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Abstract 

With the emergence of strategy literature both strategic aspect of human resource management and entrepreneurial activities in the 
organizations have been among the most remarkable subjects of research papers. In the literature the effect of strategic human 
resource management (SHRM) on firm performance has been extensively examined. The latest papers started to extensively 
investigate the effects of third variables in this relationship. Also, in recent years some researchers have studied and shown 
significant interactions between entrepreneurial orientation (EO) and human resource practices. In this study we focus on the 
important role of entrepreneurial orientation on the relationship between SHRM and firm performance. For this purpose a 
questionnaire was prepared and data were collected from the firms that operate in different industries in Istanbul. The collected data 
from questionnaires were analyzed with SPSS and AMOS software programs. Analyses results indicated that entrepreneurial 
orientation mediated the relationship between strategic human resource management and firm performance (both financial 
performance and employee performance).  
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1. Introduction 

In recent years, many organizations and researchers investigate the value of HR functions such as selection, 
development and retention of employees. Researchers in this field have depended on resource based view to explain 
the effects of strategic HRM practices on firm performance.  With the development of strategic orientation in HR 
departments, firms have understood that their human capital can provide sustainable competitive advantage (Barney, 
1991; Ulrich, 1997). With the emergence of strategic management in firms, many functions and departments of 
organizations have tried to match their strategies, practices and processes with the business strategy. HRM is one of 
them and strategic HRM emerged when firms tried to link their HR strategies and practices with business strategy 
(Wright and McMahan, 1992). Many researches have been conducted to show the effect of strategic HRM practices on 
firm performance. In previous researches, it has been showed that effective use of HR practices improve firm 
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performance by increasing productivity of employees, decreasing turnover rates and increasing sales and profits of the 
company (Huselid, 1995; Becker and Gerhart, 1996; Delery and Doty; 1996). 

 
With the emergence of strategic management literature, entrepreneurial orientation has become another subject 

studied deeply in recent years (Lumpkin and Dess, 1996). In today’s rapidly changing environment firms always try to 
renew their products, services and business processes to adapt changing conditions. In order to achieve this, firms give 
importance to corporate entrepreneurial activities and they are known as entrepreneurially oriented firms. Developing 
new business processes, new products and services, encouraging research and development processes, supporting new 
technologies and ideas can be seen as the indicators of entrepreneurially oriented firms. 

 
One of the main focuses of strategic HRM researches is to investigate the effect of strategic HR practices on firm 

performance (Boxall & Macky, 2007). But most of the previous researches, except researches in recent years, do not 
have any mediators to explain the relationship between SHRM and firm performance (Becker & Gerhart, 1996). In 
this study we will investigate the mediator effect of entrepreneurial orientation on the relationship between SHRM and 
firm performance. 

 
Literature that examines the association between HRM practices and corporate entrepreneurship is a new but 

growing field (Hayton, 2005). According to Balkin and Logan (1988), poorly established compensation and 
performance appraisal systems can influence entrepreneurial activities in a negative way. Also, in many other 
researches (Burgelman, 1983; Schuler, 1986; Brandt, 1986) it is suggested that HRM policies and practices can affect 
entrepreneurial activities in organizations. In strategic HRM, the main objective was to integrate HR strategies with 
business strategies. Also, in the previous researches it is proposed that HR functions are affected from business 
strategies of firms (Schuler, 1989). Therefore if firms select entrepreneurially oriented strategies the role of HR to 
realize strategic goals becomes very crucial.   

 
The purpose of this study is to investigate the mediator effect of entrepreneurial orientation on the relationship 

between strategic HRM and firm performance. First of all, depending on previous researches the underlying theory of 
strategic HRM is given and its relation with firm performance is investigated. Secondly, entrepreneurial orientation 
and its dimensions are investigated. Thirdly, general associations among SHRM, entrepreneurial orientation and firm 
performance are discussed and hypotheses are generated. Finally research method and data analysis results are given, 
conclusions and managerial implications are stated and suggestions for future researches are made. 

2. Literature Review And Hypotheses  

2.1. Strategic Human Resource Management 

The emergence of SHRM is a result of organizations’ strategic management tendencies. In today’s management 
practices, all business functions try to link their work methods and practices with firm strategy to achieve higher 
organizational performance. So, as it is stated by Miles and Snow (1984), SHRM emerges when HR departments try 
to harmonize their strategies, processes and practices with firm strategies. If you do not observe such a link between 
HRM and firm strategies, HRM stay as a functional process in the organization. 

 
For companies, strategic human resource management practices can be thought as a tool to achieve competitive 

advantage. Because strategic human resource management practices are aligned with firm strategy to achieve higher 
organizational performance (Wright and McMahan, 1992; Jackson and Schuler, 1995). According to Schuler (1992), 
SHRM is related to effective use of human resources of companies to achieve strategic needs of organizations. 
According to Wright and McMahan (1992:298), SHRM is “the pattern of planned human resource deployments and 
activities intended to enable an organization to achieve its goals.” 
 

As it is stated by many researchers, SHRM vertically tries to link human resource practices and strategies with the 
organizations’ strategies and strategic management processes. On the other hand, horizontally, it tries to coordinate 
and harmonize human resource management strategies and practices in itself (Schuler and Jackson, 1987; Guest, 1989; 
Wright and Snell, 1991; Schuler, 1992). As a result of this organizations and academicians have begun to think HRM 
in a broader perspective to realize firm strategies and goals. The strategic thinking affected all HRM functions which 
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called later such as strategic recruitment and selection, strategic planning, strategic training and development, strategic 
compensation and reward systems, strategic succession and strategic appraisal. All these HR functions and processes 
tried to integrate with both horizontally HR strategies and vertically business strategies and goals. 

 
Resource based theory is one of the most referred one in SHRM literature. According to Barney (1991), a resource 

can create sustainable competitive advantage only when it is rare, valuable, inimitable and non-substitutable. 
According to this view, in order to utilize human capital as a sustained competitive advantage, first of all human 
resources should add value to the firm. There are a lot of potential workers with different skills, abilities and 
capabilities and firms try to attract the most talented ones in order to add value to the company. Second, human 
resources should be rare to create a sustained competitive advantage. All the recruitment and selection programs of 
organizations which have SHRM practices focus on attracting and hiring the most skilled or talented employees. 
Third, human resources must be inimitable. Inimitability of human resources is related to people’s unique skills, 
abilities and competencies which are customized for them. And finally, human resources do not have substitutes and 
this creates a sustained competitive advantage for firms. Technologies, business processes, production processes, 
products, services, markets, supply advantages, strategies and many different business related sources can be imitable 
in a way. But human resources do not have any substitutes and this provides a sustainable competitive advantage for 
companies (Barney, 1991; Wrigt and McMahan, 1992). 

2.2. Entrepreneurial Orientation and Dimensions 

EO is a concept emerged with the development of strategic management literature and EO is related to firm level 
entrepreneurial activities and processes (Stevenson and Jarillo, 1990; Lumpkin and Dess, 1996; Wiklund and 
Shepherd, 2005). Miller (1983) defines EO as firms’ innovativeness, proactiveness and risk taking tendencies when 
they faced with the opportunities in the market. According to Covin and Slevin (1989), EO is a strategic stance of a 
firm that reflects general competitive orientation of the firm. In another definition, Jennings and Lumpkin (1989) 
relates EO with entering new markets via providing new services and products above the averages. 

 
In the literature, Miller (1983) defined EO as a three dimensional concept: innovativeness, risk taking propensity 

and proactiveness. In the later studies, Lumpkin and Dess (1996) added competitive aggressiveness and autonomy 
dimensions. Although most of the studies used Miller’s three dimensions, innovativeness, risk taking propensity and 
proactiveness (Rauch et al., 2009), in this study in addition to these three dimensions we will also use competitive 
aggressiveness and autonomy dimensions added by Lumpkin and Dess (1996). 

 
Innovativeness is stated as the most important dimension of EO in different studies (Drucker, 1985; Lumpkin and 

Dess, 1996) and research results revealed that there is a strong relationship between innovativeness and high 
performance (Roberts, 1999). According to Lumpkin and Dess (1996: 142), innovativeness reflects “willingness to 
support creativity and experimentation in introducing new products/services, and novelty, technological leadership and 
R&D in developing new processes”. In today’s business environment organizations force themselves to become 
innovative more than ever before, because the first mover advantage gained with the new products and services 
offered to the markets create high market share, high sales income and high financial performance (Wiklund, 1999). 

 
Risk taking propensity is defined as the tendency to take risks related to uncertainties in strategic practices of firms 

(Covin and Slevin, 1989). In most of the studies, risk taking behaviors have been centered in entrepreneurial activities 
because in order to take advantage of opportunities in the market, trying new things and differentiating a company 
from its rivals always contains some risk (Hebert and Link, 1988; Morris and Kuratko, 2002). 

 
Proactiveness is related to exploring new opportunities in the markets (Venkatraman, 1989) and proactive firms 

develop new products and services before their competitors, create new markets to turn and reshape existing balances 
in favor of the company and forecast future demands and dynamics in the markets (Lumpkin and Dess, 2001). 
Therefore, proactive firms are expected to become market leader and perform better than their rivals because they can 
adapt changing conditions faster than others (Hughes and Morgan, 2007). 

 
Competitive aggressiveness is related to firms’ direct and extensive competitive entrance to the markets and 

sectors. Aggressively competitive firms protect their positions in the markets they operate and they perform higher 
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than their rivals. Because these firms use different methods and practices rather than traditional ones and they exceed 
their rivals by means of the differentiation they created and the first mover advantages in the markets (Lumpkin and 
Dess, 1996). Aggressively competitive firms firstly classify their resources at hand, then identify their priorities and 
achieve sounding outcomes with the optimum use of resources at hand. (Baker and Nelson, 2005; Read and 
Sarasvathy, 2005). 

 
Autonomy is defined as “independent action by an individual or team aimed at bringing forth a business concept or 

vision and carrying it through to completion” (Lumpkin and Dess, 2001:431). If managers let their workers to have 
some level of autonomy, with the independent actions they can influence firms’ strategic decision making practices 
(Mintzberg, 1994). Autonomy encourages employees to perform on behalf of the company via implementing the best 
business practices and their novel ideas. Therefore, freedom of employees, their free actions and independent decision 
making practices are important concepts of autonomy (Lumpkin and Dess, 1996; Voss, Voss and Moorman, 2005). 

2.3. Firm Performance 

In order to measure firm performance different criteria have been used so far. According to Venkatraman and 
Ramanujam (1986), firm performance is an indicator of a firm’s capacity to achieve its goals and performance 
includes both financial and non-financial measures. Financial measures include economic factors and non-financial 
measures include success indicators such as market share, quality, satisfaction and market effectiveness. On the other 
hand employees’ contributions to their jobs are very important for the development and success of the organizations. 
With the talented and skilled employees firms can gain competitive advantage over their rivals. Therefore in this study 
we used financial performance and employee performance to measure firm performance. 

2.4. Development of Hypotheses  

The literature investigating the relationship between human resource practices and EO is a new but growing field. 
In the researches examining the relation between human resource practices and corporate entrepreneurship, it is 
understood that human resource management is important for corporate entrepreneurial activities (Kuratko et al., 
1990; Morris and Jones, 1993; Hayton, 2005; Kaya 2006; Zhang et al. 2009; Messersmith and Wales, 2011).   

 
According to Morris and Jones (1993) there is a relationship between HR practices and entrepreneurial activities. 

They identified five sets of human resources practices and defined different roles for each practice related to corporate 
entrepreneurship. In order to facilitate or encourage corporate entrepreneurship HR panning (e.g. formal planning, 
implicit job analysis, integrative job design, less structured jobs, high employee involvement), recruitment and 
selection (e.g. external candidate use, broad career paths, less formalized selection, extensive job socialization, open 
recruitment and selection), training and development (e.g. career oriented long term training, individualized training, 
high employee participation, developing managerial skills and continuous training), performance appraisal (e.g. 
effectiveness, long term performance, result oriented performance, innovation and risk criteria in performance, 
tolerance to failures, effects of project life cycle in appraisals), compensation and reward systems (e.g. long term 
performance, individual performance, significant financial rewards, merit and incentive-based) are regarded as 
important tools for organizations (Morris and Jones, 1993: 881). 

 
Hayton (2003) distinguished discretionary HRM practices from traditional ones. Traditional HRM practices are 

more efficiency oriented and related to matching individual skills with the needs of the organization. But discretionary 
practices are learning oriented and encourage employee commitment, participation, knowledge sharing and tolerate 
failures. Therefore it is found that discretionary human resource management practices positively affected 
entrepreneurial activities and entrepreneurial performance. In another study Messersmith and Wales (2011) found 
important connection between EO and HRM by investigating the effects of high performance work systems on EO in 
young, entrepreneurially-oriented, high-technology firms. Kaya (2006) found that human resource practices enhance 
the effect of EO on firm performance. That means if organizations want to develop their entrepreneurial activities they 
should give importance to human resource departments and support their practices. In this study we will test the 
reverse. In other words, we wonder whether firms can enhance the effects of SHRM practices on firm performance by 
means of EO.    
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In the literature there are many studies have investigated the relationship between SHRM and performance but the 
research area examining the mediating effect of EO on the relationship between SHRM and performance is nearly 
empty. Depending on our review of previous studies investigating the relationship among HRM, EO and performance 
we developed our hypotheses and research model as below: 
 

H1: Entrepreneurial orientation mediates the relationship between strategic human resource management and 
financial performance. 

H2: Entrepreneurial orientation mediates the relationship between strategic human resource management and 
employee performance. 

                                        
Figure 1. Conceptual Research Model 

3. Methodology 

3.1. Measurement Instruments 

In order to measure research purpose we prepared a questionnaire depending on the scales used in previous studies 
in the literature. Bartram et al (2007) modified the SHRM index developed by Huselid (1995). In this study we used 
13 items SHRM index used by Bartram et al (2007). EO scale adapted from Hughes and Morgan (2007). This scale 
includes 18 items: 3 items for risk taking, 3 items for innovativeness, 3 items for proactiveness, 3 items for 
competitive aggressiveness and 6 items for autonomy. Financial performance scale includes 6 items and adapted from 
Lynch et al. (2000) and Baker and Sinkula (1999). Employee performance scale includes 3 items adapted from 
Fuentes et al. (2004) and Rahman and Bullock (2004). 

3.2. Sample and Data Collection 

In order to collect data we used a questionnaire survey. Research data were collected from firms that operate in 
Istanbul and have human resource departments. We collected 297 valid questionnaires from managerial positions of 
companies. Data obtained from those 297 questionnaires were analyzed with SPSS and AMOS programs. After 
collecting the data, statistical analyses provided basic features about respondents. Demographic results indicated that 
204 participants were male and 92 participants were female. Most of the participants had less than 5 years of service in 
the firm and the average age of majority was between 30-39. 

3.3. Factor Analyses and Reliabilities 

In order to understand the underlying dimensions of the measured variables used in the survey exploratory factor 
analysis was performed by using principal component analyses extraction method and promax rotation. Kaiser-Meyer-
Olkin (KMO) sample adequacy test and Bartlett sphericity tests were applied to test whether the data set is suitable for 
factor analysis. If KMO value is greater than 0.5 and “p” value is less than 0.05 in Barlett test we can say that data set 
is adequate for factor analysis (Field, 2009). According to analyses results KMO value is 0,872 and Barlett test result 
is significant at 0.001 levels. That means our data set is adequate for factor analysis. 

 
In the principal component analysis factor loadings were selected above 0.50 considering the size of the sample 

(Hair et al 2010). In the factor analysis eigenvalues was set to be higher than 1.00. In SHRM scale questions 4 and 6 
loaded below 0.50 and questions 5 and 10 loaded in two different factors. Therefore we took these four items out of 
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factor analysis. Proactiveness dimension in entrepreneurial orientation scale and related three items are not included in 
the analyses because this dimension has not been sufficiently understood by participants. The remaining items loaded 
in predicted factor components according to principal component analyses and factor loadings took values between 
0.508 and 0.889. 

 
Factor reliabilities were checked with Cronbach's Alpha values and all values found greater than 0.70 which is the 

lowest acceptable value. This shows that factors are reliable and have internal consistency. Factor analysis results are 
given in the table below. 

 

Table 1: Factor Analysis Results 

SH
R

M
 

Fi
na

nc
ia

l 
Pe

rf
or

m
an

ce
 

E
m

pl
oy

ee
 

Pe
rf

or
m

an
ce

 

In
no

va
tiv

en
es

s 

R
is

k 
T

ak
in

g 

C
om

pe
tit

iv
e 

A
gg

re
ss

iv
en

es
s 

A
ut

on
om

y 

HR practices are integrated to be consistent with each other ,889       
HR strategies’ integration with organisation’s strategy ,863       
Matching characteristics of managers to strategic plan ,788       
İdentifying necessary managerial characteristics in the long term ,788       
HR personnel are a key influence in setting HR strategy ,699       
Development programmes are designed to support strategic changes ,616       
Modifying compensation systems to encourage managers  ,607       
Evaluating key personnel based on their potentials ,553       
Job analyses are based on what the job may entail in the future ,511       
Overall success level in financial terms   ,730      
Financial success of new products   ,712      
Average net profitability compared to equity  ,691      
Net profitability before tax compared to all available resources  ,666      
Net revenue achieved from basic operations  ,656      
Average annual increase in sales  ,643      
Satisfaction level of employees   ,810     
Absenteeism rate of employees   ,795     
Morale level of employees   ,650     

ENTREPRENEURIAL ORIENTATION        
Our business seeks out new ways to do things     ,864    
Our business is creative in its methods of operation    ,800    
Improvements and innovations in our business     ,681    
People are encouraged to take calculated risks with new ideas     ,740   
‘Risk taker’ is considered a positive attribute for people      ,705   
Emphasizing on exploration and experimentation for opportunities     ,508   
Taking a bold or aggressive approach when competing      ,820  
Our business is intensely competitive      ,782  
We try to undo and out-maneuver the competition as best as we can      ,551  
Freedom and independence given to employee to decide on their own       ,865 
Making and instigating changes while employees perform their tasks       ,807 
Authority and responsibility given to employees to perform better       ,703 
Employees are permitted to act and think without interference       ,682 
Employees are given freedom to communicate without interference       ,613 
Employees have access to all vital information       ,561 

Eigenvalues 9,262 2,251 1,032 1,721 1,609 1,349 2,816 
Variance Explained 28,067 6,820 3,128 5,215 4,875 4,088 8,534 

Notes (i) Principal Component Analysis with Promax Rotation  

(ii) KMO =0,872, Bartlett Test;  p<0.001   

(iii) Total Variance Explained (%);  60,727 

    Correlation analysis indicates that there is a positive and significant relationship between factor variables. This 

shows that research variables correlate each other sufficiently and they can be reviewed adequately. Also 

multicollinearity does not exist in the research variables because correlation levels are less than 0.7 (Hair et al. 2010). 
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Table 2: Correlation analysis 

 
                                  1 2 3 4 5 6 7 8 Mean 

Std. 
Dev. 

1. SHRM (0,89)      3,62 0,66 
2. Risk Taking ,559*** (0,79)     3,42 0,77 
3. Innovativeness ,584*** ,616*** (0,84)    3,75 0,73 
4. Competitive 
Aggressiveness ,379*** ,323*** ,309*** (0,71) 

  
  3,79 0,70 

5. Autonomy ,429*** ,444*** ,353*** ,251*** (0,81)  3,35 0,70 

6. Financial Performance ,179*** ,164*** ,246*** ,256*** ,161*** (0,77) 
 

3,52 0,64 

7. Employee 
Performance ,407*** ,310*** ,381*** ,184*** ,251*** ,244*** (0,71) 3,52 0,78 

8. Entrepreneurial 
Orientation ,667*** ,824*** ,781*** ,633*** ,693*** ,161*** ,251*** (0,82) 3,58 0,53 

***; Correlation is significant at the 0.001 level. Cronbach's Alpha ( ) is represented in diagonals  
 

3.4. Test of the Research Model 

In order to test research hypotheses path analysis technique which based on the structural equation modelling was 
used. The results of path model are shown in the table below. 

 
     Table 3: Hypothesis Testing 

       IV           DV Standardized Estimates  Indirect Effecta 

Model w/o 
Mediator 

SHRM Financial Performance 0,179** 
 Estimate 

Confidence 
Intervals 

SHRM Employee Performance 0,407*** 
 Lower Upper 

Model with 
Mediator 

SHRM 
Entrepreneurial 
Orientation 

  0,667*** 

Entrepreneurial 
Orientation 

Financial Performance  0,289*** 

Entrepreneurial 
Orientation 

Employee Performance 
 

0,203*** 

SHRM Financial Performance   *-0,014 (ns) 0.193** 0,108 0,279 

SHRM Employee Performance  0,272** 0.135** 0,058 0,214 

***p<0.001, **p<0.01, a; 5000 Bootstrap Samples, %95 Confidence Interval 

 

    According to path analysis results, before including the mediating variable into the analysis SHRM has significant 
and positive effect on financial performance (β=0,179; p<0,01) and employee performance (β=0,407; p<0,01). After 
including the mediating variable into the analysis it is shown that the significant effect of SHRM on financial 
performance disappeared and the significant effect of SHRM on employee performance decreased (β=0,272; 
p<0,01). According to Baron and Kenny (1986) mediating effects are obvious but on the other hand according to 
Preacher and Hayes (2004) mediating effects are only controlled.  
 
    Bootstrapping is an increasingly preferred method of testing the indirect effect. It is a non-parametric method 
depends on resampling with replacement that is done in many times. (Preacher and Hayes, 2004; Shrout and Bolger, 
2002). In this study, in order to verify mediating effects, indirect effect of SHRM on financial performance and 
employee performance is examined by using Bootstrapping method at 5000 sample level. Mediating effects are 
validated because indirect effects (β=0,193; p<0,01 for financial performance; β=0,135; p<0,01 for employee 
performance)   are found significant at 95 percent confidence level.  
 

Depending on the analyses results both H1 and H2 are supported. That means EO has complete mediation effect 
on the relationship between SHRM and financial performance and partial mediation effect on the relationship 
between SHRM and employee performance. Related path model results are as shown below. 
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Figure 2: Path Analyses Results (***p<0.001, **p<0.01) 

 

4. Discussion and Conclusion 

In this study the role of SHRM and EO on firm performance was investigated. The results indicated that EO has a 
full mediation role between SHRM and financial performance and partial mediation role between SHRM and 
employee performance. Although there are many studies examining SHRM - firm performance relation (Wright and 
McMahon, 1992; Lado and Wilson, 1994; Huselid, 1995; Rogers and Wright, 1998) and human resource management 
practices – EO relation (Morris and Jones, 1993; Hayton, 2005; Kaya, 2006; Messersmith and Wales, 2011) in the 
literature, the mediation role of EO between SHRM and firm performance has not been studied deeply. 

 
According to Covin and Slevin (1991), depending on the behavioral model of entrepreneurship, firm level 

entrepreneurship is becoming more attractive because processes and behaviors are manageable. Firm level activities 
can be managed with the help of organizational strategies, structures, systems and cultures (Covin and Slevin, 1991). 
If companies pursue entrepreneurially oriented goals such as being more proactive, encouraging innovativeness and 
risk taking and competing more aggressively, the strategic HR activities automatically will turn to provide necessary 
HR support such as human capital, sufficient training programs and competitive compensation and reward systems to 
company in order to achieve its goals and strategies in the long run. As a result, HR’s contribution to firm performance 
is expected to automatically increase. Depending on the literature and analyses results managers are suggested to 
determine necessary level of entrepreneurial activities and HR departments can set their roles and activities to meet the 
need of entrepreneurial goals of organizations. Therefore the positive contribution of HR activities on firm 
performance can increase.  

 
However, this study has some limitations. First of all, our survey was conducted on firms operating in different 

industries in Istanbul. For the generalizability of findings, further researches can be conducted in different regions of 
Turkey and different countries. Also, further researchers can focus on specific sectors in order to show whether any 
sectoral differences exist in the area. In this study we measured mediator effect of entrepreneurial orientation but 
further researchers can measure other strategic orientations such as marketing orientation and learning orientation. Our 
research was designed as a cross sectional study to test the propped relationships among variables. With this design, 
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we took the perceptions of respondents at a certain point in time. Therefore future researchers can examine 
relationships on a longitudinal basis.   

References 

Baker, T. and Nelson, R. E. (2005). Creating Something From Nothing: Resource Construction Through Entrepreneurial Bricolage, Administrative 
Science Quarterly, 50, 329-366. 

Baker, W. E. and Sinkula, J.M. (1999). The synergistic effects of market orientation and learning orientation on organizational performance, Journal 
of Academy of Marketing Science, Vol.27 (4), pp.411-427 

Balkin, D. B. and Logan, J. W. (1988). Reward policies that support entrepreneurship. Compensation & Benefits Review, 20(1), 18-25. 
Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of management, 17(1), 99-120. 
Baron, R. M., and Kenny, D. A. (1986). The moderator–mediator variable distinction in social psychological research: Conceptual, strategic, and 

statistical considerations. Journal of personality and social psychology, 51(6), 1173. 
Bartram, T., Stanton, P., Leggat, S., Casimir, G. and Fraser, B. (2007). Lost in translation: exploring the link between HRM and performance in 

healthcare. Human Resource Management Journal, 17(1), 21-41. 
Becker, B. and Gerhart, B. (1996). The impact of human resource management on organizational performance: Progress and prospects. Academy of 

Management Journal, 39, 779–801. 
Boxall, P. and Macky, K. (2007). High-performance work systems and organisational performance: Bridging theory and practice. Asia Pacifi c 

Journal of Human Resources, 45, 261–270. 
Brandt, S.C. (1986) Entrepreneuring in Established Companies, Homewood, IL: Irwin. 
Burgelman, R. A. (1983). Corporate entrepreneurship and strategic management: Insights from a process study. Management science, 29(12), 1349-

1364. 
Covin, J. G. and Slevin, D. P.  (1989). Strategic Management of Small Firms in Hostile and Benign Environments. Strategic Management Journal, 

10(1), pp. 75-87. 
Covin, J. G., & Slevin, D. P. (1991). A conceptual model of entrepreneurship as firm behavior. Entrepreneurship: Critical perspectives on business 

and management, 3. 
Delery, J. E. and Doty, D. H. (1996). Modes of theorizing in strategic human resource management: Tests of universalistic, contingency, and 

configurational performance predictions. Academy of management Journal, 39(4), 802-835. 
Drucker, P. (1985). Innovation and Entrepreneurship, New York: Harper and Row. 
Field, A. (2009). Discovering statistics using SPSS. Sage publications. 
Fuentes-Fuentes, M. M., Albacete-Sáez, C. A., & Lloréns-Montes, F. J. (2004). The impact of environmental characteristics on TQM principles and 

organizational performance. Omega, 32(6), 425-442. 
Guest, D. (1989). Personnel and HRM: Can you tell the difference? Personnel Management, 21: 48-51. 
Hair Jnr, J. F., Black, W. C., Babin, B. J. and Anderson, R. E. (2010). Multivariate Data Analysis: A Global Perspective. 7th ed. Upper Saddle 

River: Prentice Hall. 
Hayton, J. C. (2003). Strategic human capital management in SMEs: An empirical study of entrepreneurial performance. Human resource 

management, 42(4), 375-391. 
Hayton, J. C. (2005). Promoting corporate entrepreneurship through human resource management practices: A review of empirical research. Human 

Resource Management Review, 15(1), 21-41. 
Hebert, R.F. and Link, A. (1988). The Entrepreneur: Mainstream Views and Radical Critiques. 2d ed. New York: Praeger. 
Hughes, M. and Morgan, R.E. (2007). Deconstructing the Relationship between Entrepreneurial Orientation and Business Performance at the 

Embryonic Stage of Firm Growth. Industrial Marketing Management, 36, 651-661. 
Huselid, M. A. (1995). The impact of human resource management practices on turnover, productivity, and corporate financial performance. 

Academy of management journal, 38(3), 635-672. 
Jackson, S. E. and Schuler, R. S. (1995). Understanding human resource management in the context of organizations and their environments. 

Human Resource Management: Critical Perspectives on Business and Management, 2, 45-74. 
Jennings, D.F. and Lumpkin, J.R. (1989). Functionally Modelling Corporate Entrepreneurship: An Empirical Integrative Analysis, Journal of 

Management, Vol. 15. No. 3., p. 485. 
Kaya, N. (2006). The impact of human resource management practices and corporate entrepreneurship on firm performance: evidence from Turkish 

firms. The International Journal of Human Resource Management, 17(12), 2074-2090. 
Kuratko, D. F., Montagno, R. V. and Hornsby, J. S. (1990). Developing an intrapreneurial assessment instrument for an effective corporate 

entrepreneurial environment. Strategic management journal, 11(5), 49-58. 
Lado, A.A. and Wilson, M.C. (1994) ‘Human Resource Systems and Sustained Competitive Advantage: A Competency-Based Perspective’, 

Academy of Management Review, 19: 699–727. 
Lumpkin, G.T., Dess, G.G. 1996. Clarifying the Entrepreneurial Orientation Construct and Linking It to Performance, Academy of Management 

Review, 21(1): 135–172. 
Lumpkin, G.T. and Dess, G.G. (2001). Linking Two Dimensions of Entrepreneurial Orientation to Firm Performance: The Moderating Role of 

Environment and Industry Life Cycle. Journal of Business Venturing, 16, 429-45 I. 
Lynch, D. F., Keller, S. B. and Ozment, J. (2000). The effects of logistics capabilities and strategy on firm performance. Journal of Business 

Logistics, 21(2), 47-67.  
Messersmith, J. G. and Wales, W. J. (2011). Entrepreneurial orientation and performance in young firms: The role of human resource management. 

International Small Business Journal, 0266242611416141. 
Miles, R. E. and Snow, C. C. (1984). Designing strategic human resources systems. Organizational dynamics, 13(1), 36-52. 



381 Cemal Zehir et al.  /  Procedia - Social and Behavioral Sciences   235  ( 2016 )  372 – 381 

Miller, D. (1983). The Correlates of Entrepreneurship in Three Types of Firms, Management Science, 29(7), 770-791. 
Mintzberg, H. (1994). The fall and rise of strategic planning, Harward Business Review, 72, 107-114. 
Morris, M.H. and Kuratko, D.F. (2002). Corporate Entrepreneurship. Fort Worth, TX: Harcourt College Publishers. 
Morris, M. H. and Jones, F. F. (1993). Human resource management practices and corporate entrepreneurship: an empirical assessment from the 

USA. International Journal of Human Resource Management, 4(4), 873-896. 
Preacher, K. J. and Hayes, A. F. (2004). SPSS and SAS procedures for estimating indirect effects in simple mediation models. Behavior research 

methods, instruments, & computers, 36(4), 717-731. 
Rahman, S. U. and Bullock, P. (2005). Soft TQM, hard TQM, and organisational performance relationships: an empirical investigation. Omega, 

33(1), 73-83.  
Rauch, A., Wiklund, J., Lumpkin, G.T. and Frese, M. (2009). Entrepreneurial Orientation and Business Performance: An Assessment Of Past 

Research and Suggestions for The Future Entrepreneurship: Entrepreneurship Theory & Practice, 33 (3), 761-787. 
Read, S. and Sarasvathy, S. D. (2005). Knowing What to Do and Doing What You Know: Effectuation as a Form of Entrepreneurial Expertise, 

Journal of Private Equity, 9(1), 45-62. 
Roberts, P.W. (1999). Product Innovation, Product-Market Competition and Persistent Profitability in the US Pharmaceutical Industry, Strategic 

Management Journal, 20(7), 655-70. 
Rogers, E. W., & Wright, P. M. (1998). Measuring organizational performance in strategic human resource management: Problems, prospects and 

performance information markets. Human resource management review, 8(3), 311-331. 
Schuler, R. S. (1986). Fostering and facilitating entrepreneurship in organizations: Implications for organization structure and human resource 

management practices. Human resource management, 25(4), 607-629. 
Schuler, R.S. (1989). Strategic Human Resource Management and Industrial Relations, Human Relations, 22, 2: 157-84. 
Schuler, R. S. (1992). Strategic human resources management: Linking the people with the strategic needs of the business. Organizational 

Dynamics, 21(1), 18-32. 
Schuler, R. S. and Jackson, S. E. (1987). Linking competitive strategies with human resource management practices. The Academy of Management 

Executive (1987-1989), 207-219. 
Shrout, P. E., & Bolger, N. (2002). Mediation in experimental and nonexperimental studies: new procedures and recommendations. Psychological 

methods, 7(4), 422. 
Stevenson, H.H. and Jarillo, J.C. (1990). A paradigm of entrepreneurship: Entrepreneurial management. Strategic Management Journal, 11: 17-27. 
Ulrich, D. (1997). Measuring human resources: an overview of practice and a prescription for results. Human Resource Management, 36(3), 303-

320. 
Venkatraman, N. (1989). Strategic Orientation of Business Enterprises: The Construct, Dimensionality, and Measurement, Management Science, 

35(8): 942 962. 
Venkatraman, N., Ramanujam, V. (1986). Measurement of Business Performance in Strategy Research: A Comparison of Approaches, Academy of 

Management Review, 1(4), pp.801-808. 
Voss, Z.G., Voss, G.B. and Moorman, C, (2005). An empirical examination of the complex relationships between entrepreneurial orientation and 

stakeholder support. European Journal of Marketing 39(9/10), 1132–50. 
Wiklund, J. (1999). The Sustainability of the Entrepreneurial Orientation – Performance Relationship, Entrepreneurship Theory and Practice (Fall), 

37-48. 
Wiklund, J. and Shepherd D. (2005). Entrepreneurial Orientation and Small Business Performance: A Configurational Approach, Journal of 

Business Venturing, 20, 71-91. 
Wright, P. M. and McMahan, G. C. (1992). Theoretical perspectives for strategic human resource management. Journal of management, 18(2), 295-

320. 
Wright, P. M. and Snell, S. A. (1991). Toward an integrative view of strategic human resource management. Human resource management review, 

1(3), 203-225. 
Zhang, Z., Wan, D. and Jia, M. (2009). Do high-performance human resource practices help corporate entrepreneurship? The mediating role of 

organizational citizenship behavior. Journal of High Technology Management Research, 19, 128–138. 


