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Jaka Vadnjal'
INNOVATIVE BUSINESS GROWTH STRATEGY: INTRODUCTION
OF CORPORATE ENTREPRENEURSHIP

The paper investigates the possibility of corporate entrepreneurship introduction as a possible
growth strategy in a large commercial company. The basic ways of corporate entrepreneurship prin-
ciples implementation options and conditions in a corporation are discussed. 4 factors are intro-
duced which are of crucial importance for its implementation, and human resource factor was cho-
sen to be measured. The research explores, which of two major groups of employees express higher
level of entrepreneurialism: office workers or field work/sales force. The hypothesis postulates that
employees from field sales force would be more appropriate to serve as corporate entrepreneurs
than employees working in offices, mainly back office. The hypothesis was confirmed by the survey
results. Cluster analysis was applied and two groups of employees turned out as a result. Therefore,
it can be concluded that employees from field sales force team are expected to be more appropriate
Jfor taking over franchises as corporate entrepreneurs. This can be explained mostly by the readi-
ness of field sales workers to have flexible hours with clearly defined focus and variable rewarding
system.

Keywords: entrepreneurship; international corporation; growth strategy; human resources; corpo-
rate entrepreneurship.

Kaka Baansin
CTPATEI'TA IHHOBAHIﬁHOFO POCTY BIBHECY:
BITPOBAJIZKEHHS BHYTPIIIIHbOKOPIIOPATUBHOI'O
IMIIITPUEMHNIITBA

Y cmammi 0docaidxuceno eénympimnboKoOpnopamuene nionpuEMHUUMEO AK MONCAUBY
cmpameziro pocmy 6cepeouni 6eauxoi xomepuiinoi xomnanii. Onucano ymoéu ma cnocoou
PO36UMKY GHYMPIWIHb020 nionpuemuuymea. Sk HaiOiabw 3HAMHUI YUHHUK 1020 PO3GUMKY
eusHaueno Kaoposuii. Jlocaidxceno, saxa 2pyna nepconaay Giavut CXuAbHa 00 NIONPUEMHUYMEA —
ogbicui cniepobimuuxu wu mi, xmo 3aayueni 0o euiznux npodaxcie. Ilonepedus zinomesa: opyza
2pyna modce Oymu Giavut CXUABHOI0 00 6HYMPIWHL020 NIONPUEMHUUMEA, 0COOAUBO Y NOPIGHAHHI
30 cniepobimuuxamu Gex-oghicy. Pesyaomamu kKaacmepnozo amanizy niomeepouiu GUCyHyny
einome3y. Takum uunom, AKWO Kopnopauis npuimac piwleHHs NPO PO3UWUPEHHA WAAXOM
dpanuaiizunzy, Haibisvwm edaiumu Kanouoamypamu o041 GHYMPIUHbOKOPNOPAMUBHOZ0
nionpuemuuuymea € menedxycepu 3 euizHux npodaxcie. Qacmkoeo ue moixce Gymu nosacHeHo
CXUABHICHIO OGHOT 2pYyNnuU NePCOHAy 00 HYMK020 2paiKy pobomu ma onaamu 3a pe3yismamamu.
Karowoei caosa: mixchapodna Kopnopayis; cmpameeis pocmy; AOCbKI  pecypcu;
BHYMPIWHbOKOPNOPAMUBHE NIONPUEMHULMEO.

Taba. 2. Jlim. 33.

Kaka Bagnsan
CTPATEIrsI UTHHOBAILIMOHHOI'O POCTA BU3HECA:
BHEAPEHUME BHYTPUKOPIIOPATUBHOI'O
INPEAITPUHUMATEJ/IBCTBA
B cmamuve uccaedosano GHympuKopnopamueHoe npet)npunwnamexzbcmeo KAaK 603MOJCHAA
cmpamezus pocma Hympu 604bwol Kommepueckoi Komnanuu. Onucaunvt ycaoeus u cnocoowt
pazeumusi GHympennezo npeonpunumamensvcmea. Kax nauboaee eaxcnoiii paxmop e2o pazeumus
onpedeaén Kaodpoeoui. Hccaedosano, Kaxkas epynna nepconaia 6oaee CKAOHHA K
npeonpunumamenvcmey — oO@QuUCHble COMPYOHUKU UAU Me, KMO 3aAHUMAEMCs 6ble30HbIMU
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npodaxcamu. Ilpedeapumeavhas sunomesa: émopas zpynna moxcem Goimo 6oavuie CKAOHHA K
GHYMpEeHHeMY NpPeOnpuHUMAMeabCcmey, 0Co6eHHO No CPAGHEHUI0 ¢ compyOnuxamu Oex-oguca.
Pesyrvmamut Kaacmeprozo anaauza noomeepouau dannoe npeonosoxcernue. Taxum obpazom,
ecau Kopnopawus npuHumaem peuieHue 0 pacuwuperuu nymém gpaunuaizunza, nauboaee
nooxooawumu Kanouoamypamu 041 GHYMPUKOPNOPAMUBHO20 NPEONPUHUMAMEAbCINEA
AGAAIOMCL MeHedxcepbl no 6vle30Hbim npodaycam. Jacmuuno s3mo moxcem Oovimo 006ACHEHO
CKAOHHOCHbI0 OAHHOL 2PYNNbL NEPCOHANAA K 2UOKOMY 2PapuUKy paGombl u onaame no pe3yiomanty.
Karouesvie caosa: mexcoynapoOHas KOpnopayus, cmpameaus pocma,; 4ea08e4ecKue pecypcbl;
BHYMPUKOPNOPAMUBHOE NPEONPUHUMAMEALCNEO.

1. Introduction

Entrepreneurial organization is defined (Morris et al., 2008) as one that proactive-
ly seeks to grow and is not constrained by resources currently under its control.
Organizations are recognizing a strong need for corporate entrepreneurship, largely as
a result of rapidly growing, new and sophisticated competitors, a sense of distrust of tra-
ditional management, and an exodus of many of the best employees, who are leaving
organization to start their own companies. Today's organizations are therefore seeking
avenues for developing in-house entrepreneurship; as otherwise will result in stagnation
and personnel loss. Organizations are therefore encouraged to develop entrepreneurial
spirit within organizational boundaries, thus allowing for an atmosphere of innovation
to prosper. This new corporate revolution represents an appreciation for and a desire to
develop and encourage corporate entrepreneurs within the organizational structure.

Conditions in the global business environment demand that established firms
adopt different entreprencurial strategies (Ahuja & Morris Lampert, 2001) as a path
to innovation as a prerequisite for sustainable growth and success. For example,
"entrepreneurial strategies suggest ways to revitalize existing organizations and make
them more innovative" and "entrepreneurial strategies allow people to be innovative,
creative, and responsible for decisions that they make" (Meyer & Heppard, 2000). By
pursuing entrepreneurial strategies, firms place themselves in the positions to regu-
larly and systematically recognize and exploit entrepreneurial opportunities. Pinchot
(1985) coined the term "intrapreneurship” (as a synonymous for "corporate entrepre-
neurship"), short for intracorporate entrepreneurship, which describes the practice of
entrepreneurship within organizations. Intrapreneurship and/or corporate entrepre-
neurship is increasingly becoming a term used in the business world to describe
organizations willing and creating working environment to pursue opportunities, ini-
tiate actions, and emphasize innovative products or services.

Corporate entrepreneurship can also be defined as (Sharma & Chisman, 1999)
"the process whereby an individual or a group of individuals, in association with an
existing organization, create a new organization or instigate renewal or innovation
within that organization". Corporate entrepreneur is a person within a large corpora-
tion who takes direct responsibility for turning an idea into a profitable finished prod-
uct or service through assertive risk-taking and innovation (Hayton, 2004).

This paper goes on as follow. After the introduction a literature survey is pre-
sented in order to set up and justify the proposed hypothesis to be confirmed or reject-
ed through data gathering and analysis. After a brief presentation of sampling and jus-
tification of methodology, the results are extensively discussed in order to set up a
framework for final conclusions and implications of this particular study.
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2. Literature overview

Corporate entrepreneurship is often understood as the result of successful search
for entrepreneurial opportunities arising from market asymmetries or technological
knowledge. Exploiting these asymmetries leads entrepreneurial firms to be able to
gain entrepreneurial profits. Firms with an entrepreneurial orientation are able to
continuously identify and exploit such opportunities (Lumpkin & Dess, 1996). In
order to be able to do so, firms should be able and willing to take risks, be innovative
and proactive (Miller, 1983). The reward for such an orientation is superior financial
and market performance including profitability (Antoncic & Hisrich, 2001; Chandler
et al., 2000; Loof & Heshmati, 2002; Zahra & Covin, 1995; Kavun et al., 2013).
Underlying an entrepreneurial orientation is a tendency to pursue the creation and
acquisition of new knowledge and integration of new knowledge and capabilities with
existing resources in new combinations. Therefore, corporate entrepreneurship is
dependent upon a firm's ability to continuously learn and sustainably develop (Floyd
& Wooldridge, 1999; McGrath, 2001), by creating and exploiting new combinations
of knowledge. Management of corporate entrepreneurial processes is distinct from
traditional management because of the conditions of greater uncertainty and
knowledge-intensity (Kanter, 1985). The trend towards network organizations repre-
sents a major opportunity for corporate entreprencurship. First, network organiza-
tions provide many preconditions necessary for corporate entrepreneurs to thrive: a
license to build relationships laterally, horizontally and with external parties, as a
means of getting things done; a reasonable level of discretion to pursue an idea before
having to justify it; and a greater openness in head office to new ideas. Second, and
more relevant for this paper, network organization provides a ready metaphor for
understanding the roles that corporate entrepreneurs can take (Birkinshaw, 1998).

Entrepreneurial culture needs to be implemented in existing companies to be an
essential part of existence or growth at new and changing markets. Today companies
need to stimulate employees with innovative and entrepreneurial skills and give them
opportunities to realize their ideas at a workplace. Corporate entrepreneurship is
stimulating organizations for learning and increasing human and intellectual capital
(Dess et al., 2003). Recently there has been a growing interest in the use of corporate
entrepreneurship as a means for corporations to enhance the innovative abilities of
their employees and, at the same time, increase corporate success through the cre-
ation of the corporate ventures (Ireland et al., 2009). Companies that follow a strate-
gy of corporate entreprencurship often pursue growth through new venture opportu-
nities and strategic renewal. They effectively follow this strategic sustainable advan-
tages and yield above-average returns utilizing 5 dimensions of corporate entrepre-
neurship including autonomy, innovativeness, proactiveness, competitive aggressive-
ness and risk-taking (Dess & Lumpkin, 2005).

Kuratko et al. (2005a) contend that middle-level managers endorse, refine, and
shepherd entrepreneurial opportunities and identify, acquire, and deploy resources
needed to pursue those opportunities while other employees have experimenting roles
corresponding to their competences. Narayan et al. (2009) demonstrated that
organizations pursuing corporate entrepreneurship strategies exhibit a cascading yet
integrated set of entrepreneurial actions at the senior, middle, and first-levels of
management.
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Specific organizational antecedents of managers' entrepreneurial actions have
been identified in literature: top management support, work discretion, rewards/rein-
forcement, time availability, organizational boundaries (Kuratko et al., 1990;
Hornsby et al., 1999, 2002). Management support refers to the extent to which one
perceives that top managers support, facilitate, and promote entrepreneurial
behavior; including championing of innovative ideas and providing resources people
require to take entrepreneurial actions (Lyon et al., 2000; Antoncic & Hisrich, 2002;
Kuratko et al., 2001; Hornsby, et al., 2009; Morris et al., 2008) and has been found to
have a positive relationship with organization's entrepreneurial outcomes. Managers
differ in their structural ability to use top management support as a resource for entre-
preneurial action. The more senior a manager is, the closer he/she is to top manage-
ment. This closeness enables greater awareness of the nature of that support (Floyd &
Lane, 2000; Floyd & Wooldridge, 1994). While first-line managers may be aware of
top management support they do not have the structural "proximity" to have a fine-
grained knowledge of the nature of that support (Hales, 2005).

A commercial service firm operating in several countries of Central and Eastern
Europe region was facing a challenge of redefining and adapting its growth strategy.
The main distribution channel had so far been a number of small retail shops called
"One-stop-spot”, located mostly in well-populated places like supermarkets, where
customers can get all relevant information to make a purchasing decision at the later
appointed visit at their homes done by a sales person. There was an identified need to
expand the number of one-stop-spots to enhance the geographic coverage of the
service. An option of franchising these shops was put on forward as a possible idea for
solving this issue. However, franchising could not be expected as an of-the-shelf solu-
tion but just as framework for conceptualizing this strategy thus, a certain level of
entrepreneurial spirit is expected from future franchisees in order to be able to pene-
trate the competitive market which was the main objective of the planned growth.

For the case of this particular research aiming to recognize possible franchisees —
entrepreneurs, their entrepreneurial spirit is measured on the basis of the perceived
level of self-initiative (Lee & Peterson, 2001), creativity (Ko & Butler, 2007), leader-
ship skills (Fernald et al., 2005), motivation for setting up new business (Shane et al.,
2003), self-efficacy (Zhao et al., 2005) and entrepreneurial and managerial skills
(Pansiri & Temtime, 2008). In order to recognize entrepreneurial potential from
existing middle managers, future candidates to become franchisees — entrepreneurs,
a research project was proposed to benchmark individuals against the "prototype".
The key objective of the study was to examine which employees of the targeted com-
pany seemed to be more appropriate to take over the management on new, inde-
pendent and self-standing outlets (possibly franchises) of the One-spot-stop. This was
the first research attempt within the target company. However, several studies have
been conducted in the past in different sectors, including services (Phan, 2009).
These represent a sound theoretical base for the design of the present research.

On the literature basis, subjective experience of the researcher and some research
from known companies, encouraged by some previous results in consulting the same
target company the main hypothesis was pointed out.

HI: People working for "mobile team" would come out as more suitable to
become future leaders and managers of new retailing set-ups of a main company. That
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means they express higher level of self-initiative, creativity, leadership skills, motiva-
tion for setting up new business, self-efficacy, entrepreneurial and managerial skills.

3. Methodology and sampling

A qualitative study was conducted with senior management of the investigated
company in order to clarify growing objectives of the firm and expectations of the
study. A questionnaire was designed to assess mostly entrepreneurial characteristics
and ambitions of the targeted individuals. The following groups of variable were
covered in the questionnaire: the level of self-initiative, creativity, leadership skills,
motivation for setting up new business, self-efficacy, entrepreneurial and managerial
skills. All questions were designed in the form of 5-level Likert scale measuring the
level of agreement with particular statements. It was expected that the filling-in of
questionnaire should not take more than 20 minutes of the respondents' time.

About 200 individuals from the current sales force were invited to fill in the ques-
tionnaires at a corporate training event. This was a very opportunistic approach where
everybody participated and was difficult to ignore the questionnaire, so the 94%
response rate was achieved. On the other hand, one could argue the respondents
might have not cooperated voluntarily. The responses were analyzed with the stan-
dardized tools of multivariate statistic ANOVA, clustering and x*>-test analyses. In the
next section the results of the cluster analysis are presented and discussed.

4. Results

For the purpose of searching for the expected two groups of respondents (entre-
preneurs and administrators) cluster analysis was performed on the variables describ-
ing entrepreneurial characteristics of individuals. Cluster analysis is used to design
several groups of the respondents. For the purpose of this research QUICKCLUS-
TER program from SPSS, was used. This was the non-hierarchical method which
automatically proposes a number of clusters. The significance of differences on vari-
ables in the Table 1 was checked with the Leven's statistics and ANOVA test. The
results of the cluster analysis are collected in Table 1.

Table 1. Cluster analysis

Cluster Total | \NOvA

sample
ENT |ADM .
N=148 |N=40|Mean STD| F |Sign.

I can achieve my own and company’s goals even if T 435 390 | 426 | 066 805 0,006
don’t get instructions from managers. ’ ’ ’ ’ ’
I am always looking for innovative approaches, in order
to achieve goals faster and easier.

;IELIS better to take actions and fail than not acting at 459 405 | 448|058 | 16,040,000

4,46 3,70 | 430 1075|19,62 0,000

I am willing to start my venture and take
responsibilities for success and fail ure. 473 285 | 433 | 098 154,420,000

If T get an opportunity to be franchisee and open a

(franchised) outlet, I would take this opportunity 4,09 2,60 | 377 1117]3532(0,000
immediately.

If T get an opportunity to be franchisee and open a

(franchised) outlet, I would take this responsibility 3,92 2,40 | 360(131]26,88(0,000
immediately (employees, finance, sales).

I enjoy field-working and direct marketing. 4,54 2,75 | 416 |102(100,68/0,000
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Continuation of Table 1

I prefer working 8 hours in the field than in the office. 4,20 | 2,35 3,81 117 [68,27/0,000
I thiVC many suggestions how to improve company 373 | 3.15 | 3.61| 082 | 8.52 |0.004
performance (innovation etc.).

I am trying to implement my ideas about improving 400 | 39513841 074 119.5210.000
company’s performance. ’ ’ ’ ’ ’ ’

I have high understanding of products that T am selling. 450 410 | 4,41 ] 056 | 881 10,004
When talking / advising to clients, I always do my best. 4,64 | 425 | 455|058 | 7,43 10,008
I am participating on a sufficient number of 418 | 3.60 | 405 096 | 6,04 0,016
trainings/seminars to be able to perform my job well. ’ ’ ’ ’ ’
Company is offering me enough trainings / seminars to be

able lt)o li:rfonn mr}lfgjob well. § &/ 4393704241098 847 0,005
My colleagues often ask me for advice as I have a lot of 415 | 345 | 400 | 084 12,120,001
knowledge.

I have leadership abilities. 4,36 | 3,00 | 4,07 | 082 |81,40/0,000
My employees estimate me as good leader. 4,16 | 3,05 3,92 | 096 |27,50/0,000
Desire for success — higher performance 4,38 | 3,00 | 4,09 | 098 146,330,000
Independence — working for yourself 3,64 | 2,42 | 3,38 | 1,12]23,95/0,000
Authority, power — to be a leader 4,34 | 295|404 | 104 40,14]0,000
Money — higher income 2821293285111 0,16 /0,692
Career — better future in own venture 3,911 2351357 |12036,93| 0,00
Status, prestige — progressing on social scale 4,47 | 3,35|4,23 | 097 |27,27] 0,00
Flexible schedule 4,24 | 2,50 | 3,87 | 1,03 |89,87| 0,00
ir;;ilgril.omc town, there are good possibilities to start a 415 | 245|373 | 148 [92.52] 0,00
I am planning to establish my own company in 3 years. 4,411 3,05 | 4,12 093 |52,60| 0,00
I have skills and competences to start a business. 1,96 | 3,10 1 2,20 | 117 117,90] 0,00
Fear of failure could stop me from starting a new business. | 3,75 | 3,25 | 3,65 | 086 | 5,76 | 0,02
Your energy level 4,28 1 390 | 420 | 0,70 | 498 | 0,03
Desire for success 4,18 | 3,10 | 3,95 | 085 |34,79| 0,00
Risk taking 4,41 | 3,65 | 4,24 | 0,73 20,47| 0,00
Creativity 4,41 | 370 | 4,26 | 0,76 |15,66| 0,00
Need for social life 4,36 | 3,35 | 4,15 | 083 |31,28] 0,00
Money 3,45 2,70 | 3,29 | 094 |11,41| 0,00
Uncertainty tolerance 4,51 4,25 | 4,45 062 | 2,79 | 0,10
Good relationships with co-workers 4,36 | 4,05 14,30 064 | 3,98 | 0,05
Self-esteem 3,72 | 2,60 | 3,48 | 096 |27,41| 0,00
Need for power 4,04 430|410 079 | 1,71 | 0,19
Competitiveness 3,811 3,10 | 3,66 | 087 |11,59| 0,00
Initiative 4,20 | 3,05 (3,96 | 082 |47,05] 0,00
Persistence 4,62 | 4,00 | 4,49 | 062 (19,34| 0,00
Adaptability, flexibility 4,49 | 4,04 | 440 | 063 | 9,11 | 0,00
Innovativeness 4,141 3,10 | 3,91 | 090 |26,55| 0,00
Leadership 4,261 290|397 | 08570,31] 0,00
I am good at estimating costs for starting a business 3.86 | 3.05|3.69 | 087 |16,14] 0,00
venture. ’ ’ ’ ’ ’
%)jsrglgssoéciiu[;rgparlng a financial plan for starting a 375 | 2.85 | 3.56 | 097 |15.85 0,00
iea;rtlu%zod at collecting information for starting a business 384 | 290 | 3.64 | 089 |21.29] 0,00
iea;rtlu%zod at estimating sales amount for starting a business 368 | 2.65 | 3.46 | 081 |34.04] 0,00
As entrepreneur I would perform well in HRM department. | 4,22 | 3,10 | 3,98 | 0,78 |49,66| 0,00
islci‘ntrepreneur I would perform well in marketing and 418 | 2.85 | 3.89 | 087 |58,84] 0,00

Source: Own research, 2011.
Note: ENT (repreneurs), ADM (inistrators).
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There is a need to point out that the values of ANOVA test presented in Table 1
are exclusively used for describing purposes only because particular clusters are com-
puted so that the differences between clusters are as big as possible and the distances
between cluster contest are the largest possible. The degrees of statistical significance
therefore cannot be interpreted as a confirmation of hypothesis validity, but only as
description or confirmation of utilisability of the chosen statistical method for classi-
fication of employees in the two expected groups. The test of variance homogeneity
or the Leven statistics tests the null-hypothesis of equality of variance of different
variables (Hair et al., 1998). It shows relatively high value on 5 variables which points
out a possibility of existence of certain number of latent variables. The possibility of
heteroscedasticy would make sense to test with Box M-test which would probably
lead to the consequence that for future research would demand a redefinition of the
variable matrix or exclusion of certain variables that would perform some interde-
pendence.

For the objective interpretation the values of the responses equal or greater than
half of the standard deviation away from the mean value are underlined (Birley &
Westhead, 1994) in Table 1. Thus, it can be stated that both clusters do have certain
characteristics. However, majority of significant characteristics or meanings do prove
that administrators are far away from becoming entreprencurs. On the other hand we
should be aware that these revealed characteristics may be a consequence or a result
of the unbalanced sample. This is the reason why they do not deserve further discus-
sion in this paper.

As shown in Table 1, entrepreneurial employees are more inclined to go for ful-
filment and search for new approaches. They wish to take over full responsibility to
accomplish all given tasks. They like to work with customers and are prepared to
invest a lot of energy into customers' relationships. They seek all the time for improve-
ments and use a great deal of their natural innovativeness and creativity. They express
a clear and explicit interest to open and lead an outlet in the form of franchise or in a
different legal setup. All the differences in mean value between mobile and fixed net-
work participants are statistically significant at the 5% confidence interval which con-
tributes to the confirmation of the hypothesis. Entrepreneurial employees in all
aspects express higher level of leadership skills, with higher level of respect against
coworkers, self-esteem for managerial abilities and opinion of subordinates about
their own leadership abilities. All mean differences are statistically significant at the
5% confidence interval thus contributing to the confirmation of the proposed
hypothesis.

People from the entrepreneurial cluster in most cases express higher motivation
for entrepreneurship. They are more confident about their better use of abilities. They
express higher appreciation for independency and flexible working hours, opportuni-
ty to be a leader they have higher desire for better earnings and see better options for
their careers development and opportunity to climb the social ladder. On the other
hand, "entrepreneurs"” feel less fear of failure and regard themselves more competent
to run own business. In their environment they are alert for more business opportu-
nities. All the differences in means are statistically significant at least at the 5% con-
fidence interval, which leads to the conclusion that the hypothesis may be entirely
confirmed.
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Employees of the entrepreneurial cluster highly appreciate self-efficacy elements
like their level of energy, need for achievements, readiness to take risks, creativity and
innovativeness, social skills and good relationships with coworkers. They are more
self-conscious, competitive, persistent and flexible. All the differences in means are
statistically significant at least at the 5% confidence interval, which suggest the con-
clusion that the hypothesis may be entirely confirmed.

Employees from the entrepreneurial cluster are more self-conscious regarding
the ability to evaluate costs, preparation of financial plans, collecting information and
ability to forecast business activity. Higher than their colleagues from the administra-
tive group they evaluate their own abilities to be successful in managing human
resources and marketing, once they will serve in their own company, as is evident
from Table 2. All mean values are statistically significant at least at the 5% confidence
interval which means that the hypothesis can be confirmed.

Specifically, (1) the positive relationship between managerial support and entre-
preneurial action is more positive for senior and middle level managers than it is for
lower-(first) level managers, and (2) the positive relationship between work discretion
and entrepreneurial action is more positive for senior and middle level managers than
it is for the first-level managers. These findings suggest that managerial level provides
a structural ability to make more of organizational factors that support entrepre-
neurial actions.

In Table 2 the classification of employees into the field sales force and back-
office team is presented. It comes out that the great majority of the mobile team is in
the entrepreneurial cluster, while the greatest proportion of the back-office support is
in the administrative cluster. The relative distribution frequencies were tested, which
even proved the statistically significant differences (x> = 8,61; DF = 2; a = 0,013)
which shows very good fit between the two sub-samples, entrepreneurs/administra-
tors and field-sales/back-office team members. Thus, the hypothesis can be con-
firmed that the employees of the mobile network are more appropriate to become
corporate entrepreneurs than the employees in the back office.

Table 2. Classification of employees into clusters

Cluster 1 Cluster 2 Total
Entrepreneurs Administ rat ors
N % N % N %
Field sales force 119 67,05 8 4,55 127 71,59
Back-office team 16 9,09 35 13,64 51 22,73
Other 6 3,41 4 2,27 10 5,68
Total 141 79,55 47 20,45 188 100,00

Source: Own research, 2011.

Conclusions and implications

The key objective of the study was to examine which employees of the studied
company seemed to be more appropriate to take over the management on new, inde-
pendent and self-standing outlets (possibly franchises). Generally, behaviour of two
different types of sales force was examined: back-office people and people working
out in the field visiting customers and closing deals.

The main hypothesis pointed out was that people working as the so-called "field
sales force" would come out as more suitable to become leaders and managers of these
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new retailing set-ups of the main company. The set of questions might have been split
into 5 subareas in which the following influencing factors were examined: self-initia-
tive and creativity, leadership, motivation, self-efficacy and finally entrepreneurial
and managerial skills. The results show that people who are through the clusters
analysis classified into the entrepreneurial cluster overcome their colleagues in the
administrative cluster in almost all the variables examined. Secondly, the chi-square
test proves a very good fit between the compared samples with the division of self-
expressed field sales force and back-office team and computed administrative and
entrepreneurial clusters. The results proved the hypotheses confirmed. It may be con-
cluded, that employees working in field sales are indeed a more appropriate choice
once the new outlets are staffed or franchised.

The company's management should put more emphasis to the examined entre-
preneurial factors once they make decisions to which the leadership of new entrepre-
neurial ventures will be trusted. Those candidates who seem to be the closest match
to the profile of the so-called "ideal prototype of the corporate entrepreneur” should
enjoy certain advantage over other candidates. From the research point of view an
applied tool will be developed in order to assess particular candidates to become new
venture vehicles. The tool will be operated within the context of the development of
a sustainable HR function with the longer term objective to identify gaps between the
desired and available personal characteristics and knowledge and skills of future can-
didates. Thus, the proposed tool will enable the HR department in the company to
systematically design education and training plans but, also individual coaching and
tutoring sessions and applied other methods with the main objective to overcome the
identified individual gaps and catalyze long-term personal development of the candi-
dates according to the needs of the company in the field of corporate entrepreneur-
ship as the main growing strategy of the firm.

From the viewpoint of possible future research a more indepth analysis of corpo-
rate entrepreneurship factors and indicators is possible. There is, however, one main
and from several previous pieces of research known pitfall of such studies: only entre-
preneurial intensions are measured which would definitely not all come true if a lon-
gitudinal research would be possible in which one would examine also the ratio of
those respondents who clearly expressed the intention and interest for entrepreneurial
path within the existing company and, once formally enabled within the system, actu-
ally fulfill these intentions. One special challenge for the researchers would also be to
replicate the research methodology on a different sample within the similar company.
Several iterations of research would in the long run definitely increase the reliability of
the proposed assessment tool for future candidates for corporate entrepreneurs in dif-
ferent companies not only in commercial services but also other industries.

There are two levels of implications. On the first level, the study will be able to
give discrete recommendations for the designers of the forthcoming new strategy of
the firm. It will draw a picture of the ideal corporate entrepreneur, a role model with
several characteristics which will be expected from potential new franchisees — cor-
porate entrepreneurs. On the second level, a tool which would be possible to adapt for
the cases of other firms will be developed with possible applications for consulting
purposes. On the third level, several needs for specialized training programs in the
field of corporate entrepreneurship will evolve from the study.
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The value of the study is at least in two points. One is that it appears to be one of
the first studies in the country and in the region examining the conditions and possi-
bilities of introducing corporate entrepreneurship as a strategic approach in the com-
mercial sector. This will contribute to higher level of understanding of the role of cor-
porate entreprencurship in the country and region. A very practical value of the study
will be the possibility to design an easy-adaptive consulting tool for possible replica-
tion of the introduction of corporate entreprencurship into another company.

The possible weakness of this research is the limitation that the findings belong
only to one company. Thus, possible influences of particular corporate culture can-
not be eliminated. Thus, for the generalization of findings and suggested implica-
tions, the replication of the research should be performed on one or multiple compa-
nies in similar or other industries.
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