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Abstract 

Objective of the current study is to examine the role of sustainable human resource (HR) 

and corporate entrepreneurship on sustainable university development in Poland. The role 

of sustainable innovation and environment is also examined. For this purpose, data were 

gathered by using a questionnaire survey. Questionnaires were distributed among the 

employees of universities in Poland. In addition, cluster sampling was used for data 

collection. For data analysis, Structural Equation Modelling (SEM) was used through 

Partial Least Square (PLS). Results of the study revealed that sustainable HR and corporate 

entrepreneurship has significant role to enhance university sustainability through 

sustainable innovation. It is found that sustainable HR and corporate entrepreneurship has 

positive effect on sustainable innovation which leads to the sustainable university 

development. Moreover, working environment among the universities also has important 

role to enhance university sustainability through sustainable innovation activities. The 

study findings have significance for policy-makers as it clearly emphasizes on sustainable 

HR and organizational entrepreneurship’s critical role in the successful implementation of 

innovation activities to enhance sustainable university development. 
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Introduction 

The changes in Polish society as well as economy in the previous two eras have been as 

central as the variations in higher education system. The development in the percentage of 

the population with higher education, as demonstrated by the variance between 25-34 years 

old (43% in 2015) and 55-64 years old (14%), was the greatest change carried by the 

expansion of the Polish higher education organisations following 1989 (Kwiek and 

Szadkowski, 2018). This considerable generational variance in qualification levels displays 

the scale of change in tertiary education between the communist era of the 1980s as well as 

the massification era in the post-1989 period.  

In Poland, massification trend is the key point for understanding the significant phenomena 

that formed the higher education institutions. The rise as well as fall of student enrolments 

within the universities is therefore a background of Polish higher education (Kwiek and 

Szadkowski, 2018). This education system is the backbone of nation’s growth. As the 

education is the key for development activities among all nations (Adeniyi and Aderogba, 

2019; Smutná, 2010), for the economic growth, higher education through universities has a 

key role. Therefore, this study is also one of the attempts to promote sustainable university 

development with the support of various practices.   

There are several studies available in the literature, which considered the education sector 

(Cervinkova and Rudnicki, 2019; Pietrzak, Pietrzak and Baran, 2016). However, these 

studies did not examine various factors which influence sustainable university 

development. Thus, this study examines the role of sustainable HR and corporate 

entrepreneurship on sustainable university development. Sustainable HR and corporate 

entrepreneurship have a positive role in enhancing sustainable innovation, which leads to 

the sustainable university development. Various studies found that corporate 

entrepreneurship has a positive role in innovation activities (Pawliczek et al., 2015; Lakner 

et al., 2019) as well as employment possibilities for others (Greblikaite et al., 2015). 

Additionally, sustainable HR has a positive connection with innovation (Lee, Wu and 

Tseng, 2018) which lead to the university growth. Moreover, working environment among 

the organizations also influences innovation and sustainable university development.  

Therefore, the objective of the current study is to examine the role of sustainable HR and 

corporate entrepreneurship on sustainable university development in Poland. Figure no. 1 is 

the theoretical framework of the study showing the relationship between sustainable HR, 

corporate entrepreneurship, sustainable innovation, environment and sustainable university 

development. Furthermore, the sub-objectives of the study are as follows:  

 To examine the mediating role of sustainable innovation.  

 To examine the moderating role of environment.  

The current study is based on seven major sections. First section of the study is based on 

introduction which highlights the motivation of the study. Second section is based on 

literature review. The relationship among variables is developed in this section with the 

help of previous studies. Third section of the study is grounded on research method in 

which various aspects are highlighted such as data collection, sample size, measures of 

variables and survey questionnaire. Fourth section includes data analysis with the help of 

Partial Least Square (PLS). Fifth and sixth section is based on the conclusion and study 

implications, respectively. Section seven highlighted the limitations and future directions.  



AE Sustainable University Development through Sustainable Human Resources  
and Corporate Entrepreneurship:  

The Role of Sustainable Innovation and Work Environment 

 

482 Amfiteatru Economic 

 

Figure no. 1: Theoretical framework of the study showing the relationship  

between sustainable HR, corporate entrepreneurship, sustainable innovation, 

environment and sustainable university development 

 

1. Review of literature and hypotheses development  

1.1 Sustainable HR and sustainable innovation  

Sustainable HRM can be described as the pattern of planned or emerging HR strategies as 

well as practices intended to enable the achievement of financial, social and ecological 

goals while simultaneously reproducing the HR base over a long term. Sustainable HR has 

most significant importance for organizations (Chams and García-Blandón, 2019; Sukalova 

and Ceniga, 2020) which lead to the innovation and success. 

In the recent decade, the number of articles published on sustainable HR is increasing 

including several perspectives of the organization. Sustainable HR is considered one of the 

most important elements of every organization (Chams and García-Blandón, 2019) having 

significant role in various activities of the organization. It has considerable impact on the 

sustainability of the education sector. Particularly, in higher education institutions, it has an 

important role in sustainable university development. Sustainable HR has a growing 

importance and gained interest of scholars. Most of the scholars examined the way 

sustainable HR can affect the relationship between customer satisfaction and innovation 

(Galleli, Hourneaux Jr and Munck, 2019).  

Swanson (1995) describes the relationship between HR practices and innovation to create 

organization expertise for business goals, one of them being innovating performance. 

Companies can classify and implement the group of strategic HR practices to stimulate the 

inclination and motivation in employees to involve them in implementing these practices 

(Ogbeibu et al., 2020). Therefore, HR practices have significant role in innovation 

activities. Increase in sustainable innovation has the ability to increase innovation activities 

of the organization which lead to the higher performance. Ehnert and Harry (2012) adopt 

the main concept of sustainability, which represents the relationship between financial 

results and sustainability. This concept is actually presented by various other scholars based 

on efficiency-innovation approach. The author argues that the purpose of understanding 

efficiency and innovation is either to minimize expenditures (cutting costs) or to maximize 

the “resource efficiency” through innovation. Therefore, sustainable HR has important role 

in innovation activities (Manzoor et al., 2019; Singh et al., 2020).  
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Furthermore, various researchers work to identify the relationship between performance and 

innovation is based on organizational factors, like policies and HR practices implemented. It 

is described that interaction between employees and customers during service delivery is very 

crucial due to customer experience, this recommends that the growth and consistency of 

service sector depend s upon innovative services (Belas et al., 2014).  

Various scholars of universities who initiate entrepreneurial activities to demonstrate the 

direct relation among innovation performance and human resources (Meyer and Synodinos, 

2019; Meyer and De Jongh, 2018). Enhanced innovative performance might be the 

outcome of “experience” generating from the collaboration between the groups of human 

capital of a firm. The structure of the organization especially its HR practices will affect 

involvement of human capital towards innovative performance. As there is a significant 

link between HR practices and innovation performance (Waheed et al., 2019). 

Organizations that believes on proactive and innovative approach regarding sustainability 

strategies. These companies are indented to go out of rigid compliance and anticipate that 

these practices as an element of their culture and competitive strategies in the scope of 

sustainability. In this situation, sustainability definitely considered as a significant element 

in competitive environment. Same is with innovation in sustainability. Either innovation is 

radical or incremental both are the elements of organizational orientation. It also increases 

the employee satisfaction which lead to the performance (Hussain et al., 2013).   

It is evident that sustainability and employment make a significant relationship by an 

innovative sustainable HR system. It is described that, as employee relations are concerned 

with the attraction as well as incorporation of potentially well qualifies employees. 

“Employer branding” to achieve sustainability would be appropriate in such situation 

(Lopez-Cabrales and Valle-Cabrera, 2019). In firms, innovation is frequently desired 

competence that needed appropriate guidance, appropriate working environment and 

reward system with other “target application programs”. Literature argues on other 

competencies; innovation is also very essential to pinpoint that it must be connected to 

sustainability or organizational goals. It is necessary for the organizations to achieve 

sustained competitive advantage through organizational innovation in which sustainable 

HR is important to consider. Various studies also investigated that sustainable HR has 

positive link with innovation (Lee et al., 2018). Therefore, the below hypothesis is 

proposed.  

H1. Sustainable HR has positive role to enhance sustainable innovation.  

 

1.2 Corporate entrepreneurship and sustainable innovation 

In order to attain and secure global competitiveness, growth for the business as well as its 

survival the businesses are being forced by the economic and environmental changes to 

nurture their entrepreneurial environments (Rogalska, 2018). It is a continuous need to 

research and identify the factors that could potentially contribute in the development and 

growth of entrepreneurial ventures (Dvorský et al., 2019). Supporting this notion, Barrett 

and Weinstein (1998) have argued that business leaders more often fail in identifying the 

factors that can foster performance. In order to nurture entrepreneurial environment 

organizations, require practicing entrepreneurial behaviours and processes, therefore, a 

more comprehensive understanding of entrepreneurial behaviours is required (Altaf et al., 

2019) which has the ability to foster sustainable innovation. 
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According to Wood et al. (2008), entrepreneurial behaviours could be named as corporate 

entrepreneurship. The adoption and spread of corporate entrepreneurial behaviours have 

positive influence over development. This argument in particular helps researchers in 

understanding that corporate entrepreneurship could potentially enhance the value of a firm. 

This could also be learnt from above arguments that businesses could only respond back to 

changing marketplace by embracing corporate entrepreneurial practices. Further to this, one 

can understand from above arguments that institutions could only get first-mover advantage 

by practicing corporate entrepreneurship as the entrepreneurial spirit is thought to be very 

essential to grow economically with the help of innovation. Above all only those 

institutions have succeeded in creating dynamic climate that have been innovative into their 

practices, have proactively responded to the market changes and have also a high level of 

willingness in adopting risk-taking approaches through innovation (Oláh et al., 2019). 

Therefore, for this reason it is essential to understand the basic phenomenon of corporate 

entrepreneurial practices. Essentially, the term entrepreneurial behaviour is related with 

both individuals as well as the educational institutions; one could easily visualize and 

identify entrepreneurial behaviour in a given environment. As according to prominent 

scholars, the concept of corporate entrepreneurship is identified as a necessary component 

of organizational culture for enhancing value creation (Jennings and Lumpkin, 1989). It is 

evident from various studies that traditional entrepreneurship as well as corporate 

entrepreneurship has significant role in innovation activities which has an indirect impact 

on economic growth development (Boone et al., 2019; Meyer and Meyer, 2017).  

The interest of the present study is to investigate the role of corporate entrepreneurship in 

facilitating sustainable innovation in universities of Poland, therefore, it is essential to look 

at entrepreneurial behaviour from an institutional level perspective. At the institutional 

level the concept of entrepreneurial behaviour has been defined in numerous ways; the 

examples for this include calling entrepreneurial behaviour as intrapreneurship, 

intercorporate entrepreneurship, corporate venturing, internal corporate entrepreneurship 

and entrepreneurial strategy. However, with regards to conceptualization of corporate 

entrepreneurship there are differing opinions over it. In the same vein, Shrader, Oviatt and 

McDougall (2000) have argued that corporate entrepreneurship consists of three 

components that include proactiveness, risk taking, and innovativeness. 

Proactiveness refers to the future anticipation of a firm regarding its needs and wants, to 

make a best utilization of its resources for the introduction and creation of new products 

and services innovation. This is essential due to the fact that organizations are run on the 

desire to gain first mover advantage. Secondly, literature has suggested that risk-taking is a 

behaviour of an organization that is to undertake or invest in anything (for example 

technologies) which has not been tried before (Miller and Friesen, 1982). Further to this, 

this attempt requires enough capital investment and interestingly the cost of failure for this 

investment is also equally high as of its cost for success. Lastly, innovation refers to a 

firm’s behaviour of having a higher degree of the willingness to change and adopt new 

technologies and practices. In whole innovation process, entrepreneurship is key to the 

success (Boone et al., 2019).  

Apart from the above conceptualization of corporate entrepreneurship, which ended on 

operationalizing corporate entrepreneurship with three determinant factors, researcher like 

corporate entrepreneurship as “entrepreneurial behaviour inside established mid-size and 
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large organizations”. Accordingly, Heavey and Simsek (2013) have also agreed to the 

above notion, stating that corporate entrepreneurship is impressive way to renew small as 

well as large organizations. As it has positive role in sustainable innovation practices. The 

similar kind of supported could further be sought in the work of Bierwerth et al. (2015) 

according to them the role of corporate entrepreneurship pertaining to fostering business 

performance is very fundamental. Further to these elaborations, while practicing corporate 

entrepreneurship the businesses could effectively gain the strategic and financial benefits. 

These statements suggest that the role corporate entrepreneurship is and has remained very 

essential in promoting sustainable development among universities through innovation. 

Organizations either medium or small have been considering corporate entrepreneurship in 

the past. However, on these lines it could further be stated that the intention of universities 

in implementing corporate entrepreneurship have been observed differently in the past 

literature. To one end, the practice of corporate entrepreneurship has been enforced into 

institutions due to the intention of gaining objective performance. The improvement in 

objective performance suggested that these institutions were more inclined towards 

increasing profitability, return on sales (ROS), and return on assets (ROA). Therefore, 

corporate entrepreneurship has important role in universities development and innovation 

activities. Various studies found that corporate entrepreneurship has positive role in 

innovation activities. Therefore, from the above discussion, the following hypothesis is 

proposed.  

H2. Corporate entrepreneurship has positive role to enhance sustainable innovation.  

 

1.3 Sustainable innovation and sustainable university development  

With the passage of time, the term innovation is used with special meanings in assorted 

positions. It is commonly related to elements inclusive of creativity, originality, creating 

better value for businesses and financial boom (Moore and Birtwistle, 2008). Now it has 

significant importance in all organizations (Mousavi, Bossink and van Vliet, 2019). 

Nowadays, innovation has become the most essential factor for commercial enterprises in 

the rapid competition of international markets (Century, Reuber and Ratcliffe, 2008).  

According to Ericsson and Charness (1997), for making innovations in services, 

corporations may have to strengthen its HR to develop organizational proficiencies. Though 

it is very difficult to attain these proficiencies because firstly planned practices in specific 

area is much important for it. To improve overall performance individuals trying to carry 

out the responsibilities for implementing these practices which lead to sustainable 

university development. For attaining rapid growth and for upgrading bottom-line results, 

innovation is the key factor. Previous studies also highlighted that sustainable innovation 

has positive role in sustainable education development. As the innovation in universities 

has key important for development. It is also evident from previous studies that sustainable 

innovation has positive effect on universities (Perello-Marín, Ribes-Giner and Pantoja Díaz, 

2018). Therefore, the current study proposed the following hypotheses:  

H3. Sustainable innovation has positive role to enhance sustainable university 

development.   

H4. Sustainable innovation mediates the relationship between sustainable HR and 

sustainable university development.  
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H5. Sustainable innovation mediates the relationship between corporate entrepreneurship 

and sustainable university development. 

 

1.4 Environment  

The term work environment is used to explain the surrounding different conditions in 

which an organizational employee operates. The work environment could be composed of 

physical conditions, including as office temperature, or equipment, personal computers etc. 

It could also be related to factors such as work procedures. Moreover, work environment 

also includes the management involvement.  

The term work environment is used to designate the nearby conditions in which an 

employee work. The work environment could be composed of physical conditions, 

including office temperature, or equipment, such as personal computers. It could also be 

related to factors such as work procedures. It has significant importance in various 

organizations (McSherry and Pearce, 2018). In any organization, working environment has 

significant role in the performance of employees. Supportive working environment always 

lead to the better employee performance (Boles et al., 2001). However, unfriendly 

environment has negative role to promote organization activities. Particularly, in a 

supportive working environment, employee’s development of new innovative ideas which 

lead to the sustainable university development. It is clear from previous studies that work 

environment has important role in innovation activities (Vos and van der Voordt, 2002) 

which lead to the sustainable university development. Thus, from the above discussion, the 

following hypotheses are proposed.  

H6. Environment has a positive role to enhance sustainable university development.  

H7. Environment moderates the relationship between sustainable innovation and 

sustainable university development.  

 

2. Research method  

2.1 Research design 

Nature of the study is always important to select the appropriate research design. The cross-

sectional research design was adopted in this study under which the data for the whole 

study was collected once. Questionnaire was designed in order to obtain information from 

the respondents. Apart from the benefit of collecting data from a large sample size, the 

survey method gives an advantage in terms of saving time and cost (Leedy and Ormrod, 

2005). The survey method takes less time of the respondents as compare to interview 

method. Apart from that, confidentiality is ensured on the respondent’s background while 

quantitative data collection. The survey method allows researchers to collect data, perform 

analysis, and conduct the reliability and validity tests effectively on the instrument.   

2.2 Population of the study  

Population of the study is the universities of Poland. Data were collected from the 
universities three middle size universities of southern Poland: Czestochowa University of 
Technology (students number: 6963; academic staff: 840), Opole University of Technology 



Sustainable University AE 

 

 Vol. 22 • No. 54 • May 2020 487 

(students number: 6203; academic staff: 507), WSB University in Dąbrowa Górnicza 
(students number: 1300; academic staff: 148). The employees of these universities were 
selected to collect the primary data. This was followed by data analysis and statistical 
interpretations while drawing conclusions or making inferences about the selected 
population of the study at one point in time.  

 

2.3 Sample size  

While using a survey, 382 questionnaires were distributed among the employees of Poland 
universities in Spring 2019. From these distributed questionnaires, 185 valid responses 
were returned and used for data analysis. The participation of the respondents according to 
their position were as follows: 

Czestochowa University of Technology 
Professors: 24 Other didactic staff: 43  Technical and administrative staff: 13  

Opole University of Technology 
Professors: 11 Other didactic staff: 52  Technical and administrative staff: 10  

WSB University in Dąbrowa Górnicza  
Professors: 7 Other didactic staff: 22  Technical and administrative staff: 3   

 

2.4 Sampling technique  

Moreover, area cluster sampling was preferred to distribute the survey questionnaires 
among the university employee in Poland. All the questionnaires were distributed through 
self-visit to the universities. Before to distribute the questionnaires, objective of the study 
was explained, and it was insured that the response will remain confidential.  

 

2.5 Questionnaire  

Questionnaire was divided in to two major sections. The first section of the questionnaires 
was based on the profile of respondents which include: gender, age, education, income and 
marital status. Second section was based on the key research questions related to the major 
variables of the study. Moreover, Likert scale was used in this study to collect the data from 
university employees. Finally, all the measures were adapted from previous studies. 
Sustainable HR and corporate entrepreneurship are measured in a way that how they affect 
or promote sustainable innovations. Sustainable innovation is measured based on new ideas 
towards the sustainable university development. Working environment is measured based 
on the physical environment and role of management. University sustainable development 
is measured and defined as sustainable university is an educational institution that educates 
citizens for sustainable development, provide relevant insights on urgent societal challenges 
and decreases the environmental as well as social footprints of its campus operations. 

3. Analysis and findings  

Data screening is one of the important elements of every study. Because, any mistake in the 

data may lead to the different results. Therefore, this study examined the collected data to 

resolve the issues of missing value and outlier. Data screening results showed that data has 

no missing value and free from any case of outlier. In addition, normality of the data is also 
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highlighted (see Derevianko, 2019), however, while using the PLS-SEM, normality has no 

issue as PLS is one of the suitable tools to handle non-normal data (Henseler, Ringle and 

Sinkovics, 2009). After data screening, confirmatory factor analysis (CFA) was carried out 

to examine the reliability and validity of the data. The factor loading is given in Figure no. 

2 which shows that all the items have factor loadings above minimum threshold level which 

is 0.7 (Hair et al., 2017). Moreover, composite reliability (CR) and average variance 

extracted (AVE) is given in Table no. 1 which also above threshold level, 0.7 and  

0.5 respectively (Hair et al., 2017). Finally, discriminant validity is achieved by examining 

Heterotrait-Monotrait Ratio of Correlations (HTMT), which is given in Table no. 2. 

 

Figure no. 2: Confirmatory Factor Analysis (CFA) 

 

Table no. 1: Construct Reliability and Validity  

 
Alpha rho_A CR AVE 

Corporate Entrepreneurship 0.947 0.949 0.957 0.761 

Environment  0.918 0.919 0.939 0.754 

Sustainable HR 0.944 0.945 0.956 0.782 

Sustainable Innovation 0.876 0.877 0.915 0.731 

Sustainable University Development  0.925 0.927 0.947 0.818 

Table no. 2: Heterotrait-Monotrait Ratio of Correlations (HTMT) 

 SUD SHR CE SI EN 

Sustainable University Development       

Sustainable HR 0.723      

corporate Entrepreneurship 0.652 0.374     

Sustainable Innovation 0.712 0.625 0.521    

Environment 0.521 0.632 0.402 0.562   

PLS structural model was used to test the hypotheses (Pilelienė and Grigaliūnaitė, 2017). In 

this study total seven hypotheses were proposed. Two hypotheses were based on the 

mediation effect of sustainable innovation. One hypothesis was examined based on the 

moderating effect of working environment. Four hypotheses were based on the direct effect 

of sustainable HR, corporate entrepreneurship, sustainable innovation and working 
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environment. Minimum level of t-value 1.96 was considered to accept or reject the 

hypotheses. Table no. 3 shows the direct effect. It is found that sustainable HR, corporate 

entrepreneurship, sustainable innovation and working environment has significant positive 

effect on sustainable university development. Thus, H1, H2, H3 and H6 are supported. 

Additionally, Figure no. 3 shows the structural model assessment. 

 

Figure no. 3: Structural Model 

 

Table no. 3: Direct Effect and Moderation Effect Results 

 β M SD T 

Statistics 

P 

Values 

Corporate Entrepreneurship -> 

Sustainable Innovation 

0.48 0.469 0.084 5.687 0 

Environment -> Sustainable University 

Development  

0.784 0.779 0.065 12.009 0 

Moderating Effect 1 -> Sustainable 

University Development  

0.073 0.074 0.018 3.96 0 

Sustainable HR -> Sustainable 

Innovation 

0.454 0.465 0.083 5.469 0 

Sustainable Innovation -> Sustainable 

University Development  

0.225 0.229 0.07 3.198 0.001 

Moreover, moderation effect is highlighted in Table no. 3. It is found that environment 

moderates the relationship between sustainable innovation and sustainable university 

development. Figure no. 4 also shows the moderation effect which indicates that 

environment as a moderating variable strengthen the positive relationship between 

sustainable innovation and sustainable university development. Therefore, H7 is supported 

by the results. Furthermore, indirect effect of sustainable innovation is also significant in 

both causes. Thus, H4 and H5 are supported. It is given in Table no. 4. 

Table no. 4: Indirect Effect Results 

 

β M SD 

T 

Statistics 

P 

Values 

Corporate Entrepreneurship -

> Sustainable Innovation -> 0.108 0.11 0.044 2.433 0.015 
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Sustainable University 

Development  

Sustainable HR -> 

Sustainable Innovation -> 

Sustainable University 

Development  0.102 0.105 0.033 3.117 0.002 

 

 

Figure no. 4: Moderating effect of environment strengthen the positive relationship 

between sustainable innovation and sustainable university development 

The results from the mediating and moderating variables provide a blueprint in order to 

develop strategic plans for structuring university in order to ensure sustainable 

development. This is particularly of importance given that the literature documents 

unsustainable patterns amongst university structures (Van Weenen, 2000). In addition, the 

evidence from the current study provides further support for the need for professional 

development via educating the educators in order to ensure sustainable development of 

universities as suggested in the literature. Furthermore, it provides additional aspects which 

can be included in the education for sustainable development agenda in the full 

implementation process (Holm et al., 2015). 

 

4. Conclusion  

Objective of the current study was to examine the sustainable HR and corporate 

entrepreneurship on university sustainability in Poland. The role of sustainable innovation 

and environment was also examined. For this purpose, data were gathered by using a 

questionnaire survey and analysed by using the Partial Least Square (PLS). Results of the 

study revealed that sustainable HR has significant role to enhance university sustainability 

through sustainable innovation. It is found that sustainable HR has positive effect on 

sustainable innovation. Increase in sustainable HR increases the innovation among 

universities which effect positively on sustainable university development. These results 

are also consistent with other previous studies. The Paradox theory also creates links 

between HR and sustainability as described by Ehnert and Harry (2012). Generally, 

sustainable HR lead to the innovation and finally innovation lead to the university 

sustainability. Various scholars of universities who initiate entrepreneurial activities to 

demonstrate the direct relation among innovation performance and human resources 

(Meyer and Synodinos, 2019; Meyer and De Jongh, 2018).  
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Therefore, universities should promote HR activities to boost innovation. In the same 

direction, results of the study highlighted consistent results in case of corporate 

entrepreneurship. In line with sustainable HR, it is found that corporate entrepreneurship 

has positive effect on sustainable innovation which lead to the sustainable university 

development. It is also clear from other studies, as it is evident from various studies that 

traditional entrepreneurship as well as corporate entrepreneurship has significant role in 

innovation activities which has an indirect impact on economic growth development 

(Boone et al., 2019; Meyer and Meyer, 2017).  

Better corporate entrepreneurship activities have the ability to increase innervational 

activities among the universities which has positive effect on university sustainability. 

Therefore, Poland universities should promote sustainable HR and corporate 

entrepreneurship to enhance university sustainability through sustainable innovations. 

Moreover, universities should also provide supportive environment to promote innovative 

activities. Supportive working environment always lead to the better employee performance 

(Boles et al., 2001). As the working environment has the ability to strengthen the 

relationship between sustainable innovation and sustainable university development. These 

results are not only applied on Poland; however, the results of the current study can be 

applied to all educational institutions. 

 

5. Theoretical and practical implications of the study  

This study examined the postulated relationship in the context of sustainable HR, corporate 

entrepreneurship, sustainable innovation, environmental factors and sustainable university.  

Most of the studies have examined the proposed conceptualization but there is scarcity of 

studies conducted in the universities. Therefore, this study could be considered amongst the 

earliest ones, providing data for future research on how corporate entrepreneurial practices 

and sustainable HR can stimulate university sustainability. Additionally, the proposed study 

results will be significant to the practitioners as it focuses on the corporate 

entrepreneurship’s role towards increasing university sustainability. By exploring 

organizational sustainable innovation as mediator, this study has forwarded that 

management serving in the education sector require understanding the value of corporate 

entrepreneurship, sustainable HR and its allied activities in order to achieve higher level of 

university performance. The study findings have also pushed the idea that responsive 

organizational entrepreneurship is critical for facilitating corporate entrepreneurship to 

significantly foster performance and management cannot afford to forgo this component. 

Moreover, the study findings are also significant for policymakers as it clearly emphasizes 

on sustainable HR and organizational entrepreneurship’s critical role in the successful 

implementation of innovation activities. 

 

6. Limitations and future research  

Although this study covered the most significant theoretical and practical aspects in the 

concerned area, however, the study has various limitations which could be the future 

directions. First, the current study is only focused on the Poland education sector, future 

research could be more beneficial by making the comparison between various other similar 
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countries. Second, this study is only based on the close ended questions in which 

respondents cannot provide his or her on views as well as experience. Therefore, future 

studies should include various open-ended questions to attain more originality in results. 

Third, this study could not consider all the important factors which effect on sustainable 

university development. Particularly, organizational culture is an important element which 

effect on sustainable university development. Thus, future studies should consider 

organizational culture to study sustainable university development. 
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