

Corporate entrepreneurship

A

High performance human
resources

»ld

Organizational citizenship behavior

Figure 1: Conceptual Framework of the research and relations between variables

3. Corporate and human
resources systems

Many studies on direct relationship between
human resources management and corporate
entrepreneurship has been made n the last three
decades. Corporate entrepreneurship is an important
aspect of organization performance that HRM systems
are expected to be effective like that. Since
entrepreneurship capabilities need making networks
with entrepreneurship capability or collaborative
capability (both of them), using different sets of HRM
approaches is recommended for promoting the special
capabilities of entrepreneurship. So HRM system
focuses on middle managers and entrepreneurship
innovations in the organization. In fact managers are in
the middle of these formal networks. Under these
circumstances, entrepreneurship ideas are formed. So
senior managers play an important role in the
proceedings and  successes of  developing
entrepreneurship  innovation, from identifying
opportunities to using them. Entrepreneurship is not a
unique factor but consists of a few things. An
entrepreneur organization have these features: pays
attention to development, is more aggressive, has
creativity, focuses its activities on the customer, can
estimate the risks associated with each action, and then
accepts the risks which probably cause the
organization’s development and the increase of market
share, is tolerable against frustrations and failures, and
finally has a lot of efficient employees, i.e. those who
have long-term and short-term strategies and believe in
the organization existence.

Haiton 2003 proved the positive effect of HRM
on entrepreneurship performance in 99 American
companies with more than 100-500 employees. He

entrepreneurship
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gathered the information related to 25 HR approaches.
He found out the positive and significant relation of
HRM approaches on entrepreneurship performance.
Yet traditional HRM approaches do not have such an
effect. Companies with less than 100 employees do not
show a tendency to use formal HRM approaches.
According to Pefi fer 1998 human resources play an
important role in controlling the organization and the
central effective components on organizational
performance. So to understand how to manage human
resources with the goal of maximizing Productivity
and enhancing creativity (Due to cost control) is the
main task of researchers.

Working systems with high performance are
organizations which are established base on
Employees involvement and participation. In these
systems, employees are known as the organization
assets. So they do not look at the others as if they are
without thinking. They allow employees to express
their ideas for a better production and giving creative
solutions for problems. So people feel they play an
important role in the organization and are accepted as a
main and key part of the organization. So they work
with more motivation and their commitment will
increase toward the organization, then they participate
in the best way to improve organizational performance.
Human resources approaches lead to the firm
performance when they are incorporated to create and
support the employees’ abilities. So the best definition
for strategy of entrepreneurship human resources is: a
set or sets of human resources approaches that
probably enhance converting new knowledge into new
products or services. HRM approaches effect on
making networks especially networks leading to three
capabilities of entrepreneurship, i.e. recognition,
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evaluation and using opportunities. In entrepreneurship
companies, managers show a tendency to Informal
contracts with employees and use strategic approaches
to attract skillful employees (In order to sustain

business growth). Some of the researches about
corporate entrepreneurship and human resources
management which are used in this research are shown
on the table below:

Table 2: the previous researches on corporate entrepreneurship and human resources systems

Author and | Research area Research summary
research
date
Haiton corporate entrepreneurship, activities of | Activities of human resources management are related to corporate entrepreneurship,
2005 human resources management two issues of personal acceptance of risk and encouraging voluntary offset losses are
related to each other.
Cook dand | Working systems with high | KSAS is promoted by approaches such as training, job plan, and skills development.
Hartog performance, broad performance and | Since HPWS leads to enhancing KSAS of employees, helps them to influence on
2006 innovation in small companies KSA and making motivation in them. The effect of prudent activities of employees,
creativity and efficiency are issues that have attracted most experts’ attentions.
Mason and | Knowledge and activities of human | In most literatures, the positive relation between HRM and company’s performance is
Bart 2006 resources management, small companies | proved. Researches show that training is one of the main subjects of HRM in most
small companies. But formal training is not considered so much in these companies.
The ability of a company in attracting, motivating, and maintaining employees
through competitive salary and appropriate rewards, provides an appropriate in
running the performance and company development.
Jack et.al | Small entrepreneurial partnerships, | The importance of HRM in entrepreneurship is not only effective in helping to shape
2006 human resources management strategies, but also is effective in making partnerships and healthy development of
organizations
Guy and | High collaborative activities of human | Procedural justice, Sustained and effective commitment and modestly organizational
Terembly resources, procedural justice, corporate | citizenship behavior due high collaborative activities of human resources are effective
2007 commitment, organizational citizenship | on tendencies for desertion from high professional skills.
behavior on specialized technologies of
desertion.
Oktan and | corporate entrepreneurship In corporate entrepreneurship, achieving greater economic potential needs more
Biolet 2008 spending time and investment and should be reinforced constantly. In
entrepreneurship, goals, strategies, processes, and values of the company are effective
for the performance.
Zang etal. | High performance of human resources, | High performance of human resources has a positive effect on corporate
2008 corporate entrepreneurship, | entrepreneurship through enhancing organizational citizenship behavior
organizational citizenship behavior,
Behrens Working systems with High | Employees’ feelings about corporate support, corporate commitment, corporate
2008 performance, employees’  feelings, | justice, with making decision and workload are related to job satisfaction and
employment Status tendency to desertion. unsuccessful efforts for running working systems with high
performance often lead to the low performance and satisfaction of employees and
increased workload
Machitla Activities ~of  human  resources | HRM approaches has important effects on making networks especially those led to
2008 management, corporate performance, | three entrepreneurial capabilities like recognition, evaluation and using opportunities.
corporate entrepreneurship

4. Research hypotheses

3. There is a significant relation between human

4.1. Main hypothesis:

There is a significant relation between the high
performances of human resources and corporate
entrepreneurship according to the role of
organizational citizenship behavior and procedural
justice.

4.2. Subsidiary hypothesis:
1. There is a significant relation between human

resources job design and corporate entrepreneurship
according to the role of organizational citizenship
behavior and procedural justice.

4. There is a significant relation between human
resources staff mobility (Variability) and corporate
entrepreneurship  according to the role of
Organizational citizenship behavior and procedural
justice.

resources employment and corporate 5. There is a significant relation between human
entrepreneurship  according to the role of resources job security and corporate entrepreneurship
organizational citizenship behavior and procedural according to the role of organizational citizenship
Jjustice. behavior and procedural justice.

2. There is a significant relation between human
resources training and corporate entrepreneurship
according to the role of organizational citizenship
behavior and procedural justice.
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6. There is a significant relation between human
resources results evaluation and  corporate
entrepreneurship  according to the role of
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organizational citizenship behavior and procedural
justice.

7. There is a significant relation between human
resources rewards and corporate entrepreneurship
according to the role of organizational citizenship
behavior and procedural justice.

8. There is a significant relation between human
resources partnership and corporate entrepreneurship
according to the role of organizational citizenship
behavior and procedural justice.

5. Research methodology

Since this research studies the relation between
the high performance of human resources and
corporate entrepreneurship according to the role of
two mediator variables in this relation. According to
the goal, Application and method, data analysis is a
correlation. Statistical population of this research is
the managers of 600 small and average companies of
Gilan province. The statistical sample of the research
was obtained according to sampling formula from a
limited society, managers of 93 small and average
companies. in each company one of the managers
was selected randomly and 110 questionnaire were
given to managers and 93 questionnaire were
analyzed, using SPSS software Pearson correlation
analysis and Multiple regression were used for data
analysis and test hypothesis.

6. Data analysis instrument:
validity
6.1. Research instrument and its reliability

Questionnaire is used for gathering information
in this research. Questions are designed so that the
respondent mark the options according to Likert’s
five options range (seldom, few, average, much, too
much) and a questionnaire which is used for
gathering information is distributed to the
respondents and constitutes questions related to
dependent and independent variables.

Corporate  entrepreneurship  questionnaire
constituted 17 questions that Oktan nad Biolet 2002
provided that according to the aspects which are
discussed by Baringer and Belardon 1999, Hornsby,
Koratko and Zahara 2002, Miler 1983, Kalanton,
Kavsgil and Zaho2002, Antonik and Histrich 2001,
Des, Lampkin and Kavin 1997, and Namen and
Selvin 1993. A factor analysis was done for
localizing this questionnare in Iran and determining
its validity. Two questions were deleted from 17
questions and the number of questions decreased to
15.

reliability and

The high performance of human resources’
questionnaire constitutes 28 questions which were
provided by Snel and Din 1992 and other researchers
like Bay and Lavler 2000, Dilery and Dati 1996, and
Zang et.al. 2008 used it. For detemining the questions
reliabillity a Confirmatory factor analysis was applied
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which all the questions of this variable were
confirmed.

Procedural justice questionnaire constitutes 5
questions provided by Terembly, Guy and Simred
2001. For determining the questions reliability, a
confirmatory factor analysis was applied that all the
questions of this variable were confirmed.

Organizational citizenship behavior
questionnaire constitutes 5 questions provided by
Mayer and Alon 1991, Poodsakf and Ahern and
Macenzy 1997, and Wiliam and Anderson 1991 and
Par and Temebly 2007 used it. for determining the
questions reliability, a confirmatory factor analysis
was applied that all the questions of this variable
were confirmed.

According to the contents mentioned above, the
total number of questionnaire became 53.

6.2. Research instrument validity

Cronbach's alpha coefficient was calculated
through SPSS  software to determine the
questionnaire validity. If Cronbach's alpha coefficient
of the questionnaire is more than 70 per cent, it can
be said that the questionnaire has acceptable validity.
Cronbach's alpha coefficient for research variables
are:

Cronbach's alpha of independent variable, i.e.
the high performance of human resources Is equal to
93/9 %, Cronbach's alpha of dependent variable, i.e.
corporate entrepreneurship is equal to 74/6 %,
Cronbach's alpha of first adjuster variable, i.e.
organizational citizenship behavior is equal to 90/9
%, Cronbach's alpha of second adjuster variable, i.c.
procedural justice is equal to 76/9 %, and Cronbach's
alpha of all four variables is more than 70 per cent, it
shows that questions validity is related to the
variables.

Cronbach's alpha of high performance of human
resources’ components is As follows:

Cronbach's alpha of human resources
employment is equal to 88/6 %, Cronbach's alpha of
human resources training is equal to 86/4 %,
Cronbach's alpha of human resources job design is
equal to 81/5 %, Cronbach's alpha of human
resources evaluation results is equal to 76/6 %,
Cronbach's alpha of human resources rewards is
equal to 71/1 %, Cronbach's alpha of human
resources partnership is equal to 83/1 %. Cronbach's
alpha of all variables is more than 70 per cent and it
shows that questions validity is related to
components.

7. The study of findings based on statistical test

Using statistical test, the relation between
dependent and independent variables (main
hypotheses) and also the relation between the high
performance of human resourses’ components and
corporate
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Entrepreneurship (subsidiary hypotheses) is
determined according to the role of procedural justice
and organizational citizenship behavior of the

research. Statistical tables of hypotheses are as
follows (Table 3):

Table 3: Descriptive table for high performance of human resources and corporate Entrepreneurship

Relation between variables | Significant level of | Correlation intensity of | Significant level of | Correlation intensity of

(research hypotheses) relation before entering | variables before entering | relation after entering | variables after entering
adjustor variables adjustor variables adjustor variables adjustor variables

high performance of human | 0.000 0.427 0.000 0.514

resources  and  corporate

Entrepreneurship

Employees employment | 0.006 0.284 0.000 0.466

andcorporate Entrepreneurship

Employees training and | 0.136 No relation 0.000 0.463

corporate Entrepreneurship

Employees  mobility  and | 0.002 0.319 0.000 0.484

corporate Entrepreneurship

Employees job security and | 0.031 0.224 0.000 0.472

corporate Entrepreneurship

Employees design and | 0.000 0.409 0.000 0.508

corporate Entrepreneurship

Employees result evaluation | 0.010 0.265 0.000 0.464

and corporate Entrepreneurship

Employees rewards and | 0.271 No relation 0.000 0.466

corporate Entrepreneurship

Employees partnership and | 0.000 0.370 0.000 0.556

corporate Entrepreneurship

According to table 3 the result for statistical test
of hypotheses is as follows:

The result of main hypothesis test: high
performance of human resources has a relation with
corporate entrepreneurship according to the role of
procedural justice and organizational citizenship
behavior.

The correlation intensity is 42/7 per cent between
high performance of human resources and corporate
entrepreneurship. Two adjustor variables of procedural
justice and organizational citizenship behavior can be
used for enhancing the intensity of this relation. Using
these two adjustor variables simultaneously, the
intensity of their relations will be enhanced to 51/4 per
cent.

The result of the first subsidiary hypotheses test:
there is a relation between employment and corporate
entrepreneurship according to the role of procedural
justice and organizational citizenship behavior.

Correlation intensity between employment and
corporate entrepreneurship is 28/4 per cent. Two
adjustor  variables of procedural justice and
organizational citizenship behavior can be used for
enhancing the intensity of this relation. Using these
two variables simultaneously, the intensity of their
relations will be enhanced to 46/6 per cent.

The result of the second subsidiary hypotheses
test: there is a relation between training and corporate
entrepreneurship according to the role of procedural
justice and organizational citizenship behavior.

Despite the lack of Initial correlation between
training and entrepreneurship with entering adjustor
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variables of procedural justice and citizenship
behavior, a correlation is created between training and
corporate entrepreneurship and the intensity of relation
is 43/3 per cent between training and corporate
Entrepreneurship.

The result of the sixth subsidiary hypotheses test:
there is a relation between results evaluation and
corporate entrepreneurship according to the role of
procedural justice and organizational citizenship
behavior. Correlation intensity between results
evaluation and corporate entrepreneurship is 26/5 per
cent. Two adjustor variables of procedural justice and
organizational citizenship behavior can be used for
enhancing the intensity of this relation. Using these
two adjustor variables simultaneously, the intensity of
their relations will be enhanced to 46/4 per cent.

The result of the seventh subsidiary hypotheses
test: there is a relation between rewards and corporate
entrepreneurship according to the role of procedural
justice and organizational citizenship behavior. Despite
the lack of Initial correlation between rewards and
entrepreneurship with entering adjustor variables of
procedural justice and citizenship behavior, a
correlation is created between rewards and corporate
entrepreneurship and the intensity of relation is 43/6
per cent between training and  corporate
entrepreneurship.

The result of the eighth subsidiary hypotheses
test: there is a relation between partnership and
corporate entrepreneurship according to the role of
procedural justice and organizational citizenship
behavior. Correlation intensity between partnership

lifesciencej@gmail.com




Life Science Journal 2012;9(4)

http://www.lifesciencesite.com

and corporate entrepreneurship is 37 per cent. Two
adjustor  variables of procedural justice and
organizational citizenship behavior can be used for
enhancing the intensity of this relation. Using these
two adjustor variables simultaneously, the intensity of
their relations will be enhanced to 55/6 per cent.

8. Discussion

Human resources management plays an important
role in developing entrepreneurial companies despite
the recognition of HRM importance in developing
entrepreneurial companies, research in this area is
limited and a few studies are devoted to the recognition
of HRM strategic nature in small companies. The
proposed theories about establishing HRM intersection
and small and entrepreneurial companies reveal the
importance of understanding the role of HRM in these
companies. Some resources asserted that because of
reasons such as Value or credit, Scarcity, lack of
sustainability, ~ the  inimitable derived from
heterogeneity, ambiguity and complexity of the
resources; provide an appropriate context in shaping
stable competitive advantage. Generally when HRM
activities are Stable, they reinforce people so that they
will have an effect like associates on ambitious actions
of employees. The results that researchers mentioned
can be cited for showing the relation between
corporate entrepreneurship and human resources.
Hornsby, Koratko and Montago 1999 introduced five
important factors which relate HR activities to CE.
These factors include opportunity to use rewards,
Provision of management support for innovation,
access to resources for innovation, corporate structure
that leads to training and cooperation and personal
risk-taking. Shever and Shever 1995 have asserted:
Creating an entrepreneurial corporate culture features
need reinforcing organizational citizenship behavior in
employees and managers so that they can help the
organization in achieving challenging targets.

In this research, the relation between high
performance of human resources and its eight
components with corporate entrepreneurship was
studied according to the role of two adjustor variables
of procedural justice and organizational citizenship
behavior. The results of statistical test of hypotheses
indicate a positive and significant relation between the
high performance of human resources and corporate
entrepreneurship. In fact the main hypotheses of the
research are confirmed. In the statistical test of
research subsidiary hypotheses according to the
statistical table 1, it is observed that six components
(employment, employees mobility, job security, job
design, results evaluation, and partnership) from eight
components of high performance of human resources
has a positive and significant relation with corporate
entrepreneurship and there is no relation between two
components of human resources training and rewards
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with corporate entrepreneurship. According to the
statistical population of current research, i.e. small and
average companies of Gilan province, it can be said
that the reason for the lack of correlation of two
components training and rewards is the Little attention
of managers to employees training and rewards and
other researchers have confirmed it. For example
researches indicate that training is one of the main
subjects of HRM in most small companies but formal
training is not considered so much in these companies.
Despite the positive effect of training on performance,
in small companies, this effect is no so high because of
the high cost of education.

If management includes owners of an institution
and encourages employees to a higher performance
and does not pay attention to their payment, the
organization’s members will criticize, and will have
low trust and fidelity. The traditional system on which
a person is evaluated should be corrected, In order to
assess the performance of the team. Evaluating a
person’s performance, determining hourly wage,
personal motivations can force the team members to
present a perfect performance. So in addition to the
evaluating actions and giving rewards to employees
(according to the role they played) management should
evaluate the team’s works, run profit sharing system,
share people in the action, give some gifts to the team
members, and work in such a way that people will be
encouraged, and work more and do their best efforts
towards the commitment of the team.

In the current research it is observed that a
significant and positive relation is created between the
high performance of human resources and corporate
entrepreneurship by entering two adjustor variables of
procedural justice and organizational citizenship
behavior and correlation intensity increases
significantly. Even if there is no correlation between a
component like rewards or training from the high
performance of human resources variable and
entrepreneurship, there will be a correlation by
entering the procedural justice and organizational
citizenship behavior which indicates the positive
importance and effectiveness of these two variables on
high performance of human resources and corporate
entrepreneurship.

According to the high importance of high
performance of human resources and corporate
entrepreneurship and discussed contents and previous
research results it is determined that high performance
of human resources promotes the qualitative
relationship between employees and organization, thus
an innovation will be created. So it can be concluded
that those organizations which look at their human
resources as the main assets of organization, give the
employees this option to express their ideas for a better
production and presenting creative solutions to solve
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the problems. If the human resources in organization
understand fairness and equality in managers’
procedures, then they can do their tasks better and they
will be motivated and relaxed. Managers should pay
attention to the components of high performance of
human resources in long-term for stable development
of organizations through corporate entrepreneurship
and make plan for them and invest on them and try to
shape these components despite the procedural justice
Fairness in employees and also the aspects of
organizational citizenship behavior such as cooperation
and generosity. So that by reinforcing these two
variables in the relation of high performance of human
resources and corporate Entrepreneurship,
organizations can compete with their competitors
without Bureaucratic formalities and in this changing
era outpace other organizations and achieve a stable
development.
Resources:
1. R David Fred. 1388. Strategic management.
Translation of Ali Parsaian and Muhamad Erabi,
14" edition.Tehran.  Daftare  Pajooheshhaye
Farhangi Publications.
2. Armstrong Michel.1384. Strategic management of
human resources. Translation bySeyed Muhamad

Erabi and Davood Izadi Tehran. Daftare
Pajooheshhaye Farhangi Publications. Second
edition.

3. Agha zade Hashem. Reza zade Hossein. 1388.
Corporate entrepreneurs.

4. Ebrahimi nejad mehdi. 1379. Strategic management
in Commerce and Industry. First edition. Tehran.
Samt Publications

5. Eslami Hasan. Sayar Abolghasem.
Organizational  citizenship ~ behavior.
Magazine. 18th year. Number 187.

6. Imanipoor Narges. Zivdar Mahdi. 1387. The study
of interface orientation to corporate
Entrepreneurship and performance. Journal of
Entrepreneurial Development. Fisrt year. Number 2

7. Bostanchi 1385. Job security with an approach to
security and health and its role in keeping
organization employees.

8. Taslimi Muhammad. Monavarian Abbas. Ashena
Mostafa 1385. The study of relation between Social
Capital and Internal Entrepreneurship. Management
culture. 4™ edition. Number 14.

9. Hasani Kakhki Ahmad. Gholi poor Arian.1386.
Organizational citizenship behavior. Another step
toward improving organization performance against
the customer. Pajooheshname Bazargani journal.
Number 45

10. Hosseinzadeh Ali. Naseri Mohsen 1387. Corporate
justice. Tadbir magazine. 18" year. Number 190

11. Haghshenas Asghar. Jamshidian Mehdi. Shaemi Ali.
Shahin Arash. Yazdanshenas Mehdi 1386. The
pattern of corporate Entrepreneurshipin The Iranian

2007.
Tadbir

http://www.lifesciencesite.com

12.

13.

14.

15.

16.

17.

19.

20.

21.

22.

23.

24.

25.

government. Oloome Modiriate Iran journal. Second
year. Number 8.

Rabinz Staphan P 1384. Corporate
behavior.translation of Ali Parsaian and Seyed
Mehdi Erabi. 11" edition. Tehran. Daftare

Pajooheshhaye Farhangi publication.

Ramin Mehr Hamid. Hadizade Akram. Ahmadi
Iman. 1388. The study of relation between
undesrtanding corporate justice and organizational
citizenship  beavior. ~Pajooheshname Modiriat
tahavol. First year. Number 2.

Rahmani Mohamad Taghi. 1387. Names and
addresses of active industrial workshops with 10
and more employees, 1385. Department of Planning
of Gilan province. Bureau of Statistics of Rasht.
Rahimian Hamid. Goodarzi Farkhonde 1388.
Working systems with high performance. Tadbir
magazine. 20" year. Number 202.

Sarmad Zohreh. Bazargan Abbas. Hejazi Elaheh.
1380. Reserch methodology In the Behavioral
Sciences. 5" edition. Tehran.Agah publications.

Saadat  Esfandiar 1386. Human resources
management. 13" edition.  Tehran.  Samt
publications.

. Seyed Javadin SeyedReza. Farahi Muhamad mahdi.

Taheri attar Ghazaleh. 1387. Understanding the
influence of organizational justice aspects On
various aspects of job and organizational
satisfaction. Modiriat bazagrani magazine. First
Period. Number 1

Abdolmaleki Jamal, Yusefi afrashteh Majid,
Pirmohamadi Mehrdad, Sabokroo Mahdi,
Mohamadi Anushirvan, 1387. The study of relation
between Entrepreneurial skills and corporate
Entrepreneurship. Entrepreneurship Development
journal, first year, number 2

Fadaee Keyvani Reza. Nasaj Hosseini Mohsen.
1387. Entrepreneurship. First edition. Rasht. Hagh
shenas publication.

French vendal. H bell Sil 1385. Development
management in organization. Translation of Seyed
Mehdi Elvani and Hasan Danayifard. Tehran. 9"
publication. Safar-eshraghi publications.

Kart Right Rojer, 2002. Entrepreneurial
organizations. Translation of Dr Ali Parsaian. First
edition. Tehran. Termeh publications.

Cook james R.1382. owards entrepreneurship.
Translation of Mitra Teymoori. First edition.
Amoozeh publications. Esfahan.

Moghimi Seyed Javad. 1385. The study of relation
between organizational citizenship behavior and
Entrepreneurial culture in organizations.
Management culture, 4" year. Number 13.

Moghimi Seyed Muhamad. Ahmad Poor Dariani
Mahmood. 1387. Entrepreneurship training in small
and average businesses in iran. Needs and Solutions.
Entrepreneurial development journal. First year.
Number 1

lifesciencej@gmail.com




Life Science Journal 2012;9(4)

http://www.lifesciencesite.com

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

Momeni Mostafa.1387. Corporate Entrepreneurship.
Entrepreneurial  organizations. Sanate khodro
magazine. Number 117.

Najaf beygi Rezal386. Organization and
management.4” edition. (new edition). Tehran.
Termeh publications.

Histrich Robert D. Piterz Michael P. 1385.
Translation of Alireza Feyz bakhsh and Hamidreza
Taghiyari. Fisrt volume. Tehran. Scientific
publications of Sanati Sharif University.

Aktan, B., Bulut, C. (2008),"Financial Performance
Impacts of Corporate Entrepreneurship in Emerging
Markets: A case of Turkey", European Journal of
Economics, Finance and Administrative Sciences,
available at: www.eurojournalsn.com.

Antoncicc. B &  Hisrich. R.D. (2001),
Intrepreneurship: Construct refinement and cross
cultural validation, Journal of Business Venturing
16,pp 495-527.

Antoncic.Bastjan& Pordan.Igor (2008), Alliances,
Corporate technological entrepreneurship and firm
performance: Testing a model on manufacturing
firms, www.elsevier.com/locate/technovation
Arocas.L R & Camps. J (2007),A model of high
performance work practices and turnover intentions,
www.emeraldinsight.com/0048-3486.htm

Artur. J.B. (1992), the link between business
strategy and industrial systems in American steel
minimills, industrial and labour relation review 45,
pp 488-506.

Artur. J.B. (1994), Affect of human resource
systems on manufacturing performance and
turnover, Academy of management journal 37(3),
pp 670-687.

Bae, J & Lawler, J. J. (2000), Organizational and
HRM strategies in Korea: Impact on firm
performance in an emerging economy, Academy of
Management Journal, No. 43, pp 502-517.
Bajona.C, Locay.L (2008), Entrepreneurship and
productivity: The slow growth of the planned
economies, www.elsevier.com/locate/red
Bamberger.P & Meshoulam. 1. (2000), Human
resource strategy. Newbury Park, CA: Sage.
Barringer, B. R.& Bluedorn, A. C. (1999), The
relationship between corporate entrepreneurship and
strategic management, Strategic Management
Journal, No. 20, pp 421-444.

Batt. R. (2002), managing customer service: Human
resource practices, quit rates and sales growth,
Academy of management journal 45(3), pp 587-597.
Becker. B & Gerhart. (1996), The impact of human
resource management on organizational
performance progress and prospects, Academy of
management journal 39(4), pp 779-801.

Behrens. K (2008), Investigating the High
Performance Work System: Employee Perception
and Employment Conditions in a Health Care
Setting,word Academy of Science, Engineering and
Technology 43

http://www.lifesciencesite.com

42.

43.

44,

45.

46.

47.

48.

49.

50.

S1.

52.

53.

54.

Bienstock C.Carol, Demoranville. W. Carol,Smith
K. Rachel (2003), Organizational Citizenship
Behavior and Service Quality,Journal of Services
Marketing, Vol 17, No 4, pp 357-378.

Calantone, R. J.; Cavusgil, S. T.; Zhao, Y. (2002),
Learning orientation, Firm innovation capability,
and firm performance, Industrial Marketing
Management, Vol. 31, No. 6, pp 515-515.
Combs.James,Liu.Yongmei,Hall. Angel, Ketchen.Da
vid(2006), How Much Do High-Performance Work
Practices Matter? A Meta —Analysis of Their Effects
on Organizational Performance, department of
management, 59, pp501-528

De Kok, J.; Hartog, D. D. (2006),"High
Performance Work Systems, Performance and
innovativeness in small Firms", Available at
www.eim.nl/smesandentrepreneurship.

DeleryJE & Doty.H.D. (1996), Modes of
theorizing  in  strategic = human  resources
management: Test of universalistic, contingency and
configurational performance predictions. Academy
of Management Journal, 39, pp802-836.

Den Hartog. D.N & Verburg. R.M. (2004), High
performance work systems, organizational culture
and perceived organizational effectiveness, Human
Resource Management Journal 14(1), pp 55-78.
Dess, G. G.; Lumpkin, G. T.; Covin, J. G. (1997),
Entrepreneurial ~ strategy making and firm
performance:  tests of  contingency  and
configurationally models, Strategic Management
Journal, Vol. 18, No. 9, pp 677-695.

Guthrie. J.p. (2001), High-involvement work
practices, turnover, and productivity: Evidance from
New Zealand, Academy of management journal 44,

pp 180-190
Hayton, J. C. (2005),"Promoting corporate
entrepreneurship ~ through  Human  Resource

Management Practices: A review of empirical
research, Human Resource Management Review,
No. 15, pp. 21-4

Hornsby, J. S.; kuratko, D. F.; Zahra, S. A. (2002),
Middle managers perception of the internal
environment for corporate  entrepreneurship:
assessing a measurement scale, Journal of Business
Venturing, No. 17, pp 253-273.

Huselid, Mark.(1995),The impact of human
resource practices on turnover, productivity,and
corporate financial performance, Academy of
Management Journal, Vol. 38, No. 3, pp. 635-672.
Huselid, M.A. & Becker, B.E. (1996),
Methodological issues in cross-sectional and panel
estimates of HR-firm link, Industrial Relations, Vol.
35, pp. 400-22.

Ichniowski. C & Shaw. K. (1999), The effects of
human resource management systems on economic
performance: An international comparsion of US
and Japanese plants, Management Science 45, pp
704-721.

lifesciencej@gmail.com




Life Science Journal 2012;9(4)

http://www.lifesciencesite.com

55.

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

Kuratko.D.F, Hornsby.JS, Bishop.J W(2005),
Managers Corporate Entrepreneurial Actions and
Job Satisfaction, International Entrepreneurship and
Management Journal 1, pp 271-291
Jack.s,Hyman.J,Osborne.Fr(2006), Small
entrepreneurial ventures culture, change and the
impact on HRM: A critical revie,
www.socscinet.com/bam/humres

Ichniowski. C & Shaw. K. (1999), The effects of
human resource management systems on economic
performance: An international comparsion of US
and Japanese plants, Management Science 45, pp
704-721.

Kuratko.D.F, Hornsby.JS, Bishop.J W(2005),
Managers Corporate Entrepreneurial Actions and
Job Satisfaction, International Entrepreneurship and
Management Journal 1, pp 271-291
Jack.s,Hyman.J,Osborne.Fr(2006), Small
entrepreneurial ventures culture, change and the
impact on HRM: A critical revie,
www.socscinet.com/bam/humres

Lind. E A, Kanfer.R, Early.R (1990), Voice, Control
and Procedural Justice: Instrumental and Non-
Instrumental Concerns In Fairness Judments,
Journal of Personality And Social Psychology, pp
952-959

Lober.Douglas (1998), Pollution Prevention as
Corporate Entrepreneurship, Journal of
Organizational Change Management, Vol 1, No 1
Maccitella, U. (2008),"The Effect of Human
resource Management Practices on organizational
performance through corporate entrepreneurship",
University ~ Bacconi, Track  Economic &
Management.

MacDuffie. J.P. (1995), Human resource bundles
and manufacturing performance: organizational
logic and flexible production systems in the world
auto industry, Industrial and Labour Relations
Review 48, pp 197-221.

Mayer. R.C & Allen. NJ. (1991), A three
component conceptualization of organizational
commitment, Human Resource Managemnet
Review 1, pp 61-89.

Mayson, S & Barrett, R. (2006),"The science and
practice of HRM in small firms", Human Resource

9/6/2012

http://www.lifesciencesite.com

1353

66.

67.

68.

69.

70.

71.

72.

73.

74.

75.

Management Review, No. 16, pp. 447-455,
www.socscient.com/bam/humrs.

Miller, D. (1983), The correlates of
entrepreneurship in three types of firms.
Management Science, Vol. 29, No. 7, pp 770-791.
Naman, J. L& Slevin, D. P. (1993),

Entrepreneurship and the concept of fit: a model and
empirical tests, Strategic Management Journal, No.
14, pp 137 154.

Organ. D.W, (1990), The motivational basis of
organizational citizenship behavior. In B.M.Staw &
L L., Cummings (Eds), Research in organizational
behavior, pp 43-72.

Pare, G & Trembly, M. (2007),"The influence of
High- Involvement Human Resource Practices,
procedural justice, organizational commitment and
Citizenship Behaviors on Information Technology
professional’s Turnover Intentions", pp326-358,
available at: http://gom.sagepub.com hosted at
http://online.sagepub.com.

Padsakoff, P.; Ahearne, M.; Mackenzie, S. (1997),
Organizational citizenship behaviors and sale unit
effectiveness, Journal of Applied Psychology, No.
82, pp 262-270.

Snell.S.A, (1992), Control theory in strategic
Human Resource management: The mediating
effect of administrative information. Academy of
Management Journal 35, pp 292-327.

Snell, S. A.& Dean, J. W. (1992), Integrated
manufacturing and human resource management: A
human  capital  perspective, Academy  of
Management Journal 35, pp 467-504.

Tremblay, M.; Guay, P.; Simard, G. (2001),
organizational commitment and OCB: the role of
HR practices, Paris: L. Cadin.

Williams. L.J & Anderson. S.E. (1991), Job
satisfaction and organizational commitment as
predictors of organizational citizenship and in-role
behaviors, Journal of Management 17, pp 601-617.
Zhang, Z.; Wan, D.; Jia, M. (2008), Do High-
Performance Human Resource Practices help
corporate entrepreneurship? The mediating of
organizational citizenship behavior, Journal of High
Technology Management Research, No. 19, pp.
128-138.

lifesciencej@gmail.com




