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Presenting an entrepreneurial developmental
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and Psychological Empowerment of Employees
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Abstract
At the present time, employees’ innovative thoughts and ideas can be assumed to
represent the origin of big changes in organizations. The present study aimed to
investigate the relationship of the perceived organizational support and organizational
creative climate with entrepreneurial development among the library employees.
Creativity and psychological empowerment were examined as mediators. The
sample of the study included 410 employees of Khuzestan Province Public Library
Institution who were selected by random stratified sampling method and responded
the organizational creative climate, perceived organizational support, psychological
empowerment, organizational creativity questionnaires and also the entrepreneurial
behavior inventory. For analyzing the data, in addition to use of descriptive methods
(mean, Standard Deviation and correlation matrix), structural equation model
(SEM) was used to check the proposed model, with the help of AMOS 21. Mediating
relationships were tested in the proposed model by bootstrap method. Fit indices
such as GFI, CGI, and RESMA have necessary quorum indicating that the proposed
model fit with data. Results of the study showed the significance of all direct paths
of perceived organizational support and organizational creative climate towards the
entrepreneurial development. The insignificant paths were deleted, the model was
modified and corrected. Fit indices of structural equation model showed the suitable
fitness of modified model. Meanwhile, results of indirect relationships confirmed the
significance of these relations. Summarizing the key findings, able people develop
new ideas because of their sense of competence and mastery of the environment
and go beyond learning to produce and develop self-awareness. Employees who are
self-confident and motivated face challenges and seek a better alternative solution.
Keywords: Perceived Organizational Support, Organizational Creative Climate, Entrepreneurial
Development, Public Libraries.
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Tremendous and big changes and evolutions resulting
from the increasing growth of knowledge, industry
and technology in human life have made the different
countries to find appropriate and effective solutions
for enjoying such changes more and apply them.
Thinkers and intellectuals define the entrepreneurship
as one of the most important solution which now has
attracted most countries across the world.

et al. (2008) showed that there is a direct relationship
between the organizational entrepreneurial climate
and innovation. There is also a relationship between
the indices of managerial support and reward and
independence at work and innovation.
Anthony (2005) emphasized the critical role of
entrepreneurial climate and environment in this field
and considered the management support, risk-taking,
reward system, and resources and supporter structure
as the appropriate characteristics of entrepreneurial
climate. He believes that people’s understanding
and belief from the entrepreneurial climate affects
significantly entrepreneurial and innovative activities
of university. Karimi (2013) in his study, showed that
there is positive and significant relationship between
all dimensions of entrepreneurial climate and intraorganizational entrepreneurship and from among
the factors of organizational climate, the highest
correlation coefficient with intra-organizational
entrepreneurship is allocated to the agreement
on trends. Nahid (2013) showed that managerial
support, organization borders flexibility, time
availability, reward and empowerment of employees
affect the innovation, but working autonomy has no
effect on innovation. Although it was finally revealed
that organizational entrepreneurial climate has a
significant impact of the organizational innovation.
Leaders’ supporting behaviors and the organizational
climate can provide the perceived organizational
support where the organizational support means
generated feelings and believes of people in this
regard; the organization appreciates its member’s
cooperation, assistance and support and has concerns
on their happiness and future (Eisenberger et al
,1986). Inattention to welfare and comfort issues
of employees reduces their motivation. In this case,
employees likely exit their organizations and join other
ones which understand their problems and provide
them with good facilities (Farajpahlou & Ghasemi,
2015). Employees who experience a huge amount of
perceived organizational support feel that they have to
play their role concerning the appropriate behaviors
and attitudes so that their actions are in line with their

As Tajdini (2010) mentioned, during the last years,
scholars of all fields have become highly interested
in discussions of customer orientation, innovation
and organizational entrepreneurship. Organizational
entrepreneurship means an organization’s obligation
to create and consume new products and services,
new processes and novel organizational system. Such
type of entrepreneurship is also called Corporate
Entrepreneurship, Public Entrepreneurship or
entrepreneurial organization (Zabihi & Moghaddasi,
2006). This kind of entrepreneurship is discussed
through present study. We investigate the
relationship among the research variables to make
the proposed entrepreneurial development model
in Khuzestan Province Public Libraries. A review
of literature in the field of organizational climate of
creativity and perceived organizational support with
entrepreneurship shows different results in this field
so that in most studies, there is a positive significant
relationship between the organizational climate of
creativity and perceived organizational support with
entrepreneurial development. A factor affecting the
organizational entrepreneurship is the organizational
climate. Organizational climate refers to the repeated
models of behaviors, attitudes and feelings which are
understood and interpreted within the daily behaviors
by people at working places. Such behavioral models
of organizational climate are an independent aspect
of attitude toward the organization which is reflected
in the employees’ viewpoint to organization (Ekvall,
1991; Ekvall & Isaksen, 2007). Understanding the
behaviors by people influences their attitude to work as
well as the performance levels and consequently their
efficiencies (Amabile & Gryslciewjez, 1989; Ekvall,
1991; Ekvall & Isaksen, 2010). In their study, Scheepers
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related organization benefits and hence compensate
the organization support. Hariri et al. (2013) in a
research aiming at measuring the relationship between
perceived organizational support and organizational
indifference among the librarians concluded that
among the population librarians, the perceived
organizational support level is lower than the average
and organizational indifference level is also lower
than the average and there is inverse significant
relationship between the perceived organizational
support and organizational indifference among the
librarians attending the population. In meta-analysis
research, Riggle et al. (2009) suggested that receiving
the organizational support increases the commitment
and participation considerably and promotes the high
performance of employees in organization. Tabarsa
(2012) argued that organizational entrepreneurship
faces have not reached level in Public Libraries
Institution. Statistical tests of hypotheses also showed

that three components of organizational chart,
organizational climate and innovative organizational
culture are not in desirable level; but the variable
of manpower capabilities enjoys a desirable level.
In a study aiming the investigating the effect of
entrepreneurial orientation on the organizational
performance of Iran Public Libraries Institution on
the structural model section, Saberi (2016) showed
that entrepreneurial orientation has a positive and
significant impact on the organizational performance
of Iran Public Libraries Institution. Organizational
entrepreneurship exists in various forms and each
organization should create its own special model.
Figure 1 shows the proposed model for the current
study of which the relationship between the variables
have been extracted based on the previous studies
already mentioned briefly

Figure 1: Proposed model for current study
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Reseach Hypotheses

(2007) was used. The main format of this questionnaire
includes 12 items of which 10 items are based on the
study of Pearce et al (1997) and two other ones are in
field of supporting the entrepreneurial behaviors. In
the present study, 10-item format including 8 items
for innovative behaviors and 2 items for supporting
field, was used. The scoring procedure is in 5-scale
spectrum from fully disagree to fully agree. To
investigate the questionnaire’s reliability coefficients,
Cronbach’s alpha and split-half coefficients have been
used. Obtained results were 0.69 and 0.64, respectively.

1. Organizational creative climate affects the
entrepreneurial development among the employees of
Khuzestan Public Libraries Institution.
2. Perceived organizational support affects the
entrepreneurial development among the employees of
Khuzestan Public Libraries Institution.
3. Organizational creativity and psychological
empowerment are the mediating factors for
relationship between the perceived organizational
support and organizational creative climate among the
employees of Khuzestan Public Libraries Institution.

Perceived organizational
support questionnaire
To measure the perceived organizational support,
the short form of organizational Eisenberger et al
(1986; quoted from Presson, 2012) was used. This
inventory contained 8 items of which the objective is
to measure the perceived organizational support by
employees and its responses are scored based on the
5-point Likert scale from 1 (fully disagree) to 5 (fully
agree). Presson (2012) presented wide evidence on
this questionnaire’s validity and reliability. Coefficient
of perceived organizational support questionnaire
was obtained as 0.87 and 0.86 by Cronbach’s alpha
and split-half methods, respectively indicating its
acceptable reliability coefficient.

Method
The method of present study is of correlation type
through structural equation modeling (SEM) which
is a multivariate correlation method. Population
includes all employees of Khuzestan Province Public
Libraries which have been more than 410 persons as
per the latest census (October 2015). Due to the wide
range of statistical population, total population was
studied as the sample and the research tools included
the questionnaire. Of all questionnaires submitted,
203 were returned. For data nalysis SPSS Vesion 21
and AMOS 21 were used.

Psychological empowerment
questionnaire

Measures

To measure the psychological empowerment, Spreitzer
(1995) psychological empowerment questionnaire
was used. This inventory includes 12 items which
measure four dimensions of significance (3 items),
competency (3 items), self-determination (3 items)
and effectiveness (3 items) of which the responses
are scored in 5-point Likert scale from from 1 (fully
disagree) to 5 (fully agree). Spreitzer (1995) used
the confirmatory factor analysis for determining the
convergent and discriminant validities of question
where the data had high fitness and RMSEA was

Various tools have been used to measure the given
variables, including the following:

Entrepreneurial behavior in
organization questionnaire
To measure the entrepreneurial development,
questionnaire of entrepreneurial behavior in
organization developed by Zampetakis and Moustakis
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Organizational creative climate
questionnaire

obtained equivalent to 0.04. The reliability coefficient
of psychological empowerment questionnaire was
obtained 0.85 and 0.59 through Cronbach’s alpha
and split-half methods, respectively indicating its
acceptable reliability coefficient.

To measure the organizational creative climate, the
modified version of Situational Outlook Questionnaire
(SOQ) developed and revalidated by Isaksen& Ekvall
(2007) was used. This questionnaire includes 21 items
and measures the organization climate in 9 areas of
challenge, freedom, trust, idea time, happiness and
humour, conflict, supporting the ideas, discourse,
risk-taking and the the responses are scored in 5-point
Likert scale from from 1 (fully disagree) to 5 (fully
agree). Many studies have reviewed the initial scale
validity (Turnipseed, 1994; Isaksen& Ekvall, 2007).
This questionnaire was firstly translated and used by
Mashayekhi, Arshadi and Nisi (2014). In their study,
Mashayekhi et al (2014) used the confirmatory factor
analysis to measure the questionnaire validity of which
the results showed that questionnaire has appropriate
validity (GFI = 0.89, AGFI = 0.88, NFI = 0.86, CFI
= 0.89, IFI = 0.91, RMSEA = 0.07). Cronbach’s alpha
and split-half methods were used for determining
the reliability coefficient of organizational creative
climate questionnaire where the results obtained
by Cronbach’s alpha and split-half were 0.89 and
0.74, respectively indicating its acceptable reliability
coefficient.

Organizational creativity questionnaire
To measure the organizational creativity, Zhou &
George (2001) questionnaire was used which includes
13 items. This scale measures two general dimensions
of ideas novelty (9 items) and ideas applicability (4
items) of which the responses are scored in 5-point
Likert scale from from 1 (fully disagree) to 5 (fully
agree). On the study by Zampetakis (2007) for
determining the questionnaire validity, by use of
confirmatory factor analysis, questions made factor
loading on two dimensions of ideas novelty and ideas
applicability. This questionnaire was firstly translated
and used by Mashayekhi et al (2014). In their study,
they used the confirmatory factor analysis to determine
the validity of questionnaire and model fit indicators
show an acceptable fitness (RMSEA = 0.08). these
scholars also used the Cronbach’s alpha to determine
the questionnaire reliability where the reliability
coefficient was ideas novelty and ideas applicability
was 0.84 and 0.79, respectively and for the whole
questionnaire was obtained 0.90. To determine the
reliability coefficient of the organizational creativity
questionnaire, two methods of Cronbach’s alpha
and split-half were used of which the the reliability
coefficient was obtained 0.90 and 0.87 for Cronbach’s
alpha and split-half methods, respectively, indicating
its acceptable reliability coefficient.

Results
In sum, relationship between variables was
investigated in the proposed model. Table 2 shows the
descriptive findings related to mean, SD, minimum
and maximum of samples scores on the research
variables. Table 3 also indicates the correlation matrix
among the variables.
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Structural equation modelling
Table 2. Descriptive findings related to the research variables
Descriptive
index

Mean

SD

Minimum

Maximum

Entrepreneurial development

37.07

4.25

23

50

Tendency to change

14.81

1.95

8

20

Strategicinsight

7.36

1.22

3

10

Energetic working place

7.84

1.07

4

10

Supportive field

7.06

1.54

2

10

Organizational creative
climate

70.67

9.87

29

100.64

Perceived organizational
support

27.48

5.32

8

40

Psychological empowerment

48.87

5.23

30

60

Organizational creativity

48.96

6.36

28

65

scale

The model proposed consists of 5 variables
where the perceived organizational support and
organizational creative climate as the predictor’s
variable, entrepreneurial behaviour development
in organization as the output variables, and
empowerment and organizational creativity as the
mediator variables. To evaluate the proposed model,
structural equation modelling (SEM) was used.
Before investigating the structural coefficients, fitness
of proposed model was reviewed. Fitness of initial

model is reported in table 4 based on the fitness indices
used. Since the values of some fit indices indicated an
acceptable fit of proposed model with data, but values
of several indices showed that the proposed model
needs to be corrected. To enhance the model fitness,
insignificance paths were deleted from the model and
as it is seen in table 4, the final model enjoys a relative
good fitness.
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Table 3. Correlation coefficient matrix between the research variables
Variable

1

2

3

4

5

6

7

8

1

Entrepreneurial
development

-

2

Tendency to change

0.77**

-

3

Strategic insight

0.69**

0.35**

-

4

Energetic
working place

0.77**

0.41**

0.52**

-

5

Supportive field

0.71**

0.29**

0.30**

0.51**

-

6

Organizational
creative climate

0.46**

0.12

0.33**

0.40**

0.57**

-

7

Perceived
organizational
support

0.39**

0.14

0.16*

0.37**

0.53**

0.52**

-

8

Psychological
empowerment

0.49**

0.24**

0.33**

0.44**

0.47**

0.37**

0.43**

-

9

Organizational
creativity

0.56**

0.31**

0.60**

0.54**

0.30**

0.45**

0.19**

0.39**

*p

0.05, ** p

9

-

0.01

Table 4. Fit indices for the proposed and final model
Fit indices
of variable

X2

df

X2/df

GFI

AGFI

NFI

CFI

IFI

TLI

RMSEA

Proposed
model

53.915

14

3.851

0.932

0.825

0.867

0.894

0.898

0.789

0.123

Final model

20.934

13

1.610

0.937

0.927

0.948

0.979

0.980

0.955

0.057

In figure 2, the final model and its standard beta coefficient in various paths are shown.

Findings related to the mediating relations
Results related to the indirect relations of the present study are given in table 5.
To determine the significance of mediating relations, bootstrapping was used. Table 5 shows the results obtained
from the bootstrapping for mediating paths.
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Figure 2: Final model and paths coefficients

Table 5. Bootstrapping results for mediating paths
Variable
Organizational creative climate

⇢ psychological empowerment ⇢ organizational creativity

Perceived organizational support
Organizational creative climate
ment

⇢ psychological empowerment ⇢ entrepreneurial develop-

Perceived organizational support
ment
Organizational creative climate

⇢ psychological empowerment ⇢ entrepreneurial develop-

⇢ organizational creativity ⇢ entrepreneurial development

Perceived organizational support
Psychological empowerment

⇢ psychological empowerment ⇢ organizational creativity

⇢ organizational creativity ⇢ entrepreneurial development

⇢ organizational creativity ⇢ entrepreneurial development

β

Level of
significance

0.077

P < 0.001

0.113

P < 0.001

0.084

P < 0.001

0.102

P < 0.001

0.158

P < 0.001

0.110

P < 0.001

0.146

P < 0.001

Table 5 shows that zero is not within the aforementioned confidence intervals, hence all indirect relations are
significant.
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Discussion

present study showed that the organizational creative
climate has a positive significant impact on the
organizational creativity which is consistent with
the researches by scientists like Isaksen (2011). In
interpreting this finding, it can be argued that risk
level is high within the organizations with creative
climate and courageous initiatives are created even
in a status where the outputs are unknown. By this,
people feel that they can take risks on their ideas. In
the organizations with creative climate, discourse is
prevalent, most opinions are heard, people present
their ideas for discussion and review and use of other
people’s point of view. People often can see and hear
the oppositions and share the various viewpoints
leading to an increase in idea production and as a
result organizational creativity (Isaksen, 2007).

The present study was conducted aiming at testing
and presenting a model of antecedents affecting the
entrepreneurial development among the employees
of Khuzestan Province Public Libraries Institution.
Most relations obtained are consistent with the
previous findings. Since it is not possible to discuss
the individual findings of this study and interpret
them, therefore, general issues are referred. As seen
in correlation matrix (table 3), in accordance with the
prediction, most research variables are significantly
correlated. In the field of impact of perceived
organizational support variable on the entrepreneurial
development, study results show the direct effect of
perceived organizational support on entrepreneurial
development among the employees of Public Libraries
Institution.

Concerning the psychological empowerment variable,
this study showed that this variable affects significantly
the organizational creativity which is consistent
with the studies by Thomas & Veithouse (1990). In
explanation of this conclusion, it can be stated that
empowered people produce new ideas due to a feeling
of competency and dominance on the environment
and achieve more learning and self-actualization
beyond the production of these ideas. Employees who
believe in their capabilities and have the necessary
motivation, resist the challenges and obtain more
appropriate alternative solutions. In the field of effect
of organizational creative climate, this study indicated
that the organizational creative climate has a positive
significant impact on the entrepreneurial development
among the employees of Public Libraries Institution.
This finding is consistent with the study by Kuratko
and Hodgetts (1989). In explaining this finding, it
can be argued that giving freedom to employees and
top management support inside the organizations
expedite the events and decided to act of which the
final result is entrepreneurial business planning and
entrepreneurial ideas implementation.

This finding is consistent with the studies by scholars
like Eisenberger et al (2001), Hariri et al (2013). In
explaining this findings, it can be said that employees
who experience the huge amount of perceived
organizational support feel that they have served in
view of the appropriate attitudes and behaviours in
public libraries so that their actions would be in line
with the organizational benefits and they compensate
the organization support by this way and hence they
are looking for new solutions for solving the working
problems to be attracted by the organizational
entrepreneurial behaviours. Concerning the effect of
organizational creative climate on the entrepreneurial
development, this study showed that the organizational
creative climate has a positive significant impact on
entrepreneurial development.
Our results are consistent with Kuratko and Hodgetts
(1989) and Tabarsa (2010). In explaining this conclusion, it can be said that giving freedom to employees
and support of top management of Khuzestan Province
Public Libraries Institution expedites the events and
decided to act in the organization of which the final
consequence is the entrepreneurial business planning
and implementation of entrepreneurial ideas. The

Meanwhile, the research findings showed that the
perceived organizational support variable has a
positive significant impact on the entrepreneurial
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development among the employees of Public Libraries
Institution which is consistent with the studies by
Eisenberger et al. (2001). In explanation of this finding,
it can be said that based on the interaction norm,
when the employees receive the support and benefits
from their organization and supervisors, they try to
compensate these services by more commitments,
more effort for organization success, more risk-taking
in performing the duties, creativity, innovation and
entrepreneurial behaviours (Eisenberger et al, 2001).
This study showed that organizational creativity has
a positive significant effect on the entrepreneurial
development among the employees of Public Library
Institution. It is inferred that when the organizational
creativity is in high level, it leads to a new thought
through idea engineering and controlling the creative
imaginations and by managing the idea, scientific
ideas are created by innovation and entrepreneurship
of services and products.

presented in line with entrepreneurial development
and growth within the Public Libraries Institution
organization.
•

Culture development and entrepreneurial climate
in Public Libraries Institution; means a culture
that allow the entrepreneurship is developed,
despite all existing limitations (culture of failure
danger and error tolerance) and in this regard, a
section within the human resources department
is established where the people interested in
entrepreneurship is trained and encouraged.

•

Forming a group for producing and presenting
the new services and products in Research and
Development (R&D) Division of Public Libraries
Institution which needs financial and spiritual
support; the new Division should have this
authority to restructure sections of organization
to make them closer to the organizational
entrepreneurship objectives. This Division
should support the entrepreneurial culture and
train the employees for generating new and
various ideas.

•

Establishing a branch for creating new products
and services in Public Libraries Institution by
experts with innovative ideas: advantage of this
separate section in Public Libraries Institution
is that it can take advantage of results of
entrepreneurial activities, regardless of the fact
that these activities are places for other activities
of holding organization.

•

Supporting the people with new ideas by
Public Libraries Institution management:
designing a reward system for the organizational
entrepreneurs requires that the top managers
become aware of their needs and ordinary
employees. This reward should be both monetary
and non-monetary; but the non-monetary
aspects are more important. The non-monetary
rewards for organizational entrepreneurs is:
recognizing his performance, its effect on the

Conclusion
According to the above discussion, it can be stated
that the organizational creative climate and perceived
organizational support lead to the development of
entrepreneurial behaviors within an organization
through the impact on empowerment and
enhancement of organizational creativity; therefore,
to promote behaviours related to entrepreneurship,
organizational support, and creative environment
should be paid more attention. On the basis of the
results, the following suggestions are presented
in line with the entrepreneurial development and
growth within the Public Library Bodies institution.
Finally, it can be stated that the organizational creative
climate and perceived organizational support lead to
development of entrepreneurial behaviours within
organization through the impact on empowerment
and enhancement of organizational creativity;
therefore, to promote the behaviours related to the
entrepreneurship, variables of organizational support
and creative climate should be paid more attention.
On the basis of results, the following suggestions are
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Public Universities of Ministry of Sciences,
Researches and Technology in Tehran. 47th
period, 4, 397-414.
Isaksen, S. G., & Ekvall, G. (2007). Assessing the
context for change A technical manual for the
Situational Outlook Questionnaire Enhancing
performance of organizations, leaders and teams
for over 50 years (2nd ed). Orchard Park, NY:
The Creative Problem Solving Group, Inc
Isaksen, S. G., & Ekvall, G. (2010). Managing
for innovation: The two faces of tension in
creative climates. Creativity and Innovation
Management, 19 (2), 73-88
Isaksen, S. G., & Isaksen, E. J. (2011). The climate for
creativity and innovation: and its relationship to
empowerment, consumer insight and ambiguity.
Orchard Park, NY: The Creative Problem
Solving Group, Inc. http://www.cpsb.com
Karimi, M., Atazadeh, Y., & Isazadeh H. (2013).
Investigating the Relationship between the
Organizational Climate Dimensions and IntraOrganizational Entrepreneurship (Case Study:
Shahid Tondgooyan Petrochemical Company of
Imam-Khomeini Port). 2nd National Conference
on Novel Management Sciences, Gorgan, Nonprofit High Educational Institute of Hakim
Jorjani.
Kuratko, D., & Hodgetts.R (1989), Entrepreneurship:
A Contemporary Approach, (3rd ed) NY: The
Dryden Press, C, pp: 667.
Kuratko, D. (2007). Corporate entrepreneurship,
Foundations and Trends® in Entrepreneurship, 3
(2), 1-65.
Llano, J. A. (2006). The university environment and
academic entrepreneurship: A behavioral model
for measuring environment success. Work Paper,
1-27.
Mashayekhi, N., Arshadi, N., & Nisi, A. (2014).
Designing and Testing a Model of Some
Antecedents and Consequences of Organization
Creativity. Industrial and Organizational
Psychology Studies Magazine. 1st period. 1.
51-72.

reward, preparing the contingency budgets,
creating supportive groups or dual organizations,
promotion based on the performance in
development of entrepreneurial projects.
•

Holding training classes, definition and problemsolving, and creativity techniques for employees
of Public Libraries Institution towards expansion
of creativity and innovation culture.
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