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Abstract 

In this study, Human Resource Development (HRD) is 

considered as one of the several important strategies and 

determinants of productivity and efficiency in any 

Corporate Entrepreneurship venture. The study also 

considers Corporate Entrepreneurship as an 

organizational process of transformation, diversification, 

innovation, renewal and venturing effort resulting into birth 

of new businesses, product, market, production process and 

organizational systems. The study examines Human 

Resource Development Strategies for Corporate 

Entrepreneurship survival in Nigeria with a view to 

improving HRD practices and policies in Nigeria. The 

research adopted survey and documentary analysis method. 

The research involved the collection of data from existing 

records, and findings through the use of structured 

questionnaire. Stratified sampling technique was used to 

select the 385 respondents for the study. The instrument was 

validated and pilot – tested to ascertain the internal 

consistency. The sample for the study comprised selected 

entrepreneurs 120, human resource practitioners 135, 

trainers and supervisors 130 in the study area. The internal 

consistency of the questionnaire was determined using 

Cronbach Alpha. The reliability coefficient of the 

questionnaire was 0.76. Data obtained were analyzed using 

mean, frequency count, percentages and one – way analysis 

of variance. A large proportion of the respondents indicated 
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that human resource development as implied by the study 

will require drastic organization transformation in HR 

policies and practices. It also implied that HRD strategy 

must satisfy a number of needs for its survival. Participant’s 

indications strongly pointed to the fact that human resource 

development activities have made positive change in the 

productivity of their organizations. There is also wide 

acceptance in corporate entrepreneurship ventures that 

systematic human resource development strategy is 

necessary and that it is one of the many viable ways to bring 

about change, transformation, innovation, renewal and 

development for corporate entrepreneurship development 

survival. Based on the findings it is recommended that 

programs for HRD strategies on management of change, 

must be suitably tailored to the needs and understanding of 

various levels of the organization employees.. 

 

 

Introduction 

Writers and researchers on Human Resource Development (HRD) have indicated that 

there are types of interventions for improving organization performance of which 

training constitutes one of the major components. Using HRD as a strategy for 

economic revival and sustainable self – reliance according to Amadi (2000) will 

require drastic organizational transformations in human resource policies and 

practices. 

In a related sense Tundunwada (2000) argued that there are many strategies for and 

processes in the development of human resource for entrepreneurship corporate 

development. 

However Nigeria, in its attempts at economic self – sufficiency rightly recognized the 

fact that the establishment of industries would aid economic growth and provide 

Nigerians access to entrepreneurship and to the management of those industries, hence 

the need for decisive HRD strategies that will bring about efficient and aggressive 

corporate entrepreneurship survival in Nigeria industries. 

The major focus of the various National development plans with regards to HRD in 

Nigeria has been in the area of education, increase in the production of students, to 

restore and reactivate the educational facilities and services disrupted by the civil war, 
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provide educational opportunities all over the country, reformation of the content of 

general education, to make it more responsive to economic and industrial development 

and hence technical education was consequently emphasized 2nd to 3rd National 

Development Plans – (1975). Implied in all this is the view that HRD strategies for 

entrepreneurship development was not properly emphasized.  

Yahaya (2001) had earlier stated that HRD should become a household language in 

most developing and dynamic societies.  

Yahaya who also acknowledged human resource as the potentials available to an 

organization from the people who work in  it, maintained that the human element in 

organization and entrepreneurship must be continuously educated, trained and 

retrained in line with the dynamics of both technology and the work place. If human 

resource management is the process of increasing the knowledge, skills, and the 

capacities of all the people in a society according to Harbison and Myers (1999) it 

follows from this that the more we neglect or misapply the facts of skill and knowledge 

which are relevant requirements for corporate entrepreneurship development the more 

we reduce the qualitative potency of experiences available to us and therefore the 

poorer our creativity and innovation abilities and the more impoverished our 

entrepreneurship education. 

A viable human resource development strategy must therefore satisfy a number of 

needs for it to survive. According to Hisrich, Peter and Shepherd (2009) once the initial 

framework is established and the concept to establish corporate entrepreneurship is 

embraced, corporate entrepreneurs need to be identified, selected, and trained. Thus 

the need for this study to examine human resource development strategies for 

corporate entrepreneurship survival in Nigeria.  

 

Purpose of the Study 

The main objective of this study is to examine and review some of the modern human 

resource development strategies for corporate entrepreneurship survival. The study 

attempts to identify the need for training, manpower development and the strategy 

needed to satisfy the entrepreneurship need to have efficient and largely satisfied but 

highly motivated work force. By extension the study will examine effective 

implementation of good HRD strategies that will benefit and be of high value to 

corporate entrepreneurship development. If we consider HRD as that aggregate of 

energy, knowledge, skills, behaviour, cultural attributes and moral disposition of 

people living within a particular social, political, and economic setting as stipulated 

by Ahmed (1999) this endowment which varies in quantity and content between 

individuals according to age, gender and class must be harnessed, refined and utilized 

for economic growth and development. it is in the capacity of doing this, and the extent 
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and wholesomeness with which it is done that countries differ between “developed”, 

“developing” and “underdeveloped.” Given this expansive context and content of 

human resource development, we will focus the scope of the study to a consideration 

of “Training (i.e human resource development)” as a necessity for corporate 

entrepreneurship survival strategy. 

 

Literature Review 

Conceptual Review 

Human Resource Development Strategy 

Adams (1994) defined Human Resource Development (HRD) as the totality of the 

formal and informal activities, programmes and practices, which an organization 

implements to develop and improve the skills and abilities of the employee as well as 

satisfy for achieving her mission, objectives and goals. 

According to Indranil (2014), Human Resource Development means developing or 

trapping hidden qualities in people in order to make them accomplish new functions 

leading to organizational and individual goals, Human Resource Development is 

concerned with the development and implementation of people strategies, which are 

integrated with corporate strategies, and ensure that the culture, values and structure 

of the organization, and the quality, motivation and commitments of its members 

contribute fully to the achievement of its goals. Indranil maintained that HRD is a set 

of systematic and planned activities designed by an organization to provide its 

members with the necessary skills to meet current and future job demands. 

HRD is the process of increasing knowledge, skills, capabilities and positive work 

attitude and value of all people working at all levels in an organization. It constitutes 

the logical outcome of the argument that an organization’s employees are its most 

valuable resource. 

Adams (1994) argues that a viable HRD strategy must therefore satisfy a number of 

needs. Firstly, it must satisfy the need to train, develop and empower the individual to 

meet the organization’s requirement for increasingly diverse or complex expertise. 

That requirement may be due to the organization’s growth and expansion in terms of 

its resource base, diversification of activities or geographical spread. The requirement 

for diverse or more complex expertise could also be due to rapid changes in the social, 

political or economic situations. Secondly, the strategy must satisfy the need to have 

in the organization, efficient and largely satisfied but highly motivated work force. 

Thirdly, a viable HRD strategy must manifest in a highly disciplined and profitable 

organization that is also a “going concern.” If the HRD strategy meets all these three 

requirements, according to Adams, the organization will invariably turn out to be a 

good corporate entity. By extension, the effective implementation of good HRD 
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strategies will benefit three principle groups. To the employees, effective HRD 

practice brings a sense of pride in individual and team achievements within the 

company, as well as a heightened self – esteem and a healthy feeling of individual 

worth. This is a direct result of the respect and admiration that the employees earn 

from their subordinates, peers and superiors because of their abilities, skills and 

performance on the job. The employees also enjoy the rewards attached to 

commendable performance in different forms including, merit pay, promotions, cash 

awards, stock options, executive incentive plans, profit sharing, etc. 

Another beneficiary of successful HRD strategies is the organization itself, which 

benefits in terms of a high level of productivity, a happy and healthy work environment 

and finally, a very neat bottom line. The third group of beneficiaries is the group of 

stake holders that includes the consumers, suppliers, the various tier of government 

and the public at large. 

 

The Strategies of HRD: 

There are many strategies for, and processes in, the development of human resources. 

The most obvious is by formal education – from primary, colleges and secondary 

schools to the universities and higher technical institutes. Secondly, HRD can be 

brought about through the process of self – development, as individual seek to acquire 

greater knowledge, skills, attitudes and capabilities through their own initiatives. 

Thirdly, human resources are also developed “on-the- job” and “off-the-job” through 

systematic training. We, therefore, propose the rather broad submission that HRD is a 

function of education, self – development and systematic training. This view is in line 

with Nadler’s (1998) definition that HRD: consists of activities which provide 

experience of training, education and development. 

 

Entrepreneurship 

Stevenson and Jarino cited in Barringe and Ireland (2013) defined entrepreneurship as 

the process by which individuals pursue opportunities without regard to resources they 

currently control. 

Others such as venture capitalist Fred Wilson, Jacs, Ireland and Webb (2010) see, 

entrepreneurship as the art of turning an idea into a business. In essence, an 

entrepreneur’s behavior finds him or her trying to identify opportunities and putting 

useful ideas into practice. The tasks called for by this behaviour can be accomplished 

by either an individual or a group and typically require creativity, drive, and a 

willingness to take risks. Fraser Doherty the founder of SuperJam, exemplifies all 

these qualities. According to Bruce and Ireland (2013) Doherty saw an opportunity to 

create a modern, 100 percent fruit jam, to appeal to more health – conscious 
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consumers, he risked his carrier prospects by dedicating two years to searching for 

factories and designers to help him, and he is now working hard to offer a useful 

service to SuperJam’s customers. 

Bruce and Ireland (2013) study focus on entrepreneurship in the context of an 

entrepreneur or team of entrepreneurs launching a new business within existing 

corporation referred to in the study as corporate entrepreneurship. Typically, according 

to Ireland et al (2007), established firms with an entrepreneurial emphasis are 

proactive, innovative, and risk taking. For example, Apple incorporation. is widely 

recognized as a firm in which entrepreneurial behaviours are clearly evident. Steve 

jobs is at the heart of Apple’s entrepreneurial culture. With his ability to persuade and 

motivate others’ imaginations, jobs continues to inspire apple’s employees as they 

develop innovative product after innovative product, this is corporate 

entrepreneurship. 

Barringer and Ireland (2013) argued that established firms with an orientation to acting 

entrepreneurially practice corporate entrepreneurship. All firms fall along a conceptual 

continuum that ranges from highly conservative to highly entrepreneurial. The 

position of a firm on this continuum according to Bouchard and Basso (2011) is 

referred to as its entrepreneurial intensity. As we mention earlier, entrepreneurial firms 

are typically proactive innovators and are not averse to taking calculated risks. In 

contrast, conservative firms take a more “wait and see” posture, are less innovative, 

and are risk averse. One of the most persuasive indications of entrepreneurship 

importance to an individual or to a firm is the degree of effort undertaken to behave in 

an entrepreneurial manner. Barringer and Ireland (2013). 

 

CORPORATE ENTEPRENEURSHIP 

Hisrich et al (2009) postulated that an organization desiring to establish an 

entrepreneurial environment must implement a procedure for its creation, either 

internally or externally. One of the steps is to secure a commitment to corporate 

entrepreneurship in the organization by top, upper and middle management levels. The 

organization needs to establish a strong support structure for corporate 

entrepreneurship. 

Eminent researcher, Hans Schollhammer refers to corporate entrepreneurship as “intra 

– corporate” entrepreneurship. In his view, an entrepreneurial event does not take place 

when the formal organization is involved in traditional research and development 

unless individuals can work independently to create a new venture while sharing both 

risks and rewards. Corporate entrepreneurship does take place when new products and 

services are explicitly supported with company resources and when employees are 

responsible for championing their innovations. More precisely, these individuals have 
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the opportunity to work independently, are given tremendous latitude, and are 

expected to generate a new “unit” to extend corporate activities. These new units may 

take the form of divisions, subsidiaries, or entirely new entities having corporate 

backing. 

According to Hisrich et al (2009) the organization needs to establish a strong support 

structure for corporate entrepreneurship. This is particularly important since corporate 

entrepreneurship is usually a secondary activity in the organization. Since 

entrepreneurial activities do not immediately affect the bottom line, they can be easily 

overlooked and may receive little funding and support. To be successful, these 

ventures require flexible, innovative behaviour, with the corporate entrepreneurs 

having total authority over expenditures and access to sufficient funds. 

According to Fast (1981) corporate entrepreneurship is not without its problems. One 

study found that new ventures started within a corporation performed worse than those 

started independently by entrepreneurs. The reasons cited were the corporation’s 

difficulty in maintaining a long term commitment, lack of freedom to make 

autonomous decisions and a constrained environment. Generally, independent, 

venture–capital–based start–ups by entrepreneurs tend to outperform corporate start–

ups significantly. On average, not only did the independents become profitable twice 

as fast, but they ended up twice as profitable, Biggadike (1979). 

 

Defining Corporate Entrepreneurship 

As earlier indicated, Corporate Entrepreneurship is the process whereby an individual 

or a group of individuals, in association with an existing organization, create a new 

organization or instigate a renewal or innovation within the organization. 

(Entrepreneurship within an existing business) – Sharma and Chrisman (1999) cited 

in Hisrich et al (2009). Kuratko, Ireland & Hurnsby (2001) describe Entrepreneurship 

as acts of creation, renewal or innovation that occur within or outside an organization. 

When this acts take place in existing firm, they are described as corporate 

entrepreneurship. 

Sharma (1999) opined that corporate entrepreneurship is more than just new product 

development, and it can include innovations in services, channels, brands and so on. 

Traditionally, companies have added value through innovations that fit existing 

business functions and activities. After all, why would they develop opportunities that 

cannot be brought easily to market? Unfortunately, this approach also limits what a 

company is willing or even able to bring to market. Indeed, the failure to recognize 

that new products and service can require significantly different business models is 

often what leads to missed opportunities. Corporate entrepreneurship initiatives seek 

to overcome such constraints. 
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According to Drucker (1985) an enterprise has only two basic functions: marketing 

and innovation. Marketing and innovation produce results. All the rest are cost. Thus 

corporate entrepreneurship is conceived of as the effort to extend an organization’s 

competitive advantage through internally generated innovations that significantly alter 

the balance of competition within an industry or create entirely new industries. 

Corporate entrepreneurship is a process of organizational renewal that has two distinct 

but related dimensions: innovation and venturing, and strategic stress creating new 

business through market developments or by undertaking product, process, 

technological, and administrative innovations. 

The role of corporate entrepreneurship in business development is to create a 

sustainable business strategy that makes the company unique within its market. The 

allocation of resources in the corporate environment is also important in the growth of 

sustainable business development as highly sustainable practices can be expensive to 

the organization but create superior value in the future. 

However corporate entrepreneurship is an evolving area of research. Today, there is 

no universally acceptable definition of corporate entrepreneurship (Gautam & Verma, 

1997). Zahra (1995, 1996) define corporate entrepreneurship as the sum of a 

company’s innovation, renewal and venturing effort, innovation involves creating and 

introducing products, production processes and organizational systems. Renewal 

means revitalizing the company’s operations by changing the scope of its business, its 

competitive approaches or both. It also means building or acquiring new capabilities 

and then creatively leveraging them to add value for shareholders. Venturing means 

that the firm will enter new businesses by expanding operation in existing or new 

markets. Another author defined corporate entrepreneurship as the process by which 

teams within an established company conceive, foster, launch and manage a new 

business that is distinct from the parent company but leverages the parent’s assets, 

market position, capabilities or other resources. It differs from corporate venture 

capital, which predominantly pursues financial investments in external companies. 

Although it often involves external partners and capabilities (including acquisitions), 

it engages significant resources of the established company, and internal teams 

typically manage projects. It is also different from spinouts, which are generally 

constructed as stand – alone enterprises that do not require continuous leveraging of 

current business activities to realized their potential. Hisrich et al (2013). 

The concept of corporate entrepreneurship needs top management total commitment 

and strong support for its successful implementation. According to Hisrich et al 

(2009), general guidelines need to be established for corporate entrepreneurship 

development, and once the initial frame work is established, and the concept 
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embraced, corporate entrepreneurs (Human Resource Development (HRD) need to be 

identified, selected and trained.  

 

METHODOLOGY 

The study examines Human Resource Development Strategies for corporate 

entrepreneurship survival in Nigeria. The research design adopted for this study was 

survey and documentary analysis. The survey research involves collection of data from 

existing records and findings of the opinion on the subject through the use of structured 

questionnaire.  Stratified sampling technique was used to select 385 respondents out 

of 430 participants.. The instrument was validated and pilot – tested to ascertain the 

internal consistency of the questionnaire using Cronbach Alpha. The reliability 

coefficient of the questionnaire was 0.76. Data obtained were analyzed using mean, 

frequency count, percentage and one-way analysis of variance. 

The methods used for data collection were personal interview and questionnaire which 

were answered in the presence of the research assistants except where figures were to 

be collected from record files. 

The researcher also collected data at some management retreat programmes where 

selected group of staff drawn from various areas of the organization were assembled 

at isolated serene location to deliberate on aspects of the organization’s problems. 

In the retreat environment, the creativity in the team is manifested in the ease with 

which positive interaction, problem solving and innovation were freely exhibited. 

 

HUMAN RESOURCE DEVELOPMENT STRATEGIES 

 

Table 1: Respondent mean score on HRD strategies – effects, importance and 

requirements for corporate entrepreneurship survival. 

 

 

S/N 

 

 

HRD STRATEGIES 

(ENT) 

N=120 

 (HR) 

N=135 

 (INT) 

N=130 

   

Mean 

(ENT) 

SD Mean 

HR 

SD INTR  SD Combined 

Mean 

Remarks 

1.  HRD strategies must satisfy  a number 

of needs for its survival 

4.83 0.77 4.83 0.72 4.82 0.74 4.83 SA 

2.  HRD strategies for economic revival 

and sustainable self-reliance will 

require drastic organization 

transformation in HR policies and 

practices. 

4.69 0.88 4.65 0.95 4.65 0.98 4.66 SA 

3.  There are many strategies and 

processes in the development of human 

4.69 0.88 4.65 0.95 4.66 0.94 4.67 SA 
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resources for entrepreneurship 

corporate development 

4.  HRD strategies for corporate 

entrepreneurship development must 

be properly emphasized 

4.71 0.80 4.65 0.95 0.69 0.85 4.68 SA 

5.  HRD is the process of increasing the 

knowledge, skills and capacities of all 

the people in a society 

4.70 0.86 4.67 0.91 4.678 0.90 4.68 SA 

6.  Quantitative skills and knowledge 

development are relevant for 

corporate entrepreneurship 

development and survival 

4.57 0.95 4.67 0.91 4.59 0.91 4.61 SA 

7.  Highly motivated workforce will be 

needed for efficient corporate 

entrepreneurship development and 

survival 

4.57 0.94 4.56 0.96 4.59 0.91 4.57 SA 

8.  HRD strategies means developing or 

traping hidden quantities in people in 

order to make them accomplish new 

functions leading organization and 

individual goals 

4.70 0.83 4.69 0.85 4.66 0.94 4.68 SA 

9.  HRD strategies is concerned with the 

development and implementation of 

peoples strategies which are 

integrated with corporate strategies 

and ensures that the culture and 

structure of the organization and the 

quality, motivation and commitment of 

its members contribute fully to the 

achievement of its goals  

4.58 0.91 4.56 0.96 4.60 0.86 4.59 SA 

10.  HRD strategy must satisfy the need to 

train, develop and empower the 

individual to meet the organization’s 

requirement for increasingly diverse 

and complex expertise 

4.69 0.88 4.65 0.79 4.66 0.94 4.67 SA 

11.  HRD strategy must satisfy the need to 

have in the organization an efficient and 

largely satisfy but highly motivated 

workforce 

4.67 0.88 4.65 0.95 4.66 0.94 4.67 SA 

12.  HRD must manifest in a highly 

disciplined and profitable organization 

that is also a going concern 

4.59 0.87 4.56 0.96 4.60 0.86 4.58 SA 

13.  Securing commitment to corporate 

entrepreneurship in the organization 

4.70 0.84 4.67 0.91 4.64 1.10 4.67 SA 
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by top, upper and middle management 

level is the first step in the process  

14.  HRD strategies can be brought about 

through the process of self-

development 

4.10 1.26 4.10 1.27 4.10 1.27 4.10 A 

15.  Individual may seek to acquire greater 

knowledge, skills, attitudes and 

capabilities through their own 

initiatives  

4.56 0.97 4.55 0.98 4.58 0.93 4.56 SA 

16.  HRD strategy can be developed through 

“on-the-job” and “off-the-job” training 

4.60 0.83 4.60 0.81 4.62 0.78 4.61 SA 

17.  HRD strategies can be established 

through systematic training 

4.59 0.85 4.59 0.84 4.61 0.80 4.60 SA 

18.  HRD strategies must include recruiting 

the right skill for the job, identifying 

training needs, doing the right 

development, enforcing carrier path, 

planning developing specialist skills in 

identified high fliers, enforcing 

adequate compensation to retain and 

motivate good staff 

4.84 0.77 4.83 0.72 4.82 0.74 4.84 SA 

19.  HRD strategy can be established 

through intensive in-plant-skills 

training and development programme 

4.58 0.90 4.56 0.92 4.60 0.91 4.59 SA 

20.  HRD strategy will help entrepreneurial 

endeavors in four key elements, -Nao 

business venturing, innovativeness, 

self renewal and proactiveness 

4.69 0.88 4.59 0.83 4.56 0.94 4.65 SA 

Source: Field Survey. 2019 

 

Data in table 1 indicate the combined mean scores of the Entrepreneurs, Human 

Resource practitioners trainers and supervisors, in relation to Human Resource 

Development Strategies for Entrepreneurship Development survival in Nigeria. Data 

show that all the participants strongly agreed that HRD strategies must satisfy a 

number of needs for corporate entrepreneurship survival in Nigeria. Mean score of 

4.83 will require drastic organization transformation in HRD policies and practices. �̅�  

= 4.66, quantitative skills and knowledge development are relevant for corporate 

Entrepreneurship development and survival �̅� = 4.67. HRD strategies for corporate 

Entrepreneurship must be properly emphasized �̅� = 4.68 
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Table 2 summary of the analysis of variances of the responses of entrepreneurs, 

HRD practitioners, trainers and supervisors. 

Source of variance SS df ms F Level of significant Remarks 

Between group 0.003 2 0.0015 0.052 0.05 NS 

Within groups 2.991 105 0.0284    

Total 2.994 107     

Source: Field Survey. 2019 

 

Data in table 2 shows the result of the analysis of variance (ANOVA) summary on 

data regarding the impact of Human Resource Development strategies for corporate 

entrepreneurship survival in Nigeria. The data showed that there is no significant 

difference between the test score results of the respondents on the tested study area 

with an F. ratio of 0.05. Since the calculated F – Ratio is less than the table value of 

3.09 the null hypothesis is retained. 

 

DISCUSSIONS 

Human Resource Development (HRD) Strategies 

All the respondents considered that HRD strategies as implied by the study for 

corporate entrepreneurship will require drastic organization transformation in HRD 

survival policies and practices with the mean value of 4.59. It also implied that HRD 

strategy must satisfy a number of needs for it survival. 

Indranli (2014) had earlier argued that Human Resource development (HRD) means 

developing on trapping hidden qualities in people in order to make them accomplish 

new functions leading to organizational and individual goals. Human resource 

development strategy is concerned with the development and implementation of 

people strategies, which are integrated with corporate strategies, and ensures that the 

culture, values and structure of the organization, and the quality, motivation and 

commitment of its members contribute fully to the achievement of its goals. HRD 

strategy is a set of systematic and planned activities designed by an organization to 

provide its members with the necessary skills to meet current and future job demands. 

All respondents in this study considered strongly that effective HRD strategy will help 

entrepreneurial endeavours in four key elements: new business, venturing, 

innovativeness, self renewal and proactiveness also in achieving and maintaining good 

performance and developing people to their full potential capacity. Participant’s 

indication in the survey analysis strongly point to the fact that HRD strategy will make 

positive changes in the productivity of the corporate entrepreneurship development, 

and survival. 
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Hisrich et al (2009) explained that new business venturing (sometimes called corporate 

venturing) refers to the creation of new business within an existing organization. These 

entrepreneurial activities consist of creating something new of value either by 

redefining  the company’s current products or services, developing new markets, or 

forming more formally autonomous or semiautonomous units of forms. Formations of 

new corporate ventures are the most salient manifestations of corporate 

entrepreneurship. Organizational innovativeness refers to product and service 

innovation, with an emphasis on development and innovation in technology. It 

includes new product development, product improvements, and new production 

methods and procedures. 

Further analysis indicate that participants are of strong view that for effective HRD 

strategies, organizations must focus on strategies that go beyond the well known 

prescriptions  that include recruiting the right skills for the jobs, identifying training 

needs, doing the right deployments, enforcing career path planning, developing 

specialized skills in identified high fliers, ensuring adequate compensation to retain 

and motivate good staff, initiating and sustaining executive and management 

development programms, etc, with the �̅� = 4.84 

According to Kuratko et al (2001), corporate entrepreneurship is a method of 

stimulating, and then capitalizing on, individuals in an organization who think that 

something can be done differently and better. 

Invariably, it is important to keep, or instill, the entrepreneurial spirit in an 

organization in order to innovate and grow. This realization has revolutionized many 

management thinking. In a large organization, problems can occur that thwart 

creativity and innovation particularly in activities not directly related to the 

organization’s main mission. The growth and diversification that can result from 

flexibility and creativity are particularly critical since large, vertical integrated, 

diversified corporations are often more efficient in a competitive market than smaller 

firms. 

The study analysis reveal that securing commitment to corporate entrepreneurship in 

the organization by top, upper and middle level management is the first step in the 

process with the �̅� = 4.67. 

 

CONCLUSION 

The study is of the view that increase in corporate entrepreneurship as a result of HRD 

strategy will result in an increase in social, cultural and business pressures. 

Hypercompetition has forced companies to have an increased interest in such areas as 

new product development, diversification, increased productivity and decreasing cost 

by method such as reducing the company labour force. 
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The study concludes that there are many HRD strategies and processes in the 

development of human resource development for corporate entrepreneurship 

development. HRD is considered as the totality of the formal and informal activities 

programmes and practices which an organization implements to develop and improve 

the skills, knowledge, attitude and abilities of the employee, as well as satisfy their 

career aspirations as part of the organization’s strategy for achieving its mission, 

objectives and goals for corporate entrepreneurship development.  

Our data interpretations corroborates the assertion that HRD strategies can be 

established through intensive in–plant skill training and development programmes in 

addition to self – development and systematic on the job and off the job training for 

corporate entrepreneurs with the mean value of 4.59 

 

RECOMMEDATIONS 

Considering the turbulent times that we are experiencing where the only permanent 

phenomenon is change, it is imperative for the development and survival of corporate 

entrepreneurship in organization to focus on the changing environment and its impact 

on the company’s future, be it on diversification, transformation extension or new 

birth. HRD strategies on the management of change, suitably tailored to the needs and 

understanding of various levels of company employees have to be organized and given 

throughout the organization. In this way a large population of the company can be 

prepared to face the challenges of the changes that are bound to come, regarding 

innovation, new product, new market, revival or organization renewal. 
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