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Abstract

This research paper addresses the question of which approaches from research on
strengthening corporate entrepreneurship (CE) can be applied to small businesses in the food
craft in Germany. In doing so, it fills a research gap, as CE has so far only been researched in
the context of medium-sized and large companies. For this purpose, the approaches to
strengthening CE that could be found in the scientific literature were organized into a new
category system with 15 enablers. By of expert interviews, representatives of a company and
a management consultant from the food craft were asked which enablers they found useful
and applicable in principle and which ones from the literature.

Most approaches from the scientific literature almost always seemed applicable and useful
under the premise that the respective enabler is implemented in a low-threshold and, if
possible, informal manner. These premises resulted in 14 hypotheses. In particular, intrinsic
motivators such as recognition, successful collaboration between colleagues, feedback on
one's own work, moderate criticism, and a level of autonomy tailored to the individual seemed
implementable and especially useful. In addition to the previous research, five minor
extensions of the existing enablers from the literature could be elaborated. It can be concluded

that the developed set of CE enablers is largely complete.
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Executive Summary

This research aimed to answer which approaches from research on strengthening corporate
entrepreneurship in companies can be applied to small businesses in the food craft.

This question represents a research gap in that approaches to implementing CE in small
businesses have not been empirically researched to date. In this respect, this study contributes

to closing this gap for the situation of the food craft in Germany.

To answer the question, it was first necessary to elicit the approaches mentioned in the
scientific literature that are intended to strengthen CE. These enablers referred either to
theoretical considerations or empirical research of medium-sized or large companies. After an
extensive literature search, they could be grouped into five categories, each of which contains
sub-headings. This resulted in a total of 15 specific recommendations for action from
scientific research. This presentation is new in the scientific literature.

In the second step, 10 selected employees of a small company in the food craft in Germany as
well as one external management consultant working for the professional association of the
same industry in Germany were first asked openly by means of expert interviews which
measures are CE-promoting from their point of view. Second, the interviewees were asked
about their opinions on the enablers found from the scientific literature with regard to their

benefits and feasibility.

The employees were assessed by the management with regard to their CE profile according to
a uniquely developed scheme. By choosing interview partners with a CE profile as diverse as

possible, the aim was to find the most multi-layered opinions possible on the enablers.

In terms of methodology, the experts in the field were questioned personally in interviews
lasting between 50 and 180 minutes using a semi-structured interview guide. The interview
questions were derived directly from the sub-questions of the research question.

The analysis was based on Mayring (2015), Kluge (1999) and Zepke (2016).

Already in the theoretical reflection it could be assumed that not all enablers from the
literature can be applied to small companies. Empirical research has confirmed this. Central
results are 14 developed hypotheses, which can give an approach to further research and
practical application.

It became visible that most approaches from the scientific literature do indeed seem applicable
and useful, but almost always under the premise that the respective enabler is implemented in

a low-threshold and preferably informal way. These limitations, which seem to apply to the

\%
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industry, were formulated as hypotheses. In particular, intrinsic motivators such as
recognition, measured criticism, successful collaboration between colleagues, feedback on
one's own work, and a level of autonomy tailored to the individual seemed easy to implement
and particularly useful.

In terms of practical feasibility, it also emerged that an individual mix of enablers to be

implemented in each company is most likely to be successful.

In addition to the existing, previous research, five minor extensions of the existing enablers
could be found from the literature. Since all other feedback from the respondents could be
sorted into the existing categories, it can be assumed that the proposed classification of CE

enablers is largely complete.

Furthermore, correlations between the CE profile and the answers of the interviewees could
be found, which, if explored in more detail in further research, could provide an approach to

which enablers motivate a type of employee to act in the sense of CE.

VI
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1 Introduction

To the present work follows first the introduction.

1.1 Problem statement

Below, are challenges in practice and the related research gap in the academic literature

highlighted.

1.1.1 Challenges in practice

Particularly in companies with a low profit margin, such as the food craft, the challenge is to
remain competitive, as resources are scarce and competition is high. In approx. 97% of cases,
craft enterprises in Germany are small enterprises with fewer than 50 employees; in the food
craft sector, this figure is 91% (Statistisches Bundesamt, 2020). For such small businesses in
this context, there is the additional challenge that the management is a key driver in key issues
for the company and thus a lot of responsibility rests on them, while at the same time possibly
innovative potential emanating from employees falls by the wayside (Stappel, Niegsch, &
Herborn, 2016). In addition, companies today often find themselves confronted with the fact
that markets and the environment are changing ever more rapidly and a corresponding
response is necessary (Carrier, 1996a). One of the possible ways out towards better
competitiveness is to strengthen one's own innovative power and improve internal processes
as well as to retain customers more effectively by making them more satisfied with the
company's products. According to Carrier (1991) and Dess and Lumpkin (2005), the approach
of strengthening corporate entrepreneurship within the company, i.e., turning employees into
entrepreneurs within the company, is particularly suitable for this purpose. For Schuler, the
following question does not arise: “[...] whether they should or should not engage in
entrepreneurial activity, but rather what can be done to encourage establishment of
entrepreneurship” (Schuler, 1986, p. 624). In this context, Dess, Lumpkin, and McGee (1999)
note that corporate entrepreneurship is an important area for future research. In this regard,
Miles and Covin (2002) would particularly like to see a solid theoretical and empirically
tested framework that provides practical suggestions for managers to implement corporate

entrepreneurship.
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1.1.2 State of research: Research gap exists

In the context presented, a gap in research on CE has emerged that specifically affects small

businesses, as shown below.

Bouchard and Fayolle (2018) provide a comprehensive account of the current state of research
on CE, which will be briefly traced here.

From their perspective, there are a large number of publications on the topic that address how
CE can be defined and how CE is linked to internal and external variables. The majority of
studies deal quantitatively with the question of how CE correlates with individual key
variables, such as performance, features of the environment, features of the organization, etc.
Specifically, research according to Zahra, Jennings, and Kuratko (1999), Kreiser, Marino, and
Weaver (2002), and Bouchard and Fayolle (2018) looks at the impact of Entreprenecurial
Orientation on organizational performance in different contexts and companies. Measurement
models that attempt to measure the CE intensity of companies are also repeatedly developed.
Furthermore, according to Bouchard and Fayolle (2018) and Ireland, Covin, and Kuratko
(2009), the so-called "antecendents" for CE are often considered, in which it is considered
what conditions a company must have in order to strengthen CE in the company. Bouchard
and Fayolle (2018) further identify individual case studies that describe the process of how
CE is implemented in companies. However, in the authors' view, this part of the scientific
investigation is under-researched, as CE is, in their view, a complex process that is difficult to
understand only according to pre-defined quantitative aspects. Specifically, they criticize the
fact that the existing literature does not directly address the interest of practitioners, namely
the question of how CE can be successfully implemented in practice and what cost-benefit
ratios are associated with it. Especially for German-speaking countries, Schmelter (2009)
further points out that there is a lack of research here that is based on empirical data and looks
at the causes of CE or its influencing factors. To the best of this research's knowledge and
according to Carrier (1996b), the relevant empirical research on CE only refers to contextual
conditions of medium-sized and large companies. As Zahra and Pearce (1994) and Carrier
(1991) show, this seems surprising since the concept is particularly important for small firms,
which, according to Carrier (1991), often face stiffer competition and innovation seems
important. Likewise, this is surprising insofar as the research field of CE has offered more and
more publications in recent years - in 2015, for example, there were 40 academic publications

on corporate entrepreneurship alone (Bouchard & Fayolle, 2018).
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Accordingly, to the best of this research's knowledge, the situation of small businesses has

not been researched.

1.2 Objective definition

The aim of this paper is to provide an approach to fill this research gap. In this context,
Wortman (1987) assumes that CE in small businesses has its own forms. He writes on p. 270:
"The research of intrapreneurship needs to be carried out in both large and small businesses
because new venture formation and new venture management may be quite different in these
organizations." In particular, the situation of small businesses with low profit margins should
be researched, since it can be assumed that they would benefit from a scientific investigation
of possible applications of CE in their own companies. In this respect, it seemed appropriate
to select the handicraft sector and, in this respect, especially the food handicraft sector, since
this industry seems to be particularly affected. It seemed unnecessary to focus on a single
occupation, since the occupations of baker, confectioner and butcher, which belong to the

food craft, appear to be quite similar in terms of their structure.

1.2.1 Research Question

The question of this research work is derived from the presented problem:

What approaches from research on strengthening corporate entrepreneurship in companies

can be applied to small businesses in the food craft?
This question can be answered using the following sub-questions:

1. What approaches from research on strengthening corporate entrepreneurship in

companies are there in the relevant research to date?

2. From the perspective of selected representatives of a small company and an external
consultant, to what extent are the enablers from sub-question 1 practically applicable
and useful for their own company or for small companies in the food industry in order
to strengthen the corporate entrepreneurship behavior of the employees in the

respective company?
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Sub-question one allows to ascertain the current approaches to strengthening corporate
entrepreneurship. These are the prerequisites for the following interviews with representatives
of a small company and a consultant from the same industry. With the answers of the

interviewees, question two can be answered.

1.2.2 Literature research

In order to adequately answer sub-question one, the existing state of research on the topic

must be comprehensively determined.

The search for this is based on the largest German-language library networks. These are the
catalog of the Austrian Library Network, OBVSG (2021) and that of the Karlsruhe Virtual
Catalog (2021). The OBVSG brings together the largest academic libraries in Austria. In the
Karlsruhe Virtual Catalog (KVK), all scientific holdings from Germany, Austria and
Switzerland can be found, as well as those from 23 other countries and their important library
catalogs. The KVK also takes into account a large number of other search engines when
searching.! The following terms in German and English were searched for in the literature

section.

Corporate Entrepreneurship OR Intrapreneurship OR Corporate Venture OR Internal
Entrepreneurship OR  Spin-off  Entrepreneurship OR New Business Venture
Mitunternehmertum OR Co-entrepreneurship OR Arbeitskriafteunternehmer OR Workforce
Entrepreneur OR internes Unternehmertum OR English internal entrepreneurship OR
Verantwortungsiibernahme von Mitarbeitern OR Assumption of responsibility by employees

OR Kleinunternehmen OR small business OR Handwerk OR handcraft

All relevant publications that were available were reviewed and presented in the theory

section of the paper according to the research objective.

In principle, it would also have been conceivable to include literature on the topic of

motivating employees. However, the research interest of the thesis should focus on pure

! Specifically, the following libraries are included in the search: Australian National Library, Belgian Union
Catalogue, National Library of Denmark, EROMM Classic, Estonian Union Catalogue, National Library of
Finland and Union Catalogue, French National Library and Union Catalogue, British National Library and
Union Catalogue, National Library of Israel and Union Catalogue, Italian Union Catalogue, Canada CISTI and
Canadian Union Catalogue, Union Catalog of Latvia and Luxembourg, National Library of the Netherlands,
Union Catalog of Norway, National Library of Poland and Union Catalog, Union Catalog of Portugal, Russian
National Library, Union Catalog of Sweden, National Library of Spain and Union Catalog, Czech National
Library and Hungarian National Library, and from the United States, National Library of Medicine and
WorldCat.



Die approbierte gedruckte Originalversion dieser Masterarbeit ist an der TU Wien Bibliothek verfligbar.

The approved original version of this thesis is available in print at TU Wien Bibliothek.

[ 3ibliothek,
Your knowledge hub

research on corporate entrepreneurship and intrapreneurship. This also seems appropriate

within the limited possibilities within a master's thesis.

1.2.3 Methological approach

Sub-question two aims to compare the view from practice with that from theory in terms of

usefulness and applicability.

To achieve this, a small company from the food craft was recruited, whose employees were
interviewed by means of qualitative expert interviews. The management and its deputy, eight
employees with different CE profiles and an external consultant who works for small
companies in the same industry in an industry association were interviewed. Respondents
were first openly interviewed about where they saw opportunities to strengthen CE in their
company. The questions that followed were derived directly from the enablers found in the
theory section, which corresponds to subquestion one of the research question. The
interviewees were asked to give an answer regarding the benefit and practical feasibility of

the respective enabler.

The analysis was based on qualitative content analysis according to Mayring (2015), Kluge
(1999) and Zepke (2016).

The direct comparison of existing research with available empirical data made it possible to
illuminate the topic area from several perspectives. Some fits to theory emerged, but also
contradictions and novel approaches, resulting in 14 hypotheses. These can complement the

current discussion in the scientific literature and offer approaches for further research.

1.3 Structure

At the beginning of this paper, central terms are determined that are related to the topic.

Then, the enablers for CE presented in the scientific literature are identified. The structure of
these enablers was newly developed in the process. This is followed by a summary and
critical appraisal.

In the Methodology chapter, the research approach is presented in detail. In addition to the
research question, the methodological approach, evaluation and the expected validity of the
present research are discussed here. The results of the surveys are then presented and

discussed in terms of their fit to the theory, the possible transferability from the individual
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case to the industry, and Subquestion 2 is answered.
This is followed by a reflection on the validity of the results, the summary and the outlook, in

which approaches for further research and proposed solutions for practice are identified.
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2 Literature Review

In this part of the paper, the main terms from the research questions are defined and the state

of research on CE enablers is surveyed.

2.1 Definitions

As presented, the research question is: Which approaches from research on strengthening

corporate entrepreneurship in companies can be applied to a small business in the food craft?

Worthy of definition, therefore, are the terms corporate entrepreneurship, food craft, and

small business.

2.1.1 Food craft

This term is composed of "food" and "craft", each of which belongs defined.

Food

According to Regulation (EC) No. 178/2002 of the European Parliament and of the Council
(2002), Article 2, food includes "[...] any substance or product intended to be, or reasonably

expected to be ingested by humans in a processed, partially processed or unprocessed state. “
This definition describes the term to be defined sufficiently clearly.

Craft

According to Glasl, Maiwald, and Wolf (2008), defining craft is difficult because the term can
be thought of in historical, technical, and sociological terms, and different authors propose
different definitions, especially since, according to the authors, the term is constantly
changing due to technological progress and social change. Therefore, they propose the most

common definition in the scientific literature.

According to Lageman (2004, p. 10), a craft is an "[...] independent gainful activity, directed
toward the satisfaction of individualized needs through services that are a result of the
personality of the commercial entrepreneur, his extensive professional training, and the

customary use of his personal means and powers."
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This definition emphasizes the individuality of products and the legal independence of craft
enterprises. It is individuality that distinguishes craftsmanship from industrial production,
where the quantities produced are far greater; on the other hand, this makes it more difficult to

manufacture similarly individualized products.

Trades

According to the Statistisches Bundesamt (2020), the food trades include butchers, bakers and

confectioners.

2.1.2 Small Business

The term small enterprise can be defined quite clearly and simply according to the SME
definition of the European Commission. According to the Institute for Institut fiir
Mittelstandsforschung (2021), which maps this, it has 10 to 49 employees. It generates more
than € 2 million and a maximum of € 10 million in sales / year or its balance sheet total is

between € 2 million and € 10 million.

Mostly, the turnover / year is collected in addition to the number of employees.

2.1.3 Corporate Entrepreneurship

As will be shown below, it is difficult to define the term corporate entrepreneurship because
there are a large number of definitions in research, some of which are similar to each other,

while others differ greatly.

In addition, several terms are used in the literature under the heading of corporate
entrepreneurship, in some cases synonymously. The three most commonly used terms,
corporate entrepreneurship, intrapreneurship and corporate venturing, will therefore first be

presented in more detail.” The term is then defined for the purposes of this paper.

Corporate Entrepreneurship

Definitions of corporate entrepreneurship exist in the academic literature as many as there are

academics, according to Bouchard and Fayolle (2018). A few are listed below. 3

2 Other less used terms related to the topic are Internal Entrepreneurship, Spin-off Entrepreneurship and New Business Venture Siissmuth
Dyckerhoff (1995). In the German language area also the terms Mitunternehmer (in English Co-entrepreneur), Arbeitskrafteunternehmer (in
English Workforce Entrepreneur), internes Unternehmertum (in English internal entrepreneurship) appear (after Faust (2002); Kuhn (2000);
Wunderer (1999b)).

3 A fairly comprehensive account of the definitions surrounding corporate entrepreneurship can also be found in Sharma and Chrisman
(2007).
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"[...] Corporate entrepreneurship is viewed as acting entrepreneurially within the confines

of established organizations." Kenney and Bahaudin (2007, p. 74)

"Corporate entrepreneurship represents the sum of all design measures that help to
stimulate and permanently establish entrepreneurial thinking and action in existing

companies." Haid (2004, p. 138)

"Corporate entrepreneurship refers to the process whereby firms engage in diversification

through internal development." (Burgelman 1983, 1349

"Corporate entrepreneurship encompasses two types of phenomena and the processes
surrounding them: (1) the birth of new businesses within existing organizations, i.e.,
internal innovation or venturing, and (2) the transformation of organizations through
renewal of the key ideas on which they are built, i.e., strategic renewal." Guth and Ginsberg

(1990, p. 5)

"Corporate entrepreneurship - the sum of a company's innovation, renewal, and venturing
efforts. Innovation involves creating and introducing products, production processes, and
organizational systems. Renewal means revitalizing the company's operations by changing
the scope of its business, its competitive approaches or both. It also means building or
acquiring new capabilities and then creatively leveraging them to add value for
shareholders. Venturing means that the firm will enter new businesses by expanding

operations in existing or new markets." Zahra (1995, p. 227)

In summary, Bouchard and Fayolle (2018) propose a broader understanding of corporate
entrepreneurship, including both the creation of new businesses within the existing firm and
firm-level entrepreneurship. Relationships between corporate entrepreneurship and overall
firm performance, the antecendents of corporate entrepreneurship, and the process of

corporate entrepreneurship in its spontaneous and induced versions are explored.

Intrapreneurship

Origin of the term: According to Bouchard and Fayolle (2018), the term intrapreneurship first
appeared in scientific publications in 1984, with Pinchot (1985) being credited with its

invention. It is composed of the compound of "intra-company entrepreneurship".
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Definitions:

Various authors define the term intrapreneurship, some of them very differently. It is therefore
difficult to draw up a uniform definition based on the literature, even for the term

intrapreneurship.

Vesper (1984) defines the term on p. 295 as follows: "Employee initiative from below in the
organization to undertake something new; an innovation which is created by subordinates
without being asked, expected, or perhaps even given permission by higher management to

do so.”

Another definition goes like this: "Intrapreneurs are [...] 'dreamers who do'; those who take
hands-on responsibility for creating innovation of any kind within an organization, they
may be the creators or inventors but are always the dreamers who figure out how to turn an

idea into a profitable reality." (Pinchot, 1985, p. 9)

Stevenson and Jarillo (1990, p. 23) describe this as "Intrapreneurship refers to a process by
which individuals |...] inside organizations pursue opportunities without regard to the

resources they currently control."

Finally, Antoncic and Hisrich (2003, p. 20): "Intrapreneurship refers to emergent
behavioral intentions and behaviors that are related from the customary ways of doing

business in existing organizations.”

Bouchard and Fayolle (2018) again attempt a summary for this reason. They write that the
term intrapreneurship is mainly used to research how employees adopt entrepreneurial values

and behaviors and what influences innovation, employee behavior and their commitment.

Corporate Venturing

According to Bouchard and Fayolle (2018), the term corporate venturing has been researched
for several decades (Block & MacMillan, 1996; Chesbrough, 2000; Gompers & Lerner, 1998;
Hippel, 1977). In its original sense, it focused on the creation of new business models within
existing firms. Since about the 1990s, it has encompassed both creation (internal corporate
venturing) and acquisition of start-ups (external corporate venturing) from more established

firms.

10
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The following authors define this similarly.

Hippel (1977) defines the term on p. 163 as follows: "Corporate venturing is an activity
which seeks to generate new businesses for the corporation in which it resides through the

establishment of external or internal corporate ventures."

Block and MacMillan (1993) describe this on page 14: "A project is a corporate venture
when 1) it involves an activity new to the organization, 2) is initiated or conducted
internally, 3) involves significantly higher risks of failure and large losses than the
organization's base business, 4) will be managed separately at some time during its life, 5)

is undertaken for the purpose of increased sales, profit productivity or quality."
Delimitation of terms

As has been shown, there are a large number of definitions for the terms intrapreneurship,
corporate entrepreneurship and corporate venturing, which can sometimes be distinguished
from one another more or less clearly. Even according to the research of Bouchard and
Fayolle (2018), these terms are mostly used interchangeably and synonymously. This is

therefore also the case in this paper.
Definition for present work

For this paper, Haid's (2004, p. 138) definition is a suitable starting point for this paper's

definition of corporate entrepreneurship.

"Corporate entrepreneurship represents the sum of all design measures that help to
stimulate and permanently establish entrepreneurial thinking and action in existing

companies."

For the purpose of this paper, entrepreneurship is defined as the creation or extraction of value
(Blackburn & Brush, 2008). Restricting the definition of Haid (2004), the focus is on the
actions of all employees in the company with the exception of the managing partner, since he

can be defined as an entrepreneur.

Thus, the following can be defined: "Corporate entrepreneurship represents the sum of all
design measures on the part of all employees in the company, with the exception of the
managing partner, which contribute to creating or gaining value in existing companies

through thought and action and to stimulating and permanently establishing this."

11
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Thus, a deliberately broad definition is chosen, with which it should be possible to represent

the field as comprehensively as possible.

As already explained in the introduction, the terms corporate entrepreneurship,
intrapreneurship and corporate venturing are used synonymously in this paper. In most cases,

they are abbreviated as "CE".

12
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2.2 Key Enablers to strengthen Corporate Entrepreneurship

This chapter will now outline which key enablers, sometimes also referred to as antecendents,

exist to strengthen corporate entrepreneurship in the company.

As outlined in the introduction, the enablers presented below have one thing in common: they
are based either on theoretical considerations or on empirical observations of medium-sized

and big companies.

Since extensive research was carried out for this paper, a large number of authors are
mentioned, some of whom have similar or identical opinions, and some of whom have
different opinions. For this reason, the reports from the literature were sorted into new,
separate categories according to similarities in content, which correspond to the present

headings.

On the other hand, In order to meet the concern of the present work to present all the enablers
that can be found, a cutback must be made in the depth of content of individual approaches.
For example, it will not be possible to compare the understanding of the enabler resource
autonomy of one author and that of another author in detail. Nevertheless, the approach of this
paper can be used to gain a summary overview as a prerequisite for one's own empirical
research.

However, the individual approaches from academia are critically appraised after each
category. Emerging contradictions, a possible feasibility and the benefit aspect for small

businesses from a theoretical perspective are considered.

The notion of enablers simultaneously corresponds to the answer to the first sub-question of
the research question, which is: What are the approaches from research on strengthening

corporate entrepreneurship in companies in the relevant research to date?

13
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2.2.1 Support, communication, co-operation and clear expectations

The following thoughts from the scientific literature can be summarized under this point.

2.2.1.1 Supportive attitude and adequate communication on the part of the manager

Various scientists refer to a supportive attitude on the part of the manager. There are quite

diverse opinions on this.

Wunderer (1999a) and Gomez, Hahn, Miiller-Stewens, and Wunderer (1994), for example,
believe that transformational leadership is needed. The manager must act as a coach and
motivator and support the employee only when he or she is overwhelmed by the situation.
Gomez et al. (1994) refer to this as management by exception. Doppler (2000) believes that
there is a need for a participative leadership style that involves employees in decision-making
as much as possible. According to Hornsby, Kuratko, and Zahra (2002), managers must be
willing to give employees latitude to make decisions and to hand over authority and
responsibility. Following Heber (2000), the leader must, above all, provide guidance and be
willing to step into different roles and act appropriately for the situation. From Kuhn's (2000)
perspective, the leader can be a motivator, facilitator, or coordinator at times. A leader should
also have generalist problem-solving skills, should justify his or her behavior to employees,
and should interact socially a lot overall (Lackner, 2002). For Doppler (2000), there is a
general need for open communication from supervisors. It is also relevant that they give
constant support to those employees who act entrepreneurially within the company (Bouchard
& Fayolle, 2018; Garvin, 2002; Kuratko & Montagno, 1989; MacMillan, Block, &
Narasimha, 1986; Morris & Jones, 1999). Rosenstiel (1999) speaks of the need for symbolic
leadership. Thus, independent initiatives on the part of employees would have to be

appreciated by the supervisor.

Hasenzagl and Giittel (2006) strike a somewhat more cautious note in this regard by
suggesting that the strong focus on the person of the corporate entrepreneur overestimates the

possibilities for action of the individual.

14
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2.2.1.2 Transparent and formalized evaluation on the part of the manager

Well-communicated expectations

Brazeal, Schenkel, and Azriel (2008) believe that an important enabler of CE is well-

communicated expectations from leaders.

Formalized evaluation processes

Transparent and formalized evaluation processes are important pillars when it comes to
encouraging entrepreneurial action, according to extensive case studies (Chesbrough, 2000; R.

M. Kanter & Richardson, 1991; R. M. Kanter, Richardson, North, & Morgan, 1991).

Appraisal interviews

Wunderer, von Arx, and Jaritz (1998) argue that there is a need for appraisal interviews within
which it is possible to evaluate employees.
Lackner (2002), on the other hand, believes that what is needed is the possibility to give

employees direct feedback during their work.

Target agreements

Doppler (2000) and Remer (1999) argue that leadership with clearly agreed objectives is
important to motivate employees to act more entrepreneurially. Thus, there need to be defined
work goals for the employee's specific activities, goals for special assignments and projects,
development goals that relate to the company and those that relate to the individual. Wunderer
et al. (1998) advocate management by objectives in this context. Lackner (2002) emphasizes
that it is important that the agreed goals are supported by the employee himself. The

achievement of objectives can then be left to the employee himself (Remer, 1999).

2.2.1.3 Cooperation between employees

Kaufmann (2003) states that peer recognition is important to motivate employees to act in an
entrepreneurial way. From Kuhn's (2000) point of view, a lot of communication and
cooperation between employees is needed so that departmental thinking can be counteracted.
Doppler (2000) emphasizes that an investment in the development of relationships among

each other is important for this.
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2.2.1.4 Comments on the approaches presented

Basically, the thoughts from the scientific literature seem to tend in one direction: For
example, the manager should strengthen the intrinsic motivation of the employees by
supporting and empowering them as much as possible. They should get evaluation processes,
agree on goals and have a good cooperation with other employees. That these ideas contribute
to more CE in companies seems obvious.

However, it is questionable whether this can be implemented in practice down to the smallest
detail. It can be assumed that, especially in highly competitive industries that are under cost
pressure, personnel costs must also be calculated economically - on the part of managers and
employees. It can therefore be assumed that priorities will have to be set here, at least in some
industries. It is also conceivable that not every manager is a born coach and not every
employee likes to work independently, and that both functions nevertheless have their
justification and necessity in the company. This can also mean situational leadership (a
requirement of Heber (2000)). For example, a secretary may simply need clear instructions to
do her job perfectly, and a manager may have to resign herself to permanently assigning work
to less independent employees due to staff shortages.

However, this does not necessarily conflict with the goal of finding a way to make employees

work more independently.

2.2.2 Equip suitable employees with suitable knowledge

Two sub-items can be identified here.

2.2.2.1 Recruitment according to an entrepreneurial profile

There are a number of scholars who comment on the importance of hiring employees who
already have an entrepreneurial profile in the context of CE (Bouchard & Fayolle, 2018;
Hayton, 2005; Morris & Jones, 1999; Rosenstiel, 1999; Schmelter, Mauer, Borsch, & Brettel,
2010; Wolcott & Lippitz, 2007; Wunderer et al., 1998). Future employees should, for
example, have a propensity to act on their own initiative, be willing to take risks, enjoy
innovating, be passionate, wellconnected, and cooperative (Bouchard & Fayolle, 2018;
Rosenstiel, 1999). In addition to the qualities an applicant brings to the table, it is important to

ensure that employees who work together are as interdisciplinary as possible (Lackner, 2002).
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Modlhammer (2009) points out in this context that these characteristics are not directly

observable, however. They would hardly filter out in a single job interview.

Bitzer (1991) adds that, in case of doubt, top management should also be replaced if
corresponding persons hinder the change toward increased CE. According to Kuhn (2000),

approaches that address the release of personnel are rare overall in existing CE research.

2.2.2.2 Supporting training

On this topic, numerous authors can also be found who believe that training is important to
promote CE in companies, such as Hayton (2005), Morris and Jones (1999), Schmelter et al.
(2010), Wolcott and Lippitz (2007), and Wunderer et al. (1998). Hayton (2005) believes that
some HR functions have a major impact on supporting CE in organizations. He particularly
emphasizes team-building trainings. Kaufmann (2003) speaks more generally in this context.
He believes that the company should give employees the opportunity to receive training or
development. The same experiences were also made by Bouchard and Fayolle (2018) in their
case studies. According to them, training in general is important to expand the initially limited
mindset of employees. This would show them that they do have relevant skills to act in an

entrepreneurial way.

2.2.2.3 Enhanced communication of relevant information

General statements

Bouchard and Fayolle (2018) note that, with few exceptions, there are no papers in the
scientific literature to date on the importance of enhanced communication and adequate
information. According to their research, exceptions are articles by Castrogiovanni, Urbano,
and Loras (2011) and Simsek, Lubatkin, Veiga, and Dino (2009), who are convinced of the
importance of the mentioned topics. In this paper's research, it was indeed possible to find
reports from other authors on this topic. Lackner (2002), for example, speaks generally of the
importance of powerful information systems in the company in order to equip employees with
the necessary information. Rosenstiel (1999) speaks of the importance of designed

communication channels that are as open as possible.
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Market and competition

Bouchard and Fayolle (2018) are more specific when they write that the respective company
needs contact with other industries, markets, strategies, technological and competitive
innovations in order to stimulate employees to identify opportunities to get new product and
business ideas and to be able to improve internal processes. Lackner (2002) also believes that
external company comparisons are important in order to be able to improve one's own
primary processes. In this context, Wunderer et al. (1998) generally speak of the importance

of internal and external customer surveys.

Much communication between levels

Further, Bouchard and Fayolle (2018) suggest that communication between employees should
be strengthened across business units, between functions, between levels, and upstream and
downstream of the value chain. Furthermore, Kuhn (2000) talks about the need for a
partnership relationship between supervisors and employees to enable more fluid
communication in this regard as well. Lackner (2002) describes that communication between

the hierarchy levels in particular should be fast and simple.

2.2.2.4 Comments on the approaches presented

Quite similar to the previous topic of
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Support, communication, co-operation and clear expectations the ideas here seem
fundamentally quite interesting in order to strengthen the intrinsic motivation of the
employees. Obviously, it seems to make sense to find employees who already act
independently and entrepreneurially on their own, obviously it seems to make sense to enable
them, for example through training, to break through their own thinking barriers and give
them the necessary tools, and obviously it seems to make sense to equip them with sufficient

information to inspire them and enable them to make informed decisions.

At the same time, it is obvious that not everyone is entrepreneurially inclined and thinks like
this. Therefore, it seems necessary to put things into relative terms here, too, by striving to
select employees with a CE profile if possible. However, it may not always be possible to find
them. The same applies to training. Here it seems that employees have very different barriers
that limit their mindset. Others simply need knowledge and others may be highly practical
and absorb knowledge poorly, instead having to learn through trial and error. The potential
effort required by a company to meet these needs is correspondingly large. So it is probably

also true here that ultimately the best of the possible alternatives must be chosen.
2.2.3 Motivating payment, transparency on the cost and profit situation

The following sub-items could be filtered out on this topic.

2.2.3.1 Payment by money or money alternatives

General statements

Little specifically, some authors talk about the need for a compensation system to motivate
employees to act entrepreneurially (Balkin & Bannister, 1993; Balkin & Gomez-Mejia, 1987;
Hayton, 2005; Morris & Jones, 1999; Saura Diaz & Gomez-Mejia, 1997; Schmelter et al.,
2010; Wolcott & Lippitz, 2007).

Kuratko, Montagno, and Hornsby (1990) empirically found that "reward and resource
availability" is an important determinant in motivating mid-level and top-level managers to
act entrepreneurially. Similarly, the following studies have also determined this (Hornsby et

al., 2002; Hornsby, Kuratko, & Montagno, 1999).
Rewards through performance

The situation 1is different when considering giving employees performance-based
gratifications.
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Rosenstiel (1999), for example, writes that incentive systems should be designed for
employees, but without negative sanctions if a project fails. Morris and Jones (1993) write
that it is better to reward individual performance than that of the whole group or team. A
variety of authors write that outcome-based compensation is useful to promote CE (Block &
Ornati, 1987; Bouchard & Fayolle, 2018; Brazeal et al., 2008; Burgelman, 2005; Hayton,
2005; Hornsby et al., 1999; Kuratko et al, 1990; Kuratko, Hornsby, & Bishop, 2005; Monsen,
Patzelt, & Saxton, 2010; Morris & Jones, 1999; Sykes, 1992; Thornberry, 2003; Wunderer et
al, 1998). More specifically, Kuratko et al. (1990), for example, write of the importance of

setting up incentives in a way that particularly rewards risk-taking behaviors.

Since there is a wide range of possibilities on which parameters performance is measured and
rewarded, only a brief selection of some possibilities typically found in the literature on CE

will now be presented.

Being allowed to take responsibility for one's own project

A typical way to motivate corporate entrepreneurs is to allow them to continue to have a
noticeable impact on the project they have created (Bouchard & Fayolle, 2018). Similarly,
Pinchot (1985) describes that it is interesting to thereby enable new fields of activity in
developing new business areas. Thus, employees would have the same field of activity as
before, but with more responsibility (Neugebauer, 1997), but not necessarily more personnel

responsibility (Kaufmann, 2003).

Advancement opportunities

It is also possible to allow employees to reward entrepreneurial performance by giving them
higher positions in the company (Bouchard & Fayolle, 2018; Naffziger, Hornsby, & Kuratko,
1994).

Symbolic rewards

Bouchard and Fayolle (2018) describe that it is typical, especially in Europe, to pay symbolic

rewards, such as gifts, bonuses, or trophies and prizes.

Profit sharing
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Profit sharing is favored by some authors. Hayton (2003), for example, is of the opinion that
formal profit-sharing programs would be particularly helpful, while Monsen et al. (2010),
Wunderer et al. (1998) and Douglas and Shepherd (2000) generally find that employees
should share in the profits of the company, as this induces them to act more entrepreneurially.
Wunderer et al. (1998), Monsen et al. (2010) suggest issuing employee shares. Hisrich and
Peters (1986) found in a survey of fortune 1000 companies that profit sharing for participation
in new product development is the most commonly used tool to incentivize employees to

become more involved in the company.

2.2.3.2 Center concepts

Modlhammer (2009) recommends introducing profit centers in the company to promote
entrepreneurial thinking among employees. Haid (2004) goes one step further and generally
recommends center concepts. In addition to a profit center, cost, revenue and investment
centers are also conceivable. Heber (2000) writes more generally in this context: "In principle,
the individual enjoys a high degree of entrepreneurial freedom in such an organizational form.
On the other hand, however, he is expected to use this leeway and to work and think

continuously on the development of his own organization." (p. 25).

2.2.3.3 Comments on the approaches presented

Compensation paid based on measured performance is an extrinsic motivator, which is
obviously used in some companies as described. This may be due to the fact that the two
previously mentioned enablers are each intrinsic factors that depend strongly on the soft skills
and the actual implementation of the manager. Performance-based compensation then seems
at least easier to use and more independent of the managerial staff if the performance
measurement is based on parameters that are easy to measure, such as the profit achieved, the
number of units sold or similar. It is difficult to use a key performance indicator if the
processes are more complex, the work steps are highly interdependent, and controlling in the
company is weak. It can be assumed that this is more often the case with small craft
enterprises. It is precisely then that it seems relevant to use suitable performance parameters
that can be determined with moderate effort and as objectively as possible in order to avoid

possible unequal treatment based on subjective assessments.

If one considers the creation of profit, cost, investment and revenue centers independently of

the payment of bonuses, it can be assumed that the knowledge of changes, for example to the
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previous month or previous year, motivates employees because they see that they can

influence the key figures through their actions.
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2.2.4 Appropriate visions, goals, values and culture

2.2.4.1 Opinions from the literature

The thoughts from the scientific literature are reproduced separately from each other where

possible.
Visions

Ireland et al. (2009) generally recommend having an explicitly formulated and attractive
vision for the company. Haid (2004) and Lackner (2002) have a similar view when they write
that a vision creates meaning and inspires entrepreneurial thinking and action. According to
Collins and Porras (1996), CE is implemented in daily actions by top managers according to
an existing entrepreneurial strategic vision - if they have one. It is the prerequisite for
managers to implement CE in the company to align their daily decisions to this (Ireland et al.,
2009). If there is no corresponding vision, according to Morris and Kuratko (2002) and
Muzyka, Koning, and Churchill (1995), top management is very unlikely to commit to CE.

Communication about goals, go- and no go-areas

Bouchard and Fayolle (2018) point out that it is important that employees know what is and is
not allowed to innovate. For example, the company must clearly define and communicate go-
areas and no-go areas in line with its own strategy. By making priorities clear, employees are
given a clear framework within which they can operate. Kaufmann (2003) makes a similar
statement when he writes that there needs to be a fit between corporate strategy and

operational execution. This must be communicated accordingly.

Values

In connection with the promotion of CE, the literature mentions a variety of values that are

conducive.

Thus, in the view of Burgelman (1983a), Hornsby et al. (2002), Kaufmann (2003) and
Lackner (2002), a tolerance or culture of error is needed in the company. Pinchot (1985)

expresses in this context that a tolerance for risk, failure and mistakes is needed.

The value of risk-taking is similar to this. Burgelman (1983a) also comments on this. He says
that management should be risk-friendly because, in his opinion, employees typically avoid
risks because they have to fear being fired or having to reckon with wage losses in case of

doubt.
23



Die approbierte gedruckte Originalversion dieser Masterarbeit ist an der TU Wien Bibliothek verfligbar.

The approved original version of this thesis is available in print at TU Wien Bibliothek.

thek,

L]
lio
nowledge

b

o
i
r

M You

Job security therefore plays an important role for Kaufmann (2003). Médlhammer (2009)
takes a more relative view and writes that job security is only needed to a certain extent, as

otherwise employees could also settle for moderate or poor performance.
Modlhammer (2009) observes that long-term oriented incentives are important.

Lackner (2002) adds three more values to the existing list. These are an open information and
communication culture (which is ultimately an expression of the Enhanced communication of
relevant information already mentioned), open-door policy, which also aims to simplify

communication, and a strong sense of belonging.

Cornwall and Perlman (1990) cite other values. They argue that emotional commitment and
the desire of each person to receive respect from his peers is important in the context of a CE

culture.

Timmons (1999) believe that it is important to be well organized, to want to take

responsibility for the outcomes from it, and a desire to meet high standards.

Furthermore, it can be seen that some messages from the section
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Support, communication, co-operation and clear expectations can also be defined as values.

Therefore, depending on the definition, there are overlaps in terms of content.

Culture

Wunderer et al. (1998) and Morris, van Vuuren, Cornwall, and Scheepers (2009) recommend
shaping the corporate culture to promote CE, but without going into more detail about what
they mean by this. Lackner (2002) is a bit more specific, writing that employees should have a
basic innovative attitude in common. Pinchot (1985) similarly finds that it is more important
for employees to be able to focus on their new ideas rather than having to defend their areas
of impact. He calls this freedom of turfiness. Kilmann, Saxton, and Serpa (1985) emphasize
that it is essential how top-level managers behave and what they say. This strongly influences

the corporate culture.

Hoéfler (2000) has more critical words to say about this. He argues that culture cannot be
constructed on the drawing board, nor can it be changed quickly. Nevertheless, he emphasizes
the importance of a suitable culture: "In times when the only stable thing is change, a strong

corporate culture is of particular importance." (p. 62).

2.2.4.2 Comments on the approaches presented

Here, too, it becomes apparent that a simple solution is difficult to expect. If, for example, a
vision is supposed to inspire employees, but on the other hand it is also supposed to be
personally meaningful to the respective employee, the question remains as to how this should
be dealt with if this is not possible. It is to be feared that a great deal of time and energy will
have to be spent on these consensus requirements, with possibly only moderate benefits, and

that a vision will become frayed and lacking in contour.

The same applies to culture and values, both of which are very closely intertwined concepts.
As already described, corporate culture cannot be created on the drawing board. Instead, it
seems perfectly legitimate for every company to have its own individual culture with its own
values, since it is shaped by the people who work in it and by its past. It is questionable
whether it would really help to try to implement these proposed values one-to-one. Insofar,
from a theoretical point of view, it seems much more appropriate to look for individual
solutions. For example, it may even be harmful for a technology-driven start-up to focus too
strongly on long-term values or job security, as this would cause it to lose its momentum in

the highly competitive market. This would be different in a traditional craft business.
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2.2.5 Work design that supports entrepreneurial action

This chapter contains the most enablers compared to the previous ones.

2.2.5.1 Challenging & interesting tasks, job rotation

This basically conceals two topics that are strongly intertwined. They are considered

separately from each other.

Challenging & interesting tasks

Kuhn (2000) describes that it is important to give employees an interesting, meaningful,
challenging and responsible tasks as this promotes entrepreneurial behavior. Kaufmann
(2003) and Wunderer et al. (1998) write in a very similar vein, although they only refer to a

challenging activity and an individual area of responsibility.

Rosenstiel (1999) finds that a task should leave the performer a wide scope of action in its
execution. Amit, Brigham, and Markman (2000) specifically describe that the executing
person should at least also be responsible for the control of his own activity in order to make
his or her own activity more complex. Modlhammer (2009) appeals that employees should be
involved in decisions as much as possible to challenge them more. Competence should also
be attributed to the employee on site as much as possible, so that his or her scope of duties is
increased. This promotes thinking in general and entrepreneurial thinking in particular.

Overall, there 1s greater self-determination, as Modlhammer (2009) points out.

Also, a suitable job design is described as a motivator by various authors (Hayton, 2005;
Morris & Jones, 1999; Schmelter et al., 2010; Wolcott & Lippitz, 2007). For them, it is the

HR department's task to ensure that employees are assigned a task that is suitable for them.

Bouchard and Fayolle (2018) note that the very fact of starting a new business as a corporate

entrepreneur is interesting and motivating in itself.

Job rotation

Haid (2004) claims that companies should use job rotation to promote communication among

employees, which in turn leads to greater innovativeness and collaboration.

Job rotation is thematically very similar to Challenging and interesting tasks, but in terms of
content it refers once again more specifically to how the individual's work can be enriched,

which is why it seems sensible to treat this as a separate sub-item.
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2.2.5.2 Autonomy
Autonomy is presented as conducive to CE in many places in the scientific literature.

General statements

It is seen often as one, if not the most important component of CE (Bouchard & Bos, 2006;
Burgelman, 1983a; Lumpkin, Cogliser, & Schneider, 2009; Lumpkin & Dess, 1996).
Accordingly, it must be considered in all attempts to implement CE in organizations
(Burgelman, 1983b; Siegel, Siegel, & MacMillan, 1988). According to Bouchard and Fayolle

(2018), it can take different forms and can be considered at different levels.

From the case studies of Bouchard and Fayolle (2018), the authors further conclude that
autonomy is not a given, but a scarce commodity that must be constantly renegotiated. In this
respect, it cannot be structurally ensured in the company, but must be created again and again
in social interaction. In this respect, the authors continue, it is advisable for corporate
entrepreneurs to be clear about what form of autonomy they need and to accept compromises.
Furthermore, they say it can be observed that this is too often put aside in favor of short-term
operational priorities. In this respect, it is often necessary to create so-called protected areas
within. Here, employees would enjoy greater autonomy and access to the necessary resources,

such as money, expertise and sponsorship.

Autonomous resources

Resources for autonomy can take many forms. Conceivable resources include money, time,
expertise, man power and sponsorship from the company, as well as fundamentally
autonomous corporate units. The following references can basically be related to all of the

aspects mentioned.

In general, many authors argue for access to resources (Ireland et al., 2009; Kuratko et al.,
1990; Kuratko, Hornsby, & Goldsby, 2004). Instead of actual access, the following authors
argue that already the perceived availability of resources is meaningful (Kanter, 1985; Sathe,
1985; Sykes & Block, 1989). It is also relevant from the point of view of Pinchot (1985) that
employees can access not only resources of their own department, but also resources of
others.

Morris et al. (2009) find that it is important to have balanced formal and informal resource
control mechanisms. For example, they say it is important that employees have access to

resources, but not too much of them.
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In the literature, more specific statements about particular resources can only be found for the

following categories.
Autonomous work structuring and decisions

In general, Hayton (2005) and Brazeal et al. (2008) describe that job designs should allow the
employee autonomy in structuring their work. Kaufmann (2003) recommends granting a great
deal of freedom in structuring work so that employees also have the opportunity to implement
their own ideas. Rosenstiel (1999) mentions as much freedom of action as possible in the
execution of the work. Finally, Burns and Stalker (1961) find the possibility to make
decentralized decisions important. In the authors' view, there is little need for unnecessary

rules and formalities.

The Doer decides

The Doer Decides can be seen as a sub-item to the previous one. The point here is that the
person who takes on a project also gets to decide on its course. This approach is supported by
Pinchot (1985). He talks here about the fact that the company should support the self-
proclaimed intrapreneur. That person should have the possibility to work for his or her
intraprise as long as he wants to. Also, a worker should not have to constantly justify his

actions or ask for permission.

Autonomous available time

Several authors argue that intrapreneurs must be given sufficient time to pursue their ideas
(Brazeal et al., 2008; Burgelman, 1984; Fry, 1987; Garvin, 2002; Hornsby et al., 2002;
Marvel, Griffin, Hebda, & Vojak, 2007; Pinchot, 1985). More specifically, Burgelman and
Sayles (1986), Haid (2004), and Neugebauer (1997) describe that employees should be
provided so-called slacks. These are times when they can try things outside of their core work.
During these times, they do not have to achieve specific results, but are free to experiment.

For Damanpour (1991), these times are the prerequisite for entrepreneurial innovation.

Budget autonomy

According to research by Bouchard and Fayolle (2018), a large number of authors advocate
the existence of so-called patient money, i.e., freely available money in the company that does
not have to generate its return immediately; these investments are said to be earmarked
(Burgelman & Sayles, 1986; Garvin, 2002; Hippel, 1977; Ireland et al., 2009; Kanter, 1985;
Kuratko et al, 2004; Kuratko, Covin, & Garrett, 2009; Sathe, 1985; Sykes & Block, 1989). In
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the view of Pinchot (1985), it is important in this context that patient money allows
experiments to be followed for years and that multiple failures are also accepted. Wolcott and
Lippitz (2007) limit this by saying that the project must at least meet certain criteria

beforehand in order to receive material support.

Autonomous organizational units

Finally, authors can be found who advocate autonomous organizational units - the following
even going so far as to call this enabler the most effective of those they see (Garvin, 2002;
Herbert & Brazeal, 2004; Ireland et al., 2009; Morris et al., 2009). Burgers, Jansen, van den
Bosch, and Volberda (2009) find that structurally separating organizational units makes CE

more effective.

2.2.5.3 Teams

Team-building is another CE-promoting aspect. Bouchard and Fayolle (2018) suggest team-
building measures. They, Pinchot (1985) and Hayton (2005) additionally mention teams that
are cross-functionally assembled to favor innovation. Bouchard and Fayolle (2018) also
believe that forming small and intensely collaborative teams is an easy way to increase
communication between employees and thus information sharing. Schneider (2001) finds that
teams help the company grow into a learning organization. Haid (2004) describes that
knowledge sharing is enhanced as a result, behavior is more social, there is more creativity,

and thus better solutions can be found.

2.2.5.4 Proposal management

For Thom and Jorg (1999), a company suggestion scheme makes sense in the context of CE,
so that employees learn to be critical and creative and to articulate their own ideas. Lackner
(2002) takes up this idea and, building on the suggestion scheme, calls for a company group
suggestion scheme in which ideas are not submitted directly to a responsible office in the

company, but an idea is first discussed in the group and then submitted as a collective.
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2.2.5.5 Flat hierarchies and little bureaucracy

In general, Kuratko et al. (1990) and Morris et al. (2009) write about the necessity of a
suitable company structure. Rosenstiel (1999) describes that a CE supporting organization
must be flexible and networked.

It is questionable what "suitable", "flexible" and "networked" can mean in individual cases, as

the terms appear to be quite abstract.

Bouchard and Fayolle (2018) are more specific. In their view, a high degree of flat hierarchies
and decentralization supports the autonomy and initiative of employees. In this context,
regular decentralization above a certain company size leads to a reduction of bureaucracy in
the company. Lackner (2002) calls for few organizational barriers in addition to flat
hierarchies, to which a reduction in bureaucracy can be counted. The same applies to the
findings of Burns and Stalker (1961). In their eyes, little formality and few unnecessary rules

and guidelines are needed.

These thoughts now already seem more tangible and seem to fit the image of a flexible and

CE supporting company structure.

2.2.5.6 Innovation management

Brazeal et al. (2008) describe that emerging ideas in a CE supportive environment should be
framed by innovation management. Thus, there should be formal mechanisms to evaluate,
select, and implement ideas. In this context, Lackner (2002) calls for the R&D department to
be interdisciplinary and for external partners to be involved in the innovation process to avoid
failures. Pinchot (1985) finds it important that the company has developed processes so that
small, experimental products and processes can be tested informally. Finally, Marvel et al.
(2007) and Shane (1994) believe that there is a need for a person in the company to protect

the innovation process from organizational hurdles in relevant projects and to support it.

2.2.5.7 Comments on the approaches presented

Looking at the enablers in light of possible implementation in small businesses, some seem
more implementable than others from a theoretical perspective.

If the aim is to give employees more competence by giving them more responsibility and
allowing them to cover a broader range of tasks, they must of course also want to do this and
be up to the task. If there is a lack of suitable personnel, it becomes more challenging here.
The same applies to autonomy in work structuring and slack granted. Does an employee still
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or basically need close guidance with many instructions, there is a risk that he or she will feel
overwhelmed if given too much freedom. It is also questionable whether it is possible to form
teams in small companies or when there are frequent changes in the composition of
colleagues, for example in the case of shift work. The same applies to setting up autonomous
business units - if the flow of goods is complex and controlling is weak, which can often be
assumed in the craft, where a large number of products with a very large number of processed
materials or goods are produced, it may seem inappropriately cumbersome to set up
autonomous business units. It is also questionable whether it is considered profitable to
implement innovation management in small companies, especially in traditional business

areas.
Flat hierarchies and little bureaucracy are possibly inherent in small companies.

In principle, it seems that many of the ideas presented can be implemented, albeit in a

modified or weakened form.

2.2.6 Unclear topics

The following are the few thoughts from the scientific literature written in relation to CE that

seemed too vague to be assigned to any of the preceding topics.

According to Schuler (1986), a company should be egalitarian. For Rosenstiel (1999), the HR
department should meet entrepreneurial criteria and artifacts should be built up. Innovation
activity in lead markets makes sense (Lackner, 2002) and managers should be hands-on

(Herbert & Brazeal, 2004).
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2.3 Chapter summary and critical appraisal

In the following, the most important findings are summarized and considered further.

2.3.1 Chapter Summary

Subquestion 1 of the research question* can thus be summarized using the chapter structure of

the key enablers in this thesis. These are:

l. Support, communication, co-operation and clear expectations
a) Supportive attitude and adequate communication on the part of the manager
b) Transparent and formalized evaluation on the part of the manager
C) Cooperation between employees
2. Equip suitable employees with suitable knowledge
a) Recruitment according to an entrepreneurial profile

b) Supporting training

C) Enhanced communication of relevant information

3. Motivating payment, transparency on the cost and profit situation
a) Payment by money or money alternatives
b) Center concepts

4. Appropriate visions, goals, values and culture

3. Work design that supports entrepreneurial action

a) Challenging & interesting tasks, job rotation

b) Autonomy

C) Teams

d) Proposal management

e) Flat hierarchies and little bureaucracy
f) Innovation management

* What approaches from research on strengthening corporate entrepreneurship in companies are there in the
relevant research to date?
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2.3.2 Critical Appraisal

Here, the enablers presented are once again critically examined from different perspectives.

Extrinsic vs. intrinsic motivators

The first thing that stands out is that all the enablers are designed to strengthen employees'
intrinsic motivation - with the exception of the extrinsic motivator of pay. In principle, the
number of enablers says nothing about their effect. However, it seems obvious that companies

can use intrinsic motivators with greater leeway.

Kuhn (2000) recommends the use of extrinsic motivators when a task is often repeated and
can be easily measured. This would make it easy to read off performance and pay for it
accordingly. However, such motivators have a negative effect if one's own actions could
make one worse off financially. For Rosenstiel (1999), this testifies to a lack of fault
tolerance, which is especially important in CE to his view.

For Kuhn (2000), intrinsic motivators are particularly suitable if the task is more complex and
motivates the employee in itself - for example, because the employee likes doing it, because it

is complex or because it is challenging.

Persons responsible

It also seems striking that most of the enablers can or must be initiated by the manager,

usually top management, and few by the employee.

Top management: If top management is not willing to promote CE in the company, it seems
difficult to initiate this from below. It is not for nothing that Engelen, Engelen, and
Bachmann (2015), Garvin (2002), Herbert and Brazeal (2004), Ireland et al. (2009),
MacMillan et al. (1986), Morris and Jones (1999), or Kuratko et al. (1990), for example,
write according to Bouchard and Fayolle (2018) that executive commitment to implementing

CE is essential.

Middle management. Burgelman (1983a) contrasts this with the fact that it is middle
management that plays the key role in reconciling the strategic requirements from above with
the operational capacities and opportunities within the company. In small companies in
particular, however, the question of whether upper or middle management plays a more

decisive role is unlikely to arise due to the lack of hierarchical levels.
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Employees: Wolcott and Lippitz (2007) point out, thirdly, that employees also play a key role

- above all, what they call corporate veterans.

In sum, it seems obvious that all levels have their influence and thus a responsibility to enable

and reinforce CE in their organization.

Individual solutions

It seems much more interesting to ask which actors can actually exert influence to what extent
in the specific situation of the individual company in order to generate a mix that is suitable
and feasible for the company. It may even be possible to identify patterns that indicate that

small companies in the same industry can strive for similar solutions.

Many researchers believe that the multiplicity of enablers for CE are distinct but necessary
requirements (Brazeal et al., 2008; Garvin, 2002; Herbert & Brazeal, 2004; Hornsby et al.,
1999; Ireland et al., 2009; Kuratko et al., 1990; Kuratko et al., 2009; Morris et al., 2009;
Zahra et al., 1999).

This view is correctly opposed by Bouchard and Fayolle (2018) from the perspective of the
author of this paper. They claim that the enablers should be combined depending on the
desired degree of CE in the respective company and depending on the industry of the
respective company. The authors distinguish between seven different forms of CE and derive
from their observation of case studies which enablers can be applied in which specific
context. However, in contrast to the present work, these case studies refer specifically to the
implementation of CE in companies themselves, while the present one refers to a step before
that, namely the possible implementability and the possible benefits of enablers presented. In
addition, the authors base their considerations on observations of medium and large
companies, while the present one refers to small ones. In this respect, it does not seem

appropriate to refer to it in greater depth.

However, it seems important as an approach in the evaluation of the empirical research of the
present work to look for possibly implementable and beneficial combinations of enablers,

which can then be transferred to other companies if necessary.

Implementability and benefits of the enablers from a theoretical point of view

From a purely theoretical point of view, it is noticeable in the reflection that the enablers
mentioned appear to be quite relevant for motivating employees to greater entrepreneurial
commitment. At the same time, in many places there appeared to be imposing restrictions that

would particularly affect small companies operating in the food industry. Whether and how
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these aspects can actually be implemented and what effect they have, however, can only be

illuminated in greater detail in empirical studies.

For this reason, the opinion of respondents from a small company is interesting. In the

following, the framework of the survey and evaluation is traced first.
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3 Methodology

In this chapter, the research strategy is presented.

3.1 Research Question

The research question, as presented in the introduction, is as follows:

Which approaches from research on strengthening corporate entrepreneurship in companies

can be applied to a small business in the food craft?

Subquestion one has already been answered in the literature section. Sub-question 2 is now to

be answered with the help of empirical research:

From the perspective of selected representatives of a small business and an external
consultant, to what extent are the following enablers practically applicable and useful for
one's own company or for small businesses in the food industry in order to strengthen the

corporate entrepreneurship behavior of the employees in the respective company?

Enablers:

1. Support, communication, co-operation and clear expectations
a) Supportive attitude and adequate communication on the part of the manager
b) Transparent and formalized evaluation on the part of the manager
c) Cooperation between employees

2. Equip suitable employees with suitable knowledge
a) Recruitment according to an entrepreneurial profile

b) Supporting training

C) Enhanced communication of relevant information

3. Motivating payment, transparency on the cost and profit situation
a) Payment by money or money alternatives
b) Center concepts

4. Appropriate visions, goals, values and culture
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3. Work design that supports entrepreneurial action
a) Challenging & interesting tasks, job rotation

b) Autonomy

C) Teams

d) Proposal management

e) Flat hierarchies and little bureaucracy
f) Innovation management

3.2 Research Approach and Methodology

Now follows an explanation of the strategy used to clarify the research questions.

3.2.1 Justifications for the research approach

To answer this question, it was first necessary to decide whether a qualitative or quantitative
research approach would be more appropriate. The qualitative approach seemed to be the

most appropriate.

3.2.1.1 Qualitative Approach

As already presented in 1.1.2, to the knowledge of the comprehensive literature review for
this thesis, there is hardly any empirical, scientific literature to date that deals with the
question of how CE is or can be implemented in companies (Bouchard & Fayolle, 2018).
According to the authors, this process is a complex one that is difficult to research and
understand in quantitative terms. Schmelter (2009) also finds that relevant research is lacking,
especially for German-speaking countries. According to knowledge of this research and from
Carrier (1996b), all empirical research relates to the situation of medium-sized and large
companies. However, CE also seems to be interesting for small enterprises, especially for
industries with high cost pressure and low profit margins, as is the case in the craft sector. The
food craft was selected in particular because this industry seems to be particularly affected. It
seemed unnecessary to focus on a single occupation, since the occupations of baker,
confectioner and butcher, which belong to the food craft, appear to be quite similar in terms of

their structure.
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With the help of qualitative research, it is now possible to gain an initial understanding of the
situation of small businesses in the food craft and how CE can be implemented there. It may
also be possible to form hypotheses that could then form a starting point for further

quantitative research.

3.2.1.2 Expert Interviews

The interview was chosen as the form of data collection because it allowed the attitudes of the
interviewees to the various enablers to be recorded in depth. Other possible forms of data
collection, such as observation of the actual actions of employees in the company or content
analysis of documents, seemed unsuitable, since it could be assumed that many of the
enablers from science are at least not explicitly lived in the company or that their
understanding would not automatically be given.

The expert interview according to Meuser and Nagel (2002, 2013) and Engartner, Kuring, and
Teubl (2006) as a special form of interview seemed appropriate because the survey has
novelty value in research and addresses a current topic. From the interviewed representatives
of a company in the craft sector as well as a management consultant for the same industry, it
seemed obvious to be confronted with comprehensive field experience with the possibilities
and limits in their own company and probably to receive differentiated opinions on the topic.
According to Meuser and Nagel (2002), interviewees are called experts if their knowledge is
not accessible to everyone and if they have a clear and explicitly available knowledge about
the topic. Schiitz (1972) describes this circumstance as "[...] his views are based on sure
assertions; his judgments are not mere guesswork or non-binding assumptions. " (p. 72). Both
definitions can be applied to the respondent's own group (see section 3.2.3Survey procedure

and description of the sample more details).

3.2.1.3 Open approach in the interviews

The interviews were further kept partially standardized. This made it possible to ask the
interviewees questions back if necessary. In addition, it is easier to understand and classify
newly emerging topics in the interview (Hopf, 1995). Thus, the interview allows for a greater
focus on the interviewee's views and a correspondingly more open approach to the topic being

researched.

It is exactly this open focus that is important in the view of Flick (1995). Witzel (1985)

recommends that the researcher should first formulate the problem area provisionally after the
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scientific literature has been compiled. During the empirical research, this should be kept out

of the researcher's circle of perception as far as possible, in order to reactivate the theoretical

knowledge only in the evaluation.

In this respect, the interview guide referred to the specifically organized findings from the

scientific literature. At the same time, an appropriately designed guide was intended to ensure

that the focus of the interview was the understanding of the interviewees (for more details, see

Section 3.2.2).

3.2.2 Questionnaire creation

First, the questionnaire is presented. This is followed by an explanation of it.

3.2.2.1 Interview guide

General information about the interviewer and the interviewee

Thanks for willingness to interview

Informations about approximate duration

Information about the purpose of the interview: Preparation of a master thesis,
research interest

Assurance of anonymity and request to record the conversation

Questions

1.

2.

Open question:

o What does it take in this company for employees to become entrepreneurially

engaged in the company?

Interviewing the enablers

o To what extent do you think the following ideas make employees act more

entrepreneurially? Why do you think this is the case?

o To what extent do you think that the following ideas will be implemented or

can be implemented in the company? Why do you think this is the case?
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Enablers

1. Support, communication, co-operation and clear expectations
a) Supportive attitude and adequate communication on the part of the manager
b) Transparent and formalized evaluation on the part of the manager
c) Cooperation between employees
2. Equip suitable employees with suitable knowledge
a) Recruitment according to an entrepreneurial profile

b) Supporting training
c) Enhanced communication of relevant information
Market and competition

Much communication between levels

3. Motivating payment, transparency on the cost and profit situation
a) Payment by money or money alternatives
b) Center concepts

4. Appropriate visions, goals, values and culture

5. Work design that supports entrepreneurial action

a) Challenging & interesting tasks, job rotation
b) Autonomy
Autonomous resources’
Autonomous work structuring and decisions
The Doer decides
Autonomously available time’
Free money

Autonomous organizational units’

C) Teams

d) Proposal management

e) Flat hierarchies and little bureaucracy
f) Innovation management’

5 This enabler was not considered feasible after the interviews with management and deputies, so it was decided
not to conduct the subsequent interviews with employees and the consultant on this topic.
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3.2.2.2 Reflections on the preparation of the interview guide

General thoughts

This questionnaire attempts to find a balance between focusing as much as possible on the
reference system of the interviewees on the one hand and querying all enabler categories on
the other.

It was to be feared that different questions would lead to different emphases in the answers of
the interviewees and thus the influence of the interviewer would be great. Due to the
abundance of enablers, it also seemed impossible to repeat the discourse in its length and, in

part, in its contradictory nature.

It therefore seemed important to ask short and, if possible, standardized questions and to
ensure that the interviewee really understands the respective enabler. Each enabler was
therefore explained with a standardized example that was formulated as openly as possible.
These examples can be found in Appendix A. This also had the advantage that it could be
used to research what the interviewee associated with the question and how he or she
interpreted it, which in turn could be interesting in the evaluation. The questions to the
interviewees should be understandable for them and should be formulated in such a way that
they do not contain any valuation on the part of the interviewer.

In the questionnaire there are only open questions and the aim of the questions is according to
the thoughts of Meuser and Nagel (2002) to ask for explicit knowledge corresponding to the

function as employee, manager or consultant.

Phases in interview

In the interview opening phase, the goal was to clarify formalities (duration, anonymization,
recording), reduce uncertainty and build a positive relationship with the interviewee. Konig
and Volmer (2018) write that it is important to pay attention to this so that the interviewee is

more inclined to answer the questions in depth.

Konig and Volmer (2018) recommend choosing rather easy and unproblematic questions in
the first part of the actual survey. In the present guide, open-ended questions ask what the
interviewees find helpful in inducing employees in the company to act more entrepreneurially.
This opening question is always the same. This allows the focus to be on the interviewee's

opinion.

According to Konig and Volmer (2018), breaks in the content of the interview process should

be avoided. Therefore, the individual enablers from the scientific literature are now queried in

42



Die approbierte gedruckte Originalversion dieser Masterarbeit ist an der TU Wien Bibliothek verfligbar.

The approved original version of this thesis is available in print at TU Wien Bibliothek.

[ 3ibliothek,
Your knowledge hub

the second part of the guide.

These deductive questions can now, in contrast to the inductive, open-ended initial question,
serve as an occasion for the interviewee to address further, relevant points. They can also
provide a framework for discussion if the interviewee had little to say at the beginning of the

open-ended question.

Bortz and Doring (2006) recommend paying special attention to the final phase. Here it could
be that the interviewee once again shares surprising statements.

This therefore includes the concluding question as to whether, from the interviewee's point of
view, things have remained open and which are still important in order to get a rounded
picture for the interview. Then, in addition to thanking the interviewee for the interview, the
question is asked whether the interviewee is interested in receiving a short version of the

evaluation. This also serves the purpose of communicative validation (see Chapter 3.5).

3.2.3 Survey procedure and description of the sample

The survey procedure and sample are described below.

3.2.3.1 Survey procedure
The choice of interviewees seemed essential.
Decision for representative of a company plus management consultant

For example, it would have been conceivable in this research design to interview
representatives from different companies in the food craft. This would have made a broader
range of responses more visible.

Instead, however, it seemed to make more sense to focus on a single company in order to first
understand in depth how the existing framework conditions there support or favor CE and

how the perceptions of the characteristics of existing CE measures differ or are similar.

It also had to be clarified what kind of company is needed. It had to be clarified whether a
company was needed that had already implemented many elements of CE, whether it had to
have already implemented the respective enabler or whether it was sufficient for the
respondents to be able to think about it hypothetically.

It seemed to make the most sense to choose a company that was as average as possible for the
industry, as this would increase the likelihood of being able to make statements for the entire

industry. Furthermore, it seemed relevant that the CEO is open to the topic and, if necessary,
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can also gain insights for the practical implementation of CE in his own company. Since a
fairly large number of interviews were planned, it seemed important that this person also
encourage employees to participate in an interview. It also seemed important that the
interviewees would answer as openly as possible to the interviewer.

A suitable company was found to be a butcher's shop for which the author of this paper has
been working as a consultant for four months. Accordingly, it was only necessary to ask the

managing director about his interest.

The viewpoint of an external management consultant who works in the same industry and
comes into intensive contact with the topic of CE through his consulting activities was then
intended to enable an initial comparison with other companies and his assessment of their
situation. At the same time, it was to be assumed that this person would have a deeper insight
into what was happening than the respondents from one company, who possibly had the
closest insight into their own situation. The interviewee was found by googling the search
terms “food craft AND Germany AND management consultancy” in the Internet. Five
eligible companies were then contacted, and two of them responded with interest. One of
them was selected. The selected person was the only management consultant from the
professional association of the respective food craft and accordingly just responsible for small

businesses. He did not know the interviewed company. This seemed perfect for this survey.

Decision for selection procedure of the respondents in the present company

Secondly, it was necessary to decide how the employees of the present company should be
selected. As described in more detail in the next paragraph, 21 people work in the selected
company. Conducting an interview with all of them seemed to go beyond the scope of the
present work. A randomized selection of interviewees seemed equally unhelpful, as the

sample of only 21 employees seemed very limited.

Selection of executives: Instead, it seemed sensible to interview the sole managing partner and
his deputy. The same applies to three other executives that are formal or informal middle

managers.

Selecting the remaining employees: It seemed to make less sense to interview marginally
employed and trainees, as they would probably have less in-depth insight.

For the remaining employees, a way now had to be found to select the remaining employees
in such a way that the most contrasting and multi-layered opinions on the topic could be

represented. In this way, it was hoped to be able to capture as wide a range of opinions as
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possible, in keeping with the exploratory nature of the study. This seemed possible by
assessing the employees in terms of their CE profile. This would allow employees to be

selected who would have as diverse a profile as possible.

Therefore, an assessment scale for employees had to be found. In fact, this exists from De
Jong, Parker, Wennekers, and Wu (2015). According to this, an employee is assessed on the
basis of nine questions regarding his or her degree of innovativeness, proactivity, and
willingness to take risks using a scale of 1 - 7. For De Jong et al. (2015), these three criteria
represent essential criteria of the degree of CE values. It would then have been possible to
ask the employees to classify themselves or to have this done by external parties according to
the relevant criteria. The latter seemed to make sense, as it could be expected to provide a
more objective picture. Since this was still the preparatory work for the actual survey, it
seemed appropriate to have the management carry out this classification, since it could be

assumed that he would have differentiated insights into the abilities of the employees.

However, the general manager found the assessment scale far too abstract. In his view, it
would also mean that most employees would have to be given a rating of one, since their
level of proficiency in these categories was, in his view, very low. Instead, he suggested

criteria that seemed more appropriate and applicable.

De Jong et al. (2015) suggest the following questions for assessing employees on a scale of

1-7.

This employee...
generates creative ideas
actively seeks new techniques, technologies and/or other product ideas
promotes and advocates his ideas to others
Average value of innovativeness
identifies long-term opportunities and threats for the company
is known as a successful marketer of his ideas
makes an effort to successfully pursue new business areas and business ideas
Average value of proactivity
is willing to take risks
tries to take the big profit when big opportunities are on the table, even if it could go wrong

acts first and asks permission afterwards, even if he or she knows that other people
disapprove of it

Average value of willingness to take risks

Table 1. Classification of employees according to their CE profile, Own illustration after De Jong et al. (2015)
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The modified scale asks about the following characteristics and retains scale values one

through seven.

This employee...
oversees the internal processes
Value Comprehensive thinking
is open to new technologies or applications and engages with them joyfully

is willing to take on multi-layered areas of responsibility within the company
actively educates itself further
Average value Basic attitude toward new things
is willing to work flexibly
uses operational resources carefully
sells additional products
Average value Thinks in terms of the company
analyzes own work for correctness and error tolerance
points out mistakes to his colleagues

Average value Fault-friendliness
supports his colleagues at work

Value Collaboration
Table 2: Classification of employees according to their CE profile (2) , Own illustration

3.2.3.2 Description of the sample
Now it remains to explain who the respondents were.

Present company

The company acquired is active in the food craft and has 21 employees. In terms of the
number of employees, this is just below the average of 25 (Statistisches Bundesamt, 2020). It
offers a wide product range of about 300 handcrafted products and has existed for a good 100

years. The family business is in its fourth generation and produces in central Germany.

It was hoped that the existing consulting activities of the author of this paper would be
beneficial for the interviews. It could be assumed that the interviewees would be more
inclined to give more in-depth answers due to their existing trust in the interviewer. On the
other hand, it had to be ensured that the author was as free of biases as possible (this is

presented in chapter 3.5).

The managing director had a fundamental interest in the topic of CE and in possibilities of
possibly implementing individual aspects of it in his company. In this respect, it was hoped

that the scientific work would also bring immediate practical benefits.
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Respondents in the present company

It seemed to make sense to interview the management, his deputy and the other middle
managers. The latter were a foreman from production and two saleswomen who belong to the

family of the managing director.
The remaining five employees interviewed were regular employees in the company.

The CE profile of all employees, with the exception of marginally employed and the trainee,

according to the specially created scale is as follows.

Evaluation of employees according to CE skills

— —5 —20 13 el —)] — —lf —T e—]] —]] — — —

Value Comprehensive
thinking

Average value Basic

Value collaboration attitude toward new

things
Average value fault- Average value thinks in
friendliness terms of the company

Figure 1: Evaluation of employees according to CE skills (Own illustration)
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The actual interviewees selected have the following CE profile.

CE Profile of the employees interviewed

——]) e— e— 16 =17

Value Comprehensive
thinking

Average value Basic
attitude toward new
things

Value collaboration

Average value fault- -~/ Average value thinks in
friendliness terms of the company

Figure 2: CE Profile of the employees interviewed (Own illustration)

One employee with the lowest CE expression did not agree to be interviewed, all remaining
requests were accepted. It is therefore possible that the results were somewhat distorted by
this missing respondent. However, the extent to which this respondent would have answered

differently than the remaining respondents cannot be clarified here.

Management consultant interviewee

Fortunately, it was possible to convince the only consultant responsible for the professional
association throughout Germany for an interview. He therefore works with many companies

in the food craft and should therefore be able to provide a deeper insight.
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Main characteristics of the sample
The following is a bullet point categorization of respondents by key markers.

Interviewee Man /Woman Manager / Employee Work in main store / branch Age, estimated

CEO M M MS 50-60
Deputy W M MS 50-60
7 w M MS 50-60
6 w M B 30-40
10 M M MS 30-40
Consultant M 30-40
4 w E MS 50-60
3 w E MS 40-50
5 M E MS 30-40
8 M E MS 40-50
9 w E MS 40-50

Table 3: Main characteristics of the sample (Own illustration)

Interview description

Quantity and duration: In total, it initially seemed appropriate to conduct about eight
interviews. In the end, there were 11 interviews with a total duration of just under 11 hours of
interview material. The interview with the management and his deputy, which was conducted
with the two of them together, was particularly long. This lasted three hours. On average, an

interview with the remaining interviewees lasted about 50 minutes.

Interviews: The interviews were all conducted in the presence of the interviewees in the
company outside of their working hours in the period from January to February 2021. Only
the interview with the consultant took place via video conference. With the interviews in
presence, it was expected that a greater openness on the part of the interviewee was possible.
The online interview with the consultant also seemed to be feasible in this way, as he often

worked with this tool.

The interviews were conducted by the author of this paper and recorded using an app. They
were then transcribed. A research diary ensured that the most essential information about the

interview process was documented.
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3.3 Evaluation

In the view of Meuser and Nagel (2013) and Engartner et. al. (2006), the expert interview
method is currently little researched. Therefore, there are often references to other,
thematically similar approaches in the scientific literature for the evaluation of these

interviews.

Procedure of the evaluation

Reflection on the research process: The reflection on the research process can be seen as the
beginning of the evaluation. Here, the course of the evaluation and possible implications are

considered.

Interviews, transcription: The interviews were then conducted as described and the recordings
transcribed. In this study, the transcription was done according to the recommendations of
Meuser and Nagel (2013). For the expert interview, they suggest refraining from para-
linguistic and prosodic transcription, since facts are in the foreground of the research interest

here, instead of non-verbals.

Assignment rules: After that, the rough categories and the assignment rules for the individual
categories had to be defined (Mayring, 2015). In this thesis, the categories were defined
according to the categories of the enablers (see chapter 0) and provided with assignment

definitions. These can be found in Appendix B

Categorization: After that, the quotes were to be arranged according to content (Zepke, 2016).
Here, according to him, first the specifics of each interview were briefly described. Next,
according to the author's recommendations, a table was created with the columns Quote -
Paraphrase - Generalization - Fine Category - Coarse Category. Different authors interpret
these terms differently. Therefore, an excerpt of that table in Appendix C will clarify the

evaluation in this paper.

According to Meuser and Nagel (2013), statements that are similar to each other in terms of
content should be classified. Multiple assignments are also possible. According to the
authors, it is necessary to go through the material several times, since new categories can
emerge in the course of the evaluation, which in turn require reassignments; new similarities
emerge, non-assignments can be assigned, and so on. Moreover, the categories should
initially be formed close to the text (this corresponds to the paraphrasing step in this paper);

as the evaluation continues, they should be more idiosyncratic and more closely approximate
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the language of the theory (Mandl, 1981; Mayring, 2015). According to Mayring,
assignments can be simplified when no novelty values occur after 10-50% material passage.
In the present work, the entire material was processed several times in order to form the
assignments to the existing categories conclusively and to be able to record newly emerging

categories. This frequent material review also made it possible to identify correlations.

Correlations between trait expressions: Next, correlations between trait expressions
(Engartner et al., 2006; Kluge, 1999) were to be developed. Engartner et al. (2006) suggest
that the researcher uses a table to visualize which interviewees expressed a theme and form
possible interpretations and non-descriptive relationships based on this. Kluge (1999)
describes the goal of what he calls "typing" as sorting out typical phenomena that are very
similar in one or more dimensions of comparison. He proposes four steps for this: 1)
elaboration of relevant comparison dimensions for type formation, 2) grouping of phenomena
according to similarities, 3) analysis of content-related meaning connections and type
formation, 4) characterization of the types by feature combinations and content-related
meaning connections.

The suggestions of the two authors were adopted. This was achieved by creating a new table
based on the evaluation. This contained row by row all statements from generalization, fine
and coarse categories. Columns contained the interviewees and in each case a note as to
which interviewee had made a statement on the respective topic. Then the interviewees were
color-coded according to their characteristics. Interviewee 3, for example, had a score in
Fault-friendliness between 4.0 and 4.9, so his column was given the corresponding color
code. This made it possible to see whether there was an accumulation of certain characteristic

values for certain topics.

The following characteristics were tested:

e Gender

e Age category

e Employee vs. manager

e CE profile expression in total

e Characteristics Comprehensive Thinking
e Basic attitude toward new things

e Thinks in terms of the company

e Fault-friendliness

e (Collaboration.
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The used proficiency gradings can be found here.

Feature Characteristic values / # Interviewees

Gender Male Female

# Interviewees 5 6
Age 30-40 40-50 50-60

# 4 3 4

Employee vs. manager Employees Executive

# 5 6

CE profile in total 3,0-3,4 3,5-3,9 4-4.4 4,5-5,0
# 1 2 3 2
Comprehensive Thinking 2,0-2,9 3,0-3,9 4,0-4,9 5,0-6,0
# 1 0 4 3
Basic attitude toward new things 2,0-2,9 3,0-3,9 4,0-4,9 5,0-6,0
# 0 5 3 0
Thinks in terms of the company 2,0-2,9 3,0-3,9 4,0-4,9 5,0-6,0
# 0 1 2 5
Fault-friendliness 2,0-2,9 3,0-3,9 4,0-4,9 5,0-6,0
# 2 3 3

Collaboration 2,0-2,9 3,0-3,9 4,0-4,9 5,0-6,0
# 0 1 4 3

Table 4. Evaluation of correlations (Own illustration)

There were challenges that arose. The number of respondents was not always evenly
distributed - sometimes many respondents had a low expression and a few had a high
expression, etc. In this respect, it did not seem to make sense to evaluate purely the number
of reports. At the same time, it did not seem to make sense to simulate an equal distribution
by means of a distribution key. This would mean that there would be the same number of
respondents in each proficiency level, but the result would be just as heavily. At the same
time, it was clear from the outset that the respondents were not representative and that slight

distortions could have been caused by the interview itself.

A pragmatic solution therefore seemed to be to evaluate only truly obvious clusters.
"Obvious" was therefore defined as follows. Obvious clusters exist if a) according to the
respective classification in the characteristic value, all of the classified persons or all except
one person have given a response or b) in the case of an occurring equal distribution, at least

75% of the reports come from one characteristic value.

Summary of main results: The next step, according to Engartner et al. (2006), is to present the

main results.
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Comparison with research literature, interpretation: According to Meuser and Nagel (2013),

a comparison with the research literature must be made and what has been researched must

be interpreted. Engartner et al. (2006) advise selecting the most important categories and

describing them as well as explaining internal relationships. Particular attention should be

paid to passages in which interviewees give feedback on unasked content and those in which

there is a conspicuous number of messages. Furthermore, the authors advise to quantify

carefully.

Outlook: According to Engartner et al. (2006), the conclusion is the outlook.

Feedback to interviewees: In addition, as already mentioned under 3.2.2, the most important

results were sent again to the interviewees. The aim was to check again whether the

assignments were consistent from the interviewees' point of view. There were no suggestions

for changes.

3.4 Overview: Survey procedure and evaluation

Here, the flow of the research for this paper is briefly summarized.

Theoretical survey

Clarification of the question

Elaboration of the state of research in theory

Thematic order and categorization of theories

Empirical survey

Reflection on the research process

Preparation of the interview guide

Clarification of the sampling

Establishment of interview contacts

Conducting the interviews, audio recording, checking the suitability of the interview questions.

Transcription

Evaluation

Definition of rough categories and coding rules

Structuring the transcription according to content: Quotation, paraphrase, reduction, fine

category, coarse category.

Development of internal correlations and typologies

Presentation of the main results
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Comparison with research literature and interpretation

Outlook

Feedback to interviewees

Table 5: Survey procedure and evaluation (Own illustration)

3.5 Validity of the expected results

Qualitative research has its own repertoire of quality criteria. This is partly based on those of

quantitative research, partly own criteria were created.

In this paper, those quality criteria are presented that were applied for present research and

that correspond to a common qualitative research approach.

3.5.1 Modification of quantitative research criteria

The essential quantitative criteria of good research are reliability and validity. Qualitative

criteria are also derived according to this distinction.

3.5.1.1 Reliability

Reliability is considered a prerequisite for validity. It describes that it is necessary to measure
meaningfully, i.e. reliably and accurately, in the empirical survey (Friedrichs, 1990).
According to Hiilst (2013), this is not possible in qualitative research. He therefore argues for
using "fraceability" in the research process for qualitative research instead of the measure of
"repeatability" that applies to quantitative research. In this thesis, this will be ensured
especially through Chapter 3

Friebertshduser and Panagiotopoulou (2013) and Mayring and Brunner (2013) also emphasize
the importance of the researcher remaining objective towards the researched field. In the
present work, the expert testimonies are evaluated and interpreted in a rather fact-based
manner. In this respect, a low bias on the part of the researcher can thus be assumed. The
authors mentioned further write that the following should be considered.

The researcher should ...
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e distinguish between observation and interpretation as well as classification: This is
already given in this thesis by the chapter structure; classification corresponds in this
thesis to the use of the term "correlations".

e create a research diary and reflect on the interviewer's reaction in it: This was done.

e include important stakeholders in the survey. In this case, these are the surveyed
employees and managers as well as the consultant.

e pay attention to ethics and contextual information. Here, it is conceivable that the
survey raised expectations, especially among employees, that some measures would
actually be implemented in the company. In the Questionnaire creation paragraph, it
has already been shown that the interviewees were informed that this work primarily
corresponds to a research interest. Contextual information can be interpreted in terms
of the present work with regard to data protection and feedback of the results to the
interviewee. As far as the former is concerned, this is ensured by unidentifiable names
and the unidentifiable company interviewed. The results were reported back to the

respondents as described.

3.5.1.2 Validity

According to Friedrichs (1990), the research must be valid. In relation to qualitative research,

this can mean that the statements and results are valid and that the survey is representative.

Since the interviewees were addressed in their role as experts in their profession, it can be
assumed that their statements are valid. Their fact-based statements are in the foreground (see

the chapter Justifications for the research approach ).

According to Breuer and Reichertz (2001) and Strauss and Corbin (1996), findings in
qualitative research become valid when the research provides theory that is actually relevant
to respondents' practice by being used or feasible. Otherwise, he argues, it must at least
achieve public resonance. In this context, Hiilst (2013) speaks of the need for the theory
developed to be internally consistent in order to develop a theory that is also valid for the
outside world.

In the present work, this can only be achieved and verified to a limited extent, because it does
not aim at developing a complete theory. At the same time, it may well be that the results
reported back, especially to management, will lead to some approaches being implemented in

practice. At the time of writing, however, this cannot be estimated. Logical inconsistency will
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hopefully be demonstrated to the reader in the Fehler! Verweisquelle konnte nicht

gefunden werden.and Discussion chapters.

In this context, Mayring (2015) also refers to the measure of construct validity. This refers to
the fact that there are already similar studies on the topic, which corroborate the present
studies if they are similar to the existing theory. This will be discussed in the Discussion
chapter.

However, if construct validity is applied without reflection, there is a risk of circular
reasoning or self-confirming research. Instead, in the author's view, research should also be
capable of questioning the existing if necessary and pointing beyond it. Where this is

appropriate, this is the task of the Discussion chapter.

Finally, Hiilst (2013) can be cited. He says that representativeness of statements in a
qualitative research is not given. Instead, it stands for a concrete social phenomenon that is
case-dependent. In this respect, it is important in this work to interpret possibly occurring

accumulations only cautiously.

3.5.2 Specific qualitative quality criteria

Above all, Flick (1987) and Mayring (2002) argue that qualitative research needs its own

criteria. They list seven of them.

"Internal validation" takes place in such a way that the data in the survey repeat over time and
condense into an emerging theory (Flick, 1987; Mayring, 2002).

For this research, this may be limited because, as described, the goal is not to create a theory.
Instead, the aim is to draw a comparison to existing theory and, if necessary, to point beyond

it. However, a condensation can happen in the presentation and interpretation of the results.

According to Hiilst (2013), the External quality control" corresponds to the above-mentioned

procedural documentation and traceability of the research process.

Flick (1987) and Mayring (2002) also mention "Argumentative interpretation validation". The
aim here is to achieve a coherent argumentation and interpretation in the evaluation. Possible
breaks and alternative interpretations should be allowed and checked.

This will also be done in Chapter 0.

The same authors also mention the criterion "Proximity to the subject". The interview itself

should be close to the life and everyday world of the respondents, in that the researcher
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conducts it in the field. Also, the interests of the interviewee and the interviewer should be
brought into agreement, in that both stand in an equal relationship to each other.

Reflections on this can be found in subchapter 3.2.3.

According to Flick (1987) and Mayring (2002), "Rule-governedness" exists when the
researcher proceeds step by step and has determined these steps beforehand, whereby
exceptions are possible if this seems necessary. In doing so, this researcher should relate his
or her procedure to the object of research and adapt the method specifically for that object.
This is applied in this thesis, as discussed in the chapter Overview: Survey procedure and

evaluation .

Flick (1987) and Mayring (2002) also cite "Communicative validation". The validity of the
results is to be checked by the respondents validating them again after the evaluation. Then,
when the researched see their statements understood, the result is validly evaluated. However,
the authors also mention that it is possible that the research yields different results than those
assumed or desired by the respondents.

This also discussed in this paper under Overview: Survey procedure and evaluation .

Bortz and Déring (2006) recommend asking questions about seemingly trivial matters during
the interview in order to achieve a "Dialogical validation" during the data collection process.
This could be achieved by the researcher summarizing again what the interviewee said.

This idea was also applied accordingly.

Finally, Flick (1987) and Mayring (2002) mention "Triangulation". This is achieved by
analyzing different data sources, theoretical approaches, and methods in order to make the
evaluation more complex.

In this paper, different data sources and theoretical approaches are used, as far as they are
available (see above all in the theory section); however, a more comprehensive presentation
of different sources is not possible due to the limited scope of this paper. The sources are then

compared with the empirical evidence in Chapter 0.
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3.5.3 Overview of qualitative research criteria

An overview of the quality criteria presented can be found below. Marked in green are those

criteria that are already applicable, in yellow the criterion that can only be achieved to a

limited extent within the scope of this work. If possible, the specific qualitative criteria are

assigned to the corresponding ones from the modified quantitative criteria on the left. Where

this is not possible, the opposite field remains empty. The criteria that have not yet been

colored are discussed in the chapter Limitations.

Modification of quantitative quality criteria

Specific qualitative quality criteria

Reliability
Argumentative interpretation validation
Internal quality control

Traceability External quality control

Objectivity from the researcher in survey and

analysis

Rule-governed

Validity

Dialogical validation

Communicative validation

Validity of the statements

Validity of the results
e Feasibility
e public response

e logical consistency

Proximity to the object

Construct Validity

Triangulation

Conditional representativeness

Table 6. Assessment of the implementation of scientific quality criteria (1) (Own illustration)
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4 Results

The results are now presented in detail.

For better readability, a definition is now to be made that depicts the number of mentions of
the respective topic. Quantification is not useful in qualitative research because the sample is
not representative. On the other hand, this allows the reader to get an impression of the

importance of the topic for the interviewees. The same determination applies to this chapter

and to Chapter 5.

Designation Number of mentions

always, all All messages

most, almost always, often, frequently, many More than half of the messages
half, about half Half of the messages

Some, few, rare, some Less than half of the messages
never, none No message

Table 7: Quantities (Own illustration)

4.1 Results in detail

Almost all answers from the interviews could be arranged according to the research questions.
They can be found in the corresponding headings. The feedback that could not be classified

was accordingly given a new heading (4.1.6).

As presented in Chapter 3.3, it also seemed useful in terms of the research to investigate
connections between the messages and typologies. Where these were relevant, reference is

made to them accordingly.

Feedback from the management and its deputy, as well as from the small business consultant
in the same industry, were particularly mentioned. Almost all answers could additionally be
classified as follows: Description of the current situation, benefits, feasibility, possible
implementation, prerequisite, dangers. Therefore, the following presentation is ordered

accordingly.
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4.1.1 Support, communication, co-operation and clear expectations

The reports of the interviewees could be arranged according to the arrangement from the

literature part.

Overall, it was expressed that support and appropriate communication is important. The

following quote expresses this aptly.

"Yes, we need time for the individuals. For praise or for criticism. And that you also just take

those aside and don't always do that in front of everyone.

(Deputy, 00:39:24)

4.1.1.1 Supportive attitude and adequate communication on the part of the manager
The messages on the topic could be sorted into the following categories:
It takes ...

1. appropriate handling of employee errors and, in this context, feedback to them
2. sufficient praise, recognition

3. Understanding of problems and needs of employees

4

. Appreciation of ideas
Ad 1: Appropriate handling of employee errors

Possible implementation: Most of the managers noted that, in addition to praise, mistakes
made also need to be pointed out in the form of feedback. Only in this way did the

interviewees believe it was possible for employees to improve their actions.

Current situation: A strikingly large number of reports came from employees who
complained that the general manager was too harsh in his tone. He is too quick-tempered and
harsh in his choice of words, the wrong person is partly held responsible, and employees are
hurt and demotivated by the CEO's reprimands in front of others. The managing director
himself is also aware of this. At the same time, he believes that employees should not be
treated too buddy-buddy. They would then think that it is a matter of course that they are

supported by the manager (Manager, 00:37:14).

Prerequisite: It seemed to the managing director and his deputy that a prerequisite for goal-

oriented feedback was to have sufficient time to be able to give feedback in peace.
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Ad 2: Sufficient praise, recognition

Current situation: Management and deputies are also aware that they give very little praise. In
particular, the need to see one's own performance recognized and to receive support from the

boss was noted by employees.

Benefits: A strikingly frequent feedback came from almost all of the employees interviewed
that praise was an important motivator that would inspire them to act more entrepreneurially

in the interests of the company.
Ad 3: Understanding problems and needs of employees

Current situation: In this context, it can also be seen that one employee would like to see
greater openness from the manager with regard to the problems and challenges that arise in

the work process. This statement came in the context of the open question.

Ad 4: Appreciation of ideas

Current situation: In the open-ended initial question, a small number of employees reported
that they would like their ideas to be valued. For example, some said that the managing
director ignores some of the ideas submitted or is not open to suggestions for improvement
from employees.

The CEO himself has a different opinion on this, in that he believes in recognizing

employees' ideas and giving them the opportunity to try them out.

4.1.1.2 Transparent and formalized evaluation on the part of the manager
In this category, the following three sub-items could be filtered out.

Clear work instructions and expectations

Current situation: Clearly formulated work instructions rarely exist from the perspective of

the managing director and his deputy.

Feasibility: This is because the work performed by the employees is very complex and multi-
layered. For example, it is not possible to clearly state how long an employee needs or should
need for a certain task, since the work is repeatedly interrupted by customer meetings and
time specifications are therefore invalid. In addition, the deputy believed is that this

specification could demotivate employees, as they would find a corset that is too strict.
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In this respect, it is necessary to distinguish between what is already clear to employees
because it has already been explained to them and they have mastered the activity and what
they have not yet mastered. In the case of the former, not much more explanation would be
needed, but in the case of new topics, a more intensive explanation of the activities would be
required.

Here, the two interviewees themselves have the impression that they should give more

precise work instructions than before for newly introduced topics and tasks.

Target agreements

Current situation: From the management's point of view, targets are not agreed with the

employees.

Feasibility: This is because the goals to be agreed upon are far too complex in the complex
work process and the managing director would get bogged down in monitoring the
achievement of goals accordingly.

This is contradicted by the managing director's statement that it is possible to set individual
goals for employees. They could, for example, be set goals that would spur them on to
improve in tasks where they still need to catch up. It would also be conceivable to set

company-related targets that would then apply equally to all the employees concerned.

Appraisal interviews

Feasibility: From the point of view of the deputy, it would be conceivable to understand
evaluation interviews on the one hand as a kind of employee appraisal interview, in which
there would be an individual interview with each employee every six months, for example.
On the other hand, it seems conceivable to give feedback directly in action and thus to assess.
The latter seems to be more practical for her, especially since feedback that is given promptly
is much more useful for the employee. The same opinion is shared by the interviewed
consultant from the same industry. As long as the boss communicates sufficiently in the day-
to-day business, formalized assessment discussions such as employee appraisals are

unnecessary.

Prerequisite: One prerequisite for this, however, is from the standpoint of the consultant that
the boss wants it and considers it important. Some employees also see that this would mean a
great deal of supervision on the part of management and that it is difficult to assess because
the area of responsibility is so large. In this respect, the manager needs more time to be able

to give appropriate feedback.
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Current situation: There are different reports from the employees regarding the
implementation of evaluation interviews. One interviewee is of the opinion that they already

exist, others are of the opinion that they do not yet exist.

Benefits: They would like more evaluations of their work and, in this context, more control.
This would give them valuable feedback on their work and let them know where they can

improve.

Possible implementation: One implementation suggestion that was voiced in this context is

that managers should also be present in the branches from time to time.

4.1.1.3 Cooperation between employees

Benefits: From the point of view of many employees, collaboration is a key factor in arousing
motivation and commitment among employees. In this context, it is important that employees

have a sense of belonging and work together rather than against each other.

It was noticeable here that there was already a lot of feedback on this topic in the open initial
question. From the consultant's point of view, a good working atmosphere is essential for
companies in the same industry. This would make employees feel more obliged to contribute.

This requires the boss to motivate accordingly.

Many of the employees surveyed also stated in the open-ended initial question that good

cooperation is important.

Possible implementation: In this way, everyone would have to be motivated, since it is
unmotivated employees who drag the others down. From the point of view of another
employee, stress causes quarrels, which means that colleagues should learn how to deal with
that. Thus it is the task of each individual to pay sufficient attention to the interpersonal.
Another employee said that just the fun at work is important, which comes through a positive
basic attitude of the employees and through humor. From the management's point of view, it
is important that employees give each other feedback and thus learn from each other in order

to improve.

Current situation: The level of commitment among colleagues varies considerably. Overall,

however, the cooperation is quite good as many employees pointed out.
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4.1.2 Equip suitable employees with suitable knowledge

An appropriate quote that summarizes key statements from the survey is as follows.

"But I think that's also always how you deal with people. If you never confront them with
something like that, they can't know what overhead costs are, for example. [...] my experience
is that just as the boss shouts into the forest, so it sounds back again. If I keep people stupid
or withhold information from them, they can't know either. And unfortunately, this often
results in the statement: ‘Yes, I can't get any decent employees’, so sometimes it's a
homemade problem."

(Consultant, 00:14:00)

4.1.2.1 Recruitment according to an entrepreneurial profile

Current situation: From the point of view of the management and its deputy in the company
surveyed, the corporate entrepreneurship profile is not currently taken into account in job

interviews, but rather purely in terms of professional competencies.

Feasibility: In the view of some interviewees, job interviews to select employees do not seem
to be sufficient to understand whether the applicant is actually able and willing to act in an
entrepreneurial manner. This is not apparent from the interview alone. Rather, trial work
would give a better insight into the applicant's skills. The consultant interviewed also noted
that it would be useful, especially for small companies, to create a job description in which
the field of activity is described in more detail. In this way, both the applicant and the
manager can understand more precisely what qualifications are being sought. Experience has
shown that this helps to streamline and focus the application process. At the same time,
however, it is difficult to assess the actual entrepreneurial competence on the basis of an

interview alone.

At the same time, in the view of some respondents, it seems just as possible to develop

employees to a certain degree to act more entrepreneurially.

This seems particularly relevant in light of the reports of many respondents who state that it
is difficult to find suitable employees because there are simply too few trained specialists
who would apply. This is due to the comparatively low pay in the skilled trades. Thus, you

have to be satisfied with what you get.
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4.1.2.2 Supporting training

Current situation: Training in addition to induction and for ongoing innovations that

employees need to know about was not offered to employees at the time of the interview.

Prerequisite: As far as the context is concerned, from the perspective of the management and
its deputy, training should only take place outside of business operations with a sufficient
amount of time to ensure concentration on the content. Otherwise, there is a risk of constant
interruptions due to pending customer meetings. Furthermore, training would have to be
offered to all employees instead of only to drivers of entrepreneurship in order to prevent the

others from feeling excluded and degraded.

Benefits: All of the employees surveyed found training useful in supporting more
entrepreneurial action. From the point of view of many, however, further training only makes
sense if the person in question is also interested in it, because otherwise the relevant
knowledge does not sink in or is not applied. Feedback was also that it seems to make sense
to refresh knowledge in a quiet context. From the point of view of the consultant interviewed,
it is not possible to work without knowledge transfer: employees must be trained in every
situation, rather than only in a delimited training setting. Training should not be kept
academic at all, but should really relate to the needs of the industry and the size of the
company. From the consultant's point of view, much of what would be taught in possible
training courses is already being successfully implemented intuitively in the small craft
companies. In this respect, there is often no need for special training. At the same time, in the
view of the interviewee, managers should trust their employees more to understand even

more complex content in order to outgrow and empower themselves.

From the management's point of view, motivating employees to become more entrepreneurial

is more important than simply imparting knowledge, as this is already in place.
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4.1.2.3 Enhanced communication of relevant information

Knowledge exchange can be thought of in the following ways, as described in the literature
section (see chapter 2.2.2.3). Increased communication between the business units, functions,
levels, upstream and downstream of the value chain and to various realities such as other

industries, markets and strategies would therefore be conceivable.

Feasibility: In the first interview, from the management's point of view, an exchange of
knowledge on the following topics in their own small company is most likely to be of
interest: between production and the sales area (upstream and downstream the value chain),
between the branch and the main store (business units), between employees and managers
(levels), and information on the market or other companies. Accordingly, the follow-up

interviews were only conducted on these topics.

Newly emerged in the interviews were communication needs between employees even of the

same functions (this was not named in the literature) and between managers.

Prerequisites: Particularly on the part of management, it seemed too vague on the basis of the
question posed in the interview what kind of knowledge would have to be exchanged in
concrete terms in order to motivate employees to act more entrepreneurially. A lot could be
said, but the question was what this would achieve in individual cases. It is therefore
necessary to define what kind of knowledge should be exchanged before focusing on it.

Another prerequisite for the benefits of this idea is that employees have a fundamental
interest in getting involved. On the other hand, increased communication can quickly

degenerate into useless talk.

Upstream and downstream the value chain

Current situation: Currently, there is already quite a lot of communication between sales and

production. The management is of the same opinion.

Benefits: From the point of view of some of the employees interviewed, it is important that
customer complaints are passed on from the sales area to production in order to keep the

quality of the products high.

Some sales staff in particular noted that their direct contact with many customers meant that
they could quickly read emerging trends through special customer requests and that
customers were already being asked very actively or, if necessary, could be asked even more

actively about their wishes.
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Possible implementation: There were some reports from the employees interviewed
specifically about the newly introduced online tool, which is used to record current orders
from customers in order to have this information visible in different places at the same time -
obviously because this tool has just been introduced. They said that this tool was useful in
part because it eliminated the need for handwritten notes. On the other hand, in some
situations it is important that orders continue to be communicated by telephone or in a direct

conversation, as this is more efficient - especially in the case of special customer requests.

Between the business units

Current situation: Communication between the stores and the head office is currently
inhibited in the view of a small number of respondents. Other employees feel that

communication here is already sufficient.
Benefit: At the same time, communication between the units is evaluated important by some.

Between levels

Current situation: Some employees stated that communication from management to
employees should be improved. In addition, in the open-ended initial question in one
interview, the desire was expressed for management to communicate the meaning of changes
more actively. It was sometimes unclear, for example, why a new ordering system was being
introduced and where the added value for the existing process lay. From the point of view of
the management and deputies, there is already a moderate amount of communication here,

although there is still potential for expansion.

Possible implementation: From the point of the consultant interviewed and a few employees,
it would also be possible to schedule monthly meetings in which this exchange is bundled. In
this way, the relevant people would be informed about news and ideas could be
communicated. The management had already commented on this possibility that this would
be very time-consuming and would probably bring too little benefit for the effort, especially
since relevant knowledge could be exchanged here in daily activities, where there are often

idle times in which this could take place.
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Market information

Current situation: From the point of view of the management and its deputy, information
about the market has so far been communicated very little. For example, it is hardly explicitly
clear to employees how their own company wants to differentiate itself from others.

Some employees also expressed similar sentiments.

Benefits: Employees also frequently communicated an initial lack of understanding as to what
the benefit of this information would be. After subsequent explanation, frequent feedback

was that it was useful.

Between the managers

Current situation: One of the managers interviewed, who is responsible for the store and
kitchen area, would like to see more intensive communication between the managers in order
to be able to exchange more ideas in this regard and to have the opportunity to solve

upcoming problems.

Between employees

Current situation: Many of the respondents stated that there is already sufficient
communication between employees. In their daily work, they are necessarily and sufficiently
in contact, especially since the company is quite small. The climate within the workforce is

also conducive to this.

Possible implementation: In contrast, one employee expressed the idea that employees from

the different locations could get together regularly to share important information.
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4.1.3 Motivating payment, transparency on the profit situation

A quote that is quite apt in terms of what is being said about this subject area is the following.

"We're in a small craft business and everyone knows that they could never pay the wages that
a big business pays. I think everyone who is employed here knows that, and yet, yes, you are
happy about such recognition."

(Interviewee 9, 01:01:36)

4.1.3.1 Payment by money or money alternatives

Money and money alternatives

Benefits: There were quite diverse statements, particularly with regard to the benefit of
increased wage payments to increase motivation for more entrepreneurial action on the part

of employees.

Some of the interviewees are convinced that more money does not increase motivation. If it
does, then at most for a short time, according to others. More pay does not automatically lead
to a change in behavior, they say, and the effort involved is greater than the benefit.

Others believe that a higher wage does bring greater motivation. Thus, even in the open-
ended initial question, few interviewees found this to be an important factor.

It is also noted that a sufficiently high wage is important. Thus the distance from an unskilled
worker to a skilled worker and to unemployment benefits must be sufficient and the current
wage must grow with the rising cost of living.

Management and his deputy believe that employees expect a wage increase when they are

expected to accept change.

Some of the interviewees even contradict themselves on this topic.

For example, at the beginning of the interview, the managing director is of the opinion that a
higher gross wage is an absolute prerequisite for increased initiatives, while in the course of
the interview he apparently changes this and believes that an increased wage would rather
bring a high effort with a low benefit.

The same is true for the consultant interviewed, who on the one hand felt that it would take a
noticeably higher additional pay than just a little recognition to really motivate employees.
On the other hand, he mentioned that increased initiatives depend little on pay, as long as this
corresponds to the average of the wage paid in the vicinity, but that intrinsic motivators are

much more decisive.
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Possible implementation: Some employees had a different opinion, saying that it would be
motivating if there were sporadic additional wage payments or wage replacement benefits
that would express recognition for one's own performance or simply appreciation for the

employee. This did not have to be high.

Current situation: From the point of view of management and deputies, quite a lot of wage
replacement benefits are currently paid. For example, there are discounts for purchasing the
company's own products and free meals during working hours. The gross wage paid, on the
other hand, is estimated to be low compared to the local wage - whereby the better-paying
supermarkets and wages in industry in the same sector were also included in the

consideration.
Performance-based bonus

Benefits: This topic was raised by many interviewees without being asked. For example, the
managing director and deputy managing director are convinced that a performance-related
salary only encourages entrepreneurial action if the underlying key figures are well thought

out.

Possible implementation: The respondents have different opinions on what a bonus can be
made dependent on. For example, the entire team should be rewarded, it could be linked to
advertising for a rating on Google my Business or to the profit. It is also possible that a
contributor of an idea receives a share of the profit generated or that the bonus is paid
depending on things that are not damaged. It is also conceivable to link a bonus to

performance and responsibility.

Feasibility: The managing director has a different opinion on the latter, as he feels that it
would be a great administrative burden if he had to measure who has how much
responsibility in the multi-layered work. In addition, it is often difficult to measure which
activity is more responsible than another. Instead, it is important that one employee can do

very different jobs in case of doubt.
Dangers anticipated in the event of an increase in the payment of wages

Should there be a bonus payment that depends on the performance of the individual
employee, it could therefore easily lead to envy, as the disadvantaged employee can easily
think that the beneficiary is not working that much better. This opinion was shared by the

management and its deputy, the consultant and a senior employee.
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4.1.3.2 Center concepts

Current situation: Center concepts for the stores and the main store did not exist at the time of

the interview.

Feasibility: From the point of view of the managing director, at least a profit center could be
set up with reasonable effort, at least for the stores supplied. The other center concepts
described in the literature, on the other hand, seemed to him to be more difficult to implement

and also more difficult to communicate to the employees if they were to be used.
For this reason, employees were only asked about their opinion of profit centers.

Benefits: There were differing assessments as to the benefit of such. It would make sense
because employees would see that they share responsibility for the company's profits. If
employees were to receive a bonus dependent on profit, this would motivate them to
contribute more, according to the feedback from some. Frequently, the feedback was that the
effect of this is unclear. In this respect, this idea should be tested and it would become clear

what it brings.

Dangers: Feedback on the potential dangers of introducing a profit center was even more
frequent than on the benefits. From the point of view of many employees, it can be assumed
that many employees want to work in a branch that is successful in order to participate in the
higher profit. There is also a danger of envy arising, which, in the view of the consultant
interviewed, can be avoided by having transparent evaluation criteria that can be used to
objectively measure the performance of employees. The same consultant also sees a further
danger in the fact that employees could automatically expect to share in the profits that they

have helped to generate.
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4.1.4 Appropriate visions and goals, values and culture

The following quotes aptly express the typical statements in this area.

"[ think so, because then everyone has a goal in mind again. Some things do fall asleep a little
bit, but that awakens them again. “

(Interviewee 10, 00:27:55)

"So, I think it's basically the case that the employees know where the boss is going, so the
visions and the values are conveyed by the person of the boss [...] and the employee
recognizes that intuitively and implements it. That is often the case. I think if you want to
increase employer attractiveness, you should be aware of what you are doing. Also especially
the positive things. [...] but this is partly lacking as much good is done, but not spoken about
it." (Consultant, 00:33:22)

Frequently, interviewees viewed vision, goals, values and culture as more or less synonymous
terms. Thus, it is rarely possible to differentiate the four different measures in the evaluation.

Where this is possible, it is done here.

Current situation: At the time of the interview, according to the management, no explicit
work was being done with visions, values and culture to motivate employees to take more

entrepreneurial initiative.

Values and culture

Current situation: Implicitly, however, some of the values described in the scientific literature
are according to the management practiced.

For example, there is too much of an open door policy, in that any employee can come in at
any time with questions, which prevents the management from doing its work.
There is little fault-friendliness in the company itself. There is too much job security, so that
some employees believe they have a too safe job in the eyes of the management. The feeling
of togetherness in the company fluctuates, there is little willingness to take risks. Thinking in
terms of long-term horizons existis - after all, the company is family-run and is already in its

fourth generation.
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Benefits of communicated visions and goals, values and culture

This is in line with the view of the consultant interviewed, who has made the experience that
goals, visions, values and cultural concepts are usually only implicitly communicated in craft

enterprises in this sector. However, it makes sense to make these explicit.

From the point of view of many of the employees surveyed, it is not possible to bring all
employees on board, as it were, with visions, goals, values and a corresponding culture. This
is because some employees simply cannot be inspired by them, because the aspects do not
correspond to the respective employee's understanding of values and goals, or because, in the
view of the interviewee, management does not communicate sufficiently to communicate

visions and values in such a way that they would carry employees along.

Others said that this approach is a good idea to pursue and then see in practical

implementation whether it adds value or not.

Visions and goals

Benefits: Formulated goals in particular are important from the view of some because they
help employees understand where the company is headed. This gives them a perspective that

brings variety and direction to their work.

From the point of view of the consultant interviewed, there is typically a lack of a

communicated vision in the handicraft.

Possible implementation: In addition, it is important to involve employees specifically in the
formulation of a vision. In this way, the vision could be brought to life and employees would

feel involved.

At the same time, the requirement from the scientific literature may perhaps be a bit too
ambitious. In the skilled trades, it is sufficient for goals to be defined and communicated as

the consultant notes.
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4.1.5 Work design that supports entrepreneurial action

The following quote can be seen as representative of the different feedback on this topic.

"I have now worked in several companies. [...] And there we had guidelines. And then, at
some point, you simply did your job by the book. You were not allowed to think along. [...] So
thinking along is always desired from the employee, always, because that's how the ideas
flow. If you now say, you have to do it this way, you have to do it that way. Then at some point
the employee simply switches off. [...] Here you are allowed to think along. Always an
advantage. “

(Interviewee 3, 00:51:27)

4.1.5.1 Challenging & interesting tasks, job rotation

Challenging and interesting tasks

Benefits: Having challenging tasks is an important criterion for some of the respondents to be
motivated at work. For one employee in particular, this was an issue in that he noted that he
was less motivated than before since a new foreman had been hired who, in his view, was
less suited to his role. Thus, many responsibilities that he had previously carried had been

handed over to the foreman, which was made his work now under-demanding.

Dangers: The managing director commented on this point that, on the other hand, there is a
danger that employees will become sleepier instead of more motivated. If employees
increasingly do what they find interesting, they would then only want to do these tasks,
which could have the effect that no one wants to do the disagreeable tasks anymore and
employees could become sleepier due to their self-restricted range of tasks, since they no

longer have to think comprehensively and do multi-layered tasks.

Feasibility: In principle, in the view of the managing director, there is great potential to
perform varied work because the areas of responsibility are quite different. At the same time,
the boss sees himself as open to handing over even larger areas of responsibility to
employees, as long as they show interest in it and he considers them capable of doing so.
However, employees rarely take advantage of this opportunity. In fact, they tend to do the
same tasks over and over again instead of looking for new areas of responsibility, according
to the deputy.

On the other hand, from some employees' point of view, there is hardly any variation in the

daily routine because everyone has to be a generalist. In addition, from the point of view of
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some, the managing director does not want to hand over responsibility and would then take
back tasks once they had been delegated - saying that he would have to do it on his own after
all. From the point of view of another employee, this project would probably fail because the
management would not confront the employees who were not contributing enough with this
fact that they needed more challenges. They were not direct enough in this regard. In the
view of another interviewee, not every employee wants to take on more responsibility or

more challenging tasks.

Job rotation

Current situation: In the view of some of the interviewees, it can be interpreted as job rotation
when cases of illness occur particularly in the branches and a worker from another branch or
from the main store then has to help out. However, this was not explicitly described as job

rotation.

Benefits: Though, if it now came to a situation where employees regularly had to leave their
habitual workplace to work somewhere else, almost all of the interviewees felt that this
would lead to chaos and a useless waste of time because employees would ever have to get
used to the new processes at the other location. This is also consistent with the experience of
the consultant interviewed. Employees would often not be expected to do this, partly because

they had their favorite positions that they would not like to leave.

Only two employees felt that this would introduce new ideas into the process and thus

provide a benefit for the effort.
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4.1.5.2 Autonomy

As already described in the presentation of the scientific literature, the topic of autonomy can
be divided into different areas: Budget autonomy, Time for free allocation, Autonomous work

structuring and decisions, and Autonomous organizational units.

Time for free arrangement

Benefits: The question was first discussed with the management and the deputy if it is
possible or useful in the company to allow autonomy over the use of one's own working time.
It turned out that this was unnecessary because there was sufficient time in the daily routine
that offer the opportunity to generate and try out one's own ideas. In addition, there were
already hardly any ideas coming from the employees and it was not foreseeable that this
would change with even more freely available time. Thus, personnel costs would be wasted
unnecessarily.

The first two employees interviewed were of the same opinion.

Since it appeared that no new insights could be gained on this question, the question was

omitted from subsequent interviews.

Autonomous work structuring and decisions

Current state: According to the deputy, there is already a great deal of autonomy in
structuring one's own work and in many decisions, especially in the branches. Almost all of
the employees surveyed share the same opinion. They already have a great deal of freedom to
get involved and implement their own ideas. According to one interviewee, thinking for
oneself is important in the company. It is also possible to allocate a large part of the available
time to oneself or to initiate structures for others in the process that optimize it.

At the same time, autonomous work structuring only works well for those who already like to
work independently, according to the feedback from some. Those employees who are not

very independent still have to be given each job in a detailed manner.

Benefits: This Enabler brings a great benefit from the management's point of view, as it
allows employees to work independently, but also requires them to do so. At the same time,
the risk that this will lead to more errors also brings with it an expense.

The consultant interviewed is of the same opinion. He already expressed this opinion in the
open-ended initial question. Autonomous working is a central factor in ensuring that
employees are involved in an entrepreneurial way. In order to avoid emerging errors, it is

important that the manager controls the work accordingly. Some mistakes should also be
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allowed.
Another employee was of the opinion that an even freer division of labor is unnecessary, as

the processes already work well.

Possible implementation: In this regard, the managing director introduced another idea
directly in the open initial question: It could be exciting to let the employees work completely
alone for a month and see what happens then. For example, the stock could be counted at the
beginning and end of the month so that the results could be assessed afterwards. The
prerequisite for this, however, would be that the employees are equipped with the necessary
knowledge and trained. Defined responsibilities would be needed. In order to lead the

employees there, one could start with small pilot projects, according to the deputy.

Seemingly contradictory to autonomy is the statement by the managing director, again in
response to the open-ended initial question, that clearer standards were needed in the
company. For example, employees would have to comply more clearly to certain
specifications and they could then be confronted more directly if they had not done
something. If needed, these could be expanded. The deputy, on the other hand, felt that these
could limit employee creativity.

Two of the interviewees had a similar opinion: If employees are given greater leeway to
allocate their time independently, they would need a clear structure to balance this freedom

and provide security.

These two interviewees also advocated having clearer areas of responsibility. These should
correspond to the strengths of the respective employees. This shows confidence in the
performance of the respective employee and thus creates motivation. Furthermore, it would
make it possible to better connect the interfaces between the different areas of responsibility.
At the same time, it is necessary for the managing director to delegate more of the tasks that
arise. Those tasks for which familiarization is required would have to be communicated

accordingly.
The Doer decides

It was already noted in the literature section that The Doer Decides principle is very similar to
the Autonomous Work Structuring and Decisions item. The feedback on this in the interviews

was also similar.
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Current situation: The deputy said on this subject that she would be open to applying this
principle in the company. At present, however, it is not practiced. A few employees were of a
different opinion, saying that it was already being applied. They said that it was already
possible to implement their own ideas independently and to make their own decisions. This
statement clearly shows how closely the principle of The doer decides resembles the topic of

autonomous decisions. Other respondents were unsure whether it was already being applied.

Feasibility: As far as implementability is concerned, the feedback was almost universally
positive. Some of the interviewees, including the consultant, said that ideas basically always
had to be implemented in a team and that the doer could never decide alone, but always
needed the support of the others. In this respect, it makes sense to get the opinion of

colleagues before making a decision.

Benefits: The principle was almost universally attested a high benefit because it would

promote independent action.

Budget autonomy

Current state: Money is already being made available for small purchases for everyday needs,
according to the deputy and the managing director. Most of the employees interviewed are of
the same opinion. From the consultant's point of view, this is typical for this type of

company.

Benefits: In the view of many of those surveyed, this also brings a sense of costs incurred and
is therefore perceived as useful. Some feel that even greater budget autonomy would be

unnecessary because it would create additional work.

However, from the point of view of the deputy, there is no need to provide money for larger
purchases, as there are no ideas coming from the employees that would have to be supported
accordingly with a budget. In principle, however, there is a willingness to provide a budget,
provided that ideas are brought forward. Similar feedback came from some staff and the
consultant, who said that they would not want to decide on larger amounts of money
themselves. They also said it was likely that some senseless purchases would be made. In this
respect, it makes sense to remain in consultation with management if an employee sees the

need for something larger to be purchased.
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Autonomous organizational units

Feasibility: In the opinion of the management, autonomous organizational units are not
feasible due to the small size of the company. In addition, the processes in the branches are

too closely interlinked for it to make sense to separate them from the main business.

Since it was to be expected that no new insights would come from the employees in this
regard, especially since the topic is similar to the profit center, this question was not discussed

further with the employees.

4.1.5.3 Teams

Feasibility: Particularly from the point of view of management and deputies, teams in the
correct sense cannot be formed in the company. If one takes the definition of a team, which
states that more than two people regularly work together on a common goal, then this is
hardly the case. Especially in the store, employees would constantly work together in new
constellations; in production, there would often be only two workers working in a common
area, and goals would basically not be defined. Thus, the additional effort of defining and

controlling goals for the teams would be great, but the benefit would only be moderate.

Benefits: If, on the other hand, one interprets the idea from the scientific literature a little
broader and thinks of forming teams in such a way that cooperation is to be strengthened by a
stronger sense of belonging, then this makes perfect sense from the point of view of some
employees.

In terms of content, there would then be some overlaps in the results from Chapter

Cooperation between employees .

4.1.5.4 Proposal management

Current situation: From the management's point of view, there is currently no explicit
suggestion scheme. Implicitly, however, this is apparently already practiced in some places:
For example, an informal manager in a branch office said that it is her task to collect ideas
from the branches in order to then pass them on to the management in bundled form. An
employee in production also said that suggestions are already bundled and passed on to
management by the same people all the time. According to the consultant, he has had the

same experience in many companies.
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Benefits: As far as the benefits of proposal management are concerned, there are quite
different opinions. Some employees think that explicit proposal management is not necessary
in such a small company structure because the boss is always involved in important decisions
anyway and there is a lot of consultation with other colleagues. Others were of the opinion
that a proposal system would make sense. For example, the boss could save time by being
presented with more mature ideas and employees would have the opportunity to consider

their ideas and discuss them with others.

Prerequisite: One prerequisite for this method to work, however, is that the boss listens to the
ideas submitted by employees, which is currently not very common as few interviewees

pointed out.

Possible implementation: One employee suggested that it would be possible to schedule
weekly meetings in which employees would have the opportunity to discuss their ideas with

others in a bundled way.

4.1.5.5 Flat hierarchies and little bureaucracy

Current situation: Flat hierarchies already exist in the company in the view of all respondents.
Anyone can go directly to the boss at any time if there are problems or questions. Also, there

is hardly any bureaucracy.

Benefits: The benefit is very unclear from the point of view of most respondents. After all, flat
hierarchies and a minimum of bureaucracy are a natural given because the company is so
small. On the other hand, the managing director is already of the opinion in the open initial
question that a more clearly defined middle management level would be useful in order to

relieve him of time.

Prerequisite: One prerequisite for this, however, would be that he finds suitable employees
for this who are not currently in the company. Logistically challenging about the idea,
however, would be that there would have to be a middle manager on each shift. Furthermore,

it would be necessary for them to be given clear, written and binding areas of responsibility.

4.1.5.6 Innovation management

Feasibility: As already suspected in the presentation of the scientific literature, the
management and deputies saw innovation management for their own company as completely

unnecessary and inappropriate. Above all, there were not enough ideas from the employees
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that needed to be implemented rather than having to be managed. Also, the industry does not
allow for large leaps in innovation, so that innovations can only happen on a small scale, and
there is no need for management for this. For this reason, it was decided not to ask the

employees about this.

In this context, one employee revealed without being asked that product ideas are often tested

on the side by employees or by the boss himself.

4.1.6 Answers to open question

In the open-ended initial question about what they thought would be needed for employees in
the company to become more involved in entrepreneurship, there were a large number of
different responses. What was striking here was that exactly 15 out of 109 quotations with

different contents could not be assigned to one of the categories above.

Since the other quotes could be fitted into the existing categories, it seemed appropriate, as

already described, to name them directly there as well.

The responses that could not be classified are named below. It seems to make sense to
comment on them directly afterwards. In this respect, this chapter forms a transition to the

subsequent interpretation of the results.

Responses that could not be classified

The managing director found that the most important task was to inspire employees with
enthusiasm for the company's cause. The commitment of each employee is also crucial for
their motivation to get involved. This is the basic prerequisite. These statement can be
described as an overarching statement that superficially describes the goal of various

measures to get employees more involved in the company.

Some of the employees interviewed noted that there cannot be a one-size-fits-all solution
because each employee is different and, accordingly, responds differently to each of the
proposed approaches. They also said that it is difficult to speak for others in terms of the
scope of the results. This feedback suggests that it is likely that very individual solutions will
be needed to help employees to act entrepreneurially. Thus, individual initiatives need to be
tailored to each of them. The same may be equally true of the need to tailor initiatives to each

company. This is in line with the view of some scientists, as presented in Chapter 0.
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Newly emerged that employees need a role model to motivate them and to whom they can
look for guidance. This statement has most similarities to the enabler Supportive attitude and

adequate communication on the part of the manager.

A similar statement comes from an employee who noticed that he is demotivated by a
foreman who was hired after him. In the view of the interviewed, the foreman makes too
many mistakes and it seems to him that he would have to control him, which does not
correspond to his function. Abstractly speaking, the employee would like to have an

empowered supervisor who does his work according to his requirements.

Few respondents indicated that they do not think it is fair that some employees can afford to
work less diligently and take on less responsibility than they do. This seems inappropriate to
the respondents in that the pay among non-management employees is somewhat equal or the
responsibilities are the same. Furthermore, it is the responsibility of the management to ensure
fairness in this respect by appropriately harnessing the employees who, in their view, are less

motivated.

Some employees noted that they basically do not need anything else from the company and
that they are satisfied with the situation as it is. In the subsequent questions, which reflect the
thoughts from science, some points certainly seemed interesting. Therefore, the statement can

rather be understood that the person is satisfied with the overall situation.
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4.1.7 Essential correlations

Subsequently, the most important correlations that emerged in the evaluation are presented.
As already described under 3.3, the interviews were additionally examined according to the

following criteria:

e Gender

e Age category

e Employee vs. manager

e CE profile expression in total

e Characteristics Comprehensive Thinking
e Basic attitude toward new things

e Thinks in terms of the company

e Fault-friendliness

e C(Collaboration

As described, only apparent accumulations are now evaluated.®

4.1.7.1 Employee vs. manager

Employees: Employees' reactions to the current situation accounted for approximately 80% of
all replies, while the managers surveyed provided responses in only 20% of all statements on

the current situation.

There was also a noticeable clustering in that employees highlighted it as important to receive

praise, attention, and evaluation discussions from their manager.

It was also ovious that only they noted that all employees must be motivated, otherwise the
less motivated would drag the others down with them. Good cooperation was also important

to them.

Managers: Among the managers, it was noticeable that, in addition to praise, they found it
important to point out mistakes that had been made. In this respect, the only supportive

attitude from the literature seemed too one-sided to them.

6 As described in 3.3, "obvious" was defined as follows. Obvious clusters exist if a) according to the respective
classification in the characteristic proficiency, all of the classified persons or all but one person have provided
feedback or b) in the case of an occurring equal distribution, at least 75% of the reports come from one
characteristic proficiency.
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Furthermore, they found that suitable key figures for performance-based payment are
important, goals are hardly definable and teams are hard to form. It was also noted that there
is already great potential for customized work in the company. However, this potential is

hardly used by the employees.

Reflection: Employees were thus more inclined to focus on their current situation and to want
support from their managers. Managers, on the other hand, were more concerned with the

feasibility of certain measures.

4.1.7.2 Corporate Entrepreneurship expression in total

High expression: Overall, it was noticeable that those who had a CE expression of more than
4 expressed 80% of the ideas mentioned in the open-ended initial question, while those with a

lower expression expressed 20%.

Only respondents with a characteristic value of more than 4 considered whether a
performance-related payment and the establishment of a profit center were useful or not.
Also, only these respondents found a challenging job important. In the open-ended initial
question, they were also the only ones to note ideas that were the responsibility of the

employees themselves.

Reflection: The accumulations shown seem to fit quite well into the image of a corporate
entrepreneur: more ideas than others, a willingness to perform, a desire for challenging work,

and the ability to also look at one's own area of responsibility.

4.1.7.3 Thinks in terms of the company

High expression: Two things were noticable here: Employees who were scored with more
than 5 indicated topics concerning their own responsibility in the open-ended initial question.
In this respect, there is a congruence with the former criteria Corporate Entrepreneurship

expression in total.

Further, only from them came that employees are engaged in the company differently - some

less and others more.

Reflection: This message fits well with the characteristic itself. One could therefore think that
those employees who think in terms of the company also have a sensitivity to who

contributes more and who contributes less.
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4.1.7.4 Collaboration

Medium proficiency: Here there were clusters in the reports from employees of medium

proficiency (4.0-4.9). They felt that autonomous work structuring was not feasible. For

example, they could vary their own activities too little and management did not want to hand

over responsibility enough.

Reflection: Here it is difficult to establish a possible connection to the characteristic.

4.2 Results with the most responses at a glance

In the following, only those topics are listed that were mentioned in the interviews by almost

all or all respondents, in order to highlight their importance for the respective respondents.

Marked in gray are the superior categories of the enablers

Support, communication, co-operation and clear expectations

Appropriate handling of employees' mistakes: management's tone too harsh in response to

criticism

sufficient praise, recognition: important

Cooperation between employees: important

Equip suitable employees with suitable knowledge

Recruitment according to an entrepreneurial profile: difficult to implement due to shortage of

skilled workers

Supporting training: useful

Motivating payment, transparency on the cost and profit situation

Management bonus often mentioned, but valued differently

Appropriate visions, goals, values and culture

Not possible to bring all employees along, as it were, through visions, goals, values and a

corresponding culture

Work design that supports entrepreneurial action

Job rotation: chaos and useless waste of time

Autonomous work structuring and decisions: already in place

Budget autonomy: good for small purchases for daily needs

Flat hierarchies and little bureaucracy: already present, unclear benefits

Table 8: Results with the most responses at a glance (Own illustration)
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5 Discussion

In the following, research sub-question 2 will be answered.

From the perspective of selected representatives of a small company and an external
consultant, to what extent are the enablers from sub-question I practically applicable and
useful for their own company or for small companies in the food industry in order to
strengthen the corporate entrepreneurship behavior of the employees in the respective

company?

Enablers from sub-question 1:

l. Support, communication, co-operation and clear expectations
a) Supportive attitude and adequate communication on the part of the manager
b) Transparent and formalized evaluation on the part of the manager
c) Cooperation between employees
2. Equip suitable employees with suitable knowledge
a) Recruitment according to an entrepreneurial profile

b) Supporting training

C) Enhanced communication of relevant information

3. Motivating payment, transparency on the cost and profit situation
a) Payment by money or money alternatives
b) Center concepts

4. Appropriate visions, goals, values and culture

5. Work design that supports entrepreneurial action

a) Challenging & interesting tasks, job rotation
b) Autonomy

C) Teams

d) Proposal management

e) Flat hierarchies and little bureaucracy
f) Innovation management
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For this purpose, it is necessary to compare and interpret the results presented with the
findings from the literature section. Since the findings in both parts of the paper are very
complex, the focus here will be on the most important ones. It is appropriate to specifically
highlight the fits between theory and empiricism, the transferability to the entire food craft
industry as well as, in individual cases, the possible, practical feasibility of the ideas. After

that, the research question will be answered.

5.1 Discussion in detail

The results are discussed in detail below.
5.1.1 Support, communication, co-operation and clear expectations

The following interpretative approaches can be found on this topic.

5.1.1.1 Supportive attitude and adequate communication on the part of the manager

Empirical-theoretical fit: In terms of content, there is only a partial fit between existing theory
and empirical findings. The interviewees also stated that the manager should be supportive
and communicate openly. The other topics, however, were not brought up either in the same

Or in a Synonymous way.

In this respect, the feedback in the scientific literature on the topic seems to be quite
highbrow compared to that of the respondents from the field. As described, the literature is
about the manager as coach and motivator or about situation-appropriate, transformational
leadership. Interviewed employees, on the other hand, are more concerned with the fact that
the boss should at least criticize more thoughtfully and could act more appreciatively.

The consultant interviewed expressed this quite appropriately: "Well, if you then tell the
craftsmen something about corporate identity or other academic things, then they say: 'Yes,
stay away from me with your English terms.' Of course, that doesn't work." (Consultant,

00:12:58)

In this context, it seems appropriate to refer to the mindset of the management towards the
employees by means of some examples. This came up several times in the course of the long
interview.

Exemplary are the statements of the management and the deputy that employees expect a

87



Die approbierte gedruckte Originalversion dieser Masterarbeit ist an der TU Wien Bibliothek verfligbar.

The approved original version of this thesis is available in print at TU Wien Bibliothek.

[ 3ibliothek,
Your knowledge hub

higher payment when they are asked to contribute more to the company. Here it becomes
apparent that they assume that their own employees are fundamentally unwilling to change
and that stronger entrepreneurial action is most likely to be achieved through the external
motivator of pay. This understanding of employees being unwilling to change and looking for
the easiest solution appeared quite frequently in the interview, for example, when it was
mentioned that employees often contribute little, they hardly generate any ideas or carelessly
destroy things.

This raises the question of whether the attitude of upper management toward their own
employees does not also cause corresponding actions or counter-reactions on the part of the
employees. Watzlawick (1981), for example, developed the theorem of the self-fulfilling
prophecy, in which exactly this connection is discussed. McGregor's (1960) Theory X and
Theory Y fit similarly. Theory X succinctly states that employees tend to be lazy and
demotivated and can only be motivated by external incentives, while Theory Y states that the
opposite is true. Depending on the assumption the manager has about his employees, he will
either tend to want to control employees more and try to motivate them through external
stimuli (Theory X) or tend to grant employees freedom in the confidence that they will
handle it responsibly (Theory Y).

Management seems to lean toward Theory X in this regard. On the other hand, it can be
assumed that the mindset of a manager towards employees does not only stem from a self-
fulfilling prophecy, but is also a reaction to experiences with their work. Thus, the actual
actions of employees can be seen through the self-fulfilling prophecy of the manager and
through the sometimes more or less responsible actions of employees independent of it.

This leads to an assumption that goes beyond the scientific literature. A manager should
therefore not only have a supportive attitude, but a) be aware that he influences the actions of
the employees through his assumptions, b) conclude which mindset towards the employees is
helpful to achieve his own goal with them - in this case to strengthen CE in the company and
c) finally act accordingly. The most suitable mindset (b) does not necessarily have to be a
supportive one, because it may be that employees need something different in individual

cascs.

Transferability to industry: Two interpretative approaches can be considered here.

a) The assumption expressed in the literature section in the reflection on the respective topic
seems consolidated through empiricism. Since the opinions of the consultant and the
interviewees of the company coincided, it is possible that there are at least also similar

opinions in other companies of the same industry.
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b) On the other hand, it is possible that the feedback from the interviewees is strongly
indebted to the specific situation in the company, in which apparently the management, as the
top executive, gives too little praise and should be more thoughtful in expressing criticism. In
this respect, it is conceivable that, similar to Maslow's model of the pyramid of needs
(Maslow, 1943), this more basic level should first be satisfied in order to recognize or find
important those levels that appear so prominent in the scientific literature.

Which of the two interpretative approaches is more appropriate here cannot be conclusively

clarified at this point.

Answering the research question

In this respect, supportive attitude and adequate communication on the part of the manager

seem fundamentally useful in the industry at hand.

One hypothesis can be made.
H1: This CE enabler can be practically applied in the food craft if the manager has at least a

basal supportive attitude and adequate communication.

Beyond a supportive attitute, the manager needs to be aware that he or she influences the
actions of the employees through his or her assumptions. They should find the most suitable
mindset for the individual case, i.e. the one that is most conducive to CE, and finally act
accordingly. Therefore, it can be helpful to have a supportive mindset towards employees and

to act accordingly, but it does not have to be.

5.1.1.2 Transparent and formalized evaluation on the part of the manager

Empirical-theoretical fit: In the literature, well-communicated expectations, formalized
evaluation processes, appraisal interviews and target agreements emerged as CE enablers.
In essence, the employees surveyed said that feedback would be quite useful in order to
receive feedback for their own work - and thus also a form of appreciation and, if necessary,
a clear framework to which they can adhere. On the other hand, it became clear that this must
be done promptly and that especially target agreements and well-communicated expectations

are difficult to implement because the work was perceived as very complex.

In terms of content, there are some fits with the scientific literature. Here, too, it becomes
apparent that the CE enabler can certainly be conducive to CE for the company in question,

as long as it is designed simply. Instead of time-consuming performance reviews, for
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example, as mentioned in the literature, the interviewees believe that feedback on what is

being done and feedback on do's and don'ts at work are more important.

Transferability to industry: It can be assumed that this finding can also be applied to other

small businesses in the food craft because the processes there are similarly complex.

Answering the research question

H2: It can be hypothesized that this CE enabler can be practically applied in the food craft if

the feedback on one's own work is transparent and non-formalized directly on the job.

Under this condition, transparent and formalized evaluation on the part of the manager seems

useful in the present industry.

5.1.1.3 Cooperation between employees

Empirical-theoretical fit: Approaches in the scientific literature note that it takes peer
recognition, lots of communication and cooperation between staff, and an investment in
developing interpersonal relationships. These statements are pretty close to what the
respondents answered, including the consultant, who also referred to other companies. The
fact that many of the employees surveyed felt that successful collaboration was important
may be due to the fact that the company surveyed is a family business, in which cohesion as a

value is fundamentally important and the employees are sensitized to this.

Transferability to industry: In principle, it can be assumed that successful collaboration is also
important in other companies in the same industry and that the rather vague suggestions from

science can be implemented.

Practical feasibility: The question that remains open for practical implementation is how to
strengthen cohesion. Some approaches have already been mentioned by the respondents:
motivating the less motivated, minimizing stress or learning to deal with it successfully,
humor and giving each other feedback which add to those from the literature. Further
approaches could certainly be worked out and it can be assumed that some approaches can be

implemented more successfully in one company than in another.

Answering the research question

In this respect, cooperation between employees seems to be quite useful in the industry at

hand.
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H3: It can be hypothesized that this CE enabler can be practically applied in the food craft
once a suitable mix of supporting measures for cooperation between employees has been

found and implemented for the company.

Additional approaches for such measures could still be elaborated on the part of the research.

5.1.2 Equip suitable employees with suitable knowledge

5.1.2.1 Recruitment according to an entrepreneurial profile

Empirical-theoretical fit: In general, the respondents expressed the same views as in the
scientific literature. In this way, it makes sense in principle to hire employees who already
have an inherent tendency to act in an entrepreneurial manner.

Not mentioned in the literature, however, was the statement by many respondents that skilled
workers are not easy to find in their own companies and in the skilled craft as a whole, and
how this can be dealt with in practice.

A limiting question also arises as to what effect the new hiring of employees with a CE
profile has when companies tend to be geared to retaining employees as far as possible and
new hires are accordingly quite rarely necessary. This can be assumed in many cases,

especially in the case of small family businesses in the skilled trades sector.

The statement of the management to hire purely according to technical competencies can be
seen in the described context that one should not be too choosy when hiring. On the other
hand, this is surprising, since it seems to make sense from a purely logical point of view to
select employees according to CE competencies as well. Why these are not explicitly asked
for may be due to a lack of an explicit idea on the part of management as to the best
candidate. This is also consistent with the observation of the consultant interviewed, who
noted that job descriptions should be created because they make it explicit which
competencies are specifically required. In this respect, the question arises as to whether the

management has not been sufficiently sensitized to this so far.

Transferability to the industry: It seems obvious that it also makes sense in other companies
to select applicants according to CE criteria. The fact that there is a shortage of skilled

workers in some industries in Germany, and especially in the food craft, has been described
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many times (e.g. by Kompetenzzentrum Fachkréftesicherung, 2021), which is why the

individual case observed may well also apply to other companies.

Practical feasibility: In this respect, the question arises as to how to deal with this
shortcoming. Based on the material available, it seems appropriate to also define a CE profile
as a hiring criterion, to conduct trial work, and to retain and develop employees wherever
possible. Furthermore, it is conceivable to appear fundamentally attractive as an employer,
for example through attractive pay, good working atmosphere or the possibility to work a lot
independently.

In any case, this also suggests that this circumstance could be examined in greater detail in

research.

Answering the research question

In this respect, recruitment according to an entrepreneurial profile seems to be quite useful in

the industry at hand.

Recruitment according to an entrepreneurial profile can be applied in the food industry and
should be used whenever possible. Limitations may arise in that necessities for recruitment
may be rare, the choice of candidates is limited. Therefore companies should instead focus

more on employee development, such as through training.

5.1.2.2 Supporting training

Empirical-theoretical fit: As the scientific literature has already shown, training for the
promotion of CE can be defined in different ways. This fact was also brought up in the
interviews. For example, training can be understood as basically enabling the employee to do
his or her job well, which is more like on-the-job training. On the other hand, ideas from the
literature, such as team-building measures or those that enable employees to expand their
mindset, can be understood more as training off the job. There was feedback on both
approaches in the interviews, which rated them as useful and feasible. The off-the-job
training in particular met with lively approval - possibly because it had not previously existed

in the company.

Transferability to industry: It can be assumed that the feedback from the interviewees can also
be transferred to other companies in the same industry, since knowledge transfer and

competence enhancement are fundamentally useful.

92



Die approbierte gedruckte Originalversion dieser Masterarbeit ist an der TU Wien Bibliothek verfligbar.

The approved original version of this thesis is available in print at TU Wien Bibliothek.

[ 3ibliothek,
Your knowledge hub

Practical feasibility: As far as the implementation of training in the industry is concerned,
some indications can be extracted from the interviews. Accordingly, off-the-job training must
take place in a setting that helps employees to concentrate. It should not be academic and
should train exactly those competencies that are not yet sufficiently developed. Here, too,
relevant criteria could certainly be elaborated in greater depth. One possible approach would
be to have short, digital learning formats that convey the essential content of CE, such as the

basics of idea generation and implementation, business basics, and so on.

Answering the research question
In this respect, supporting training seems to be quite useful in the industry at hand.

H4: It can be hypothesized that this CE enabler can be practically applied in the food craft if
on-the-job and off-the-job training is purposefully adapted to the needs of the employee and

the company in terms of content and level of requirements.

5.1.2.3 Enhanced communication of relevant information

Empirical-theoretical fit: Similar to the literature, the respondents estimated that an adequate
exchange of knowledge is generally helpful in strengthening CE in the company. Here,
however, the question arises as to the relationship between time expenditure and benefit.
In this context, it had already become apparent in the presentation of the literature that the
statements of some scientists remained quite vague as to which knowledge should be
specifically exchanged in order to promote CE. The executive director expressed a similar
view, saying that the topics to be discussed need to be made more concrete. The same applies
for the possible and relevant communication flows, which had to be adapted to the company's
circumstances. Upstream and downstream the value chain from the literature, for example,
found its possible form in the communication between store and production.

As described, two new channels of communication emerged in the empirical study that were
not named in the literature: between the employees themselves and between the managers.

However, the insight gained from this seems limited.

Transferability to the industry: It is conceivable that the specific formulation of the
communication channels and the topics to be exchanged may well vary from case to case. It
seems obvious that sufficient knowledge exchange and communication are generally

important in other companies as well.
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Practical feasibility: Thinking further about a possible implementation, it would be possible
to create structures that promote knowledge exchange. For example, time slots could be
defined, specific topics could be addressed, employees could be encouraged to participate,
and so on.

This indicates that it would be possible to conduct further research here.

Answering the research question

In this respect, enhanced communication of relevant information seems fundamentally useful

in the industry at hand.

HS: It can be hypothesized that this CE enabler can be practically applied in the food craft if
suitable communication channels and topics to be exchanged are defined in the respective

company.

5.1.3 Motivating payment, transparency on the cost and profit situation

5.1.3.1 Payment by money or money alternatives

Empirical-theoretical fit: In the literature presented, there is no doubt that the payment of
money or alternatives promotes CE. The respondents' statements provide a more nuanced
picture in this regard. Overall, the feedback was very diverse as described and showed that
either a higher salary payment already has a motivating effect irrespective of one's own
performance, vs. that this is not motivating, that a performance-related payment would be
conducive or that there are some dangers lurking there - for example because envy is possible
or that it is difficult to measure individual performance objectively and with justifiable effort,
especially because the work processes in the company are complex and there is no
sophisticated controlling.

In this respect, the empirical responds here go beyond the scientific literature presented, but

does not yet provide any clearly outlined alternative approaches.

Transferability to industry: It can be assumed that this feedback could also have come from
respondents from other companies in the same industry. The fact that the consultant

interviewed also had a similar experience from other companies supports this assumption.

Practical feasibility: 1f one tries to bring the statements from the interviews down to a

common denominator, a basic wage in line with local practice would at least be a
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prerequisite. As far as a performance-related bonus is concerned, based on the feedback from
the interviewees, a benefit would be conceivable if the individual's performance could be
measured objectively and with little effort, and cohesion within the workforce would not be
threatened by too much competition. It would also be conceivable to pay less formalized
monetary payments or wage replacement benefits as sporadic recognition for certain
achievements. How exactly this could be set up in the present case cannot be clarified on the
basis of the interviews.

In this respect, it seems appropriate to point out the need to examine the individual case, but

also the industry as a whole, more closely.
Answering the research question

In this respect, it does not seem possible to make a general statement about the benefits of
payment by money or money alternatives in the industry in question. Rather, it seems that
individual solutions must be found for the respective company or even for the individual

employee.

He6: It can be hypothesized that performance-related pay as a possible form of payment can be
practically applied in the food craft if the performance of the individual could be measured
objectively and with little effort and if cohesion within the workforce would not be
jeopardized by too much competition.

The list of conditions of this hypothesis is possibly not complete and could be completed by
further research.

5.1.3.2 Center concepts

Empirical-theoretical fit. As described above, the employees surveyed were only asked for
their opinion of a profit center, as the other concepts appeared to be too difficult to
communicate or implement to the management interviewed previously. Even a profit center
would have to be set up as simply as possible given the existing complex flow of goods,
otherwise the controlling effort would be too great for the benefit. This circumstance may
indicate that the approaches from the literature can only be implemented in small companies

if they can be transferred to the existing system as easily and with as little effort as possible.

In line with the literature, it was noted that some of the interviewees saw the advantage of the
profit center in that employees would get a feeling for what profits are generated and how
they can actively influence them, for example by working in a cost-conscious manner.

New, however, was the restrictive comment that this could lead to envy - for example,
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employees could be inclined to work only in the most profitable branch. It would also be
possible for employees to automatically expect to share in the profits. These approaches also
expand the existing theoretical field on the subject. However, they do not seem to be

sufficiently researched to provide a complete picture.

Transferability to the industry: It seems obvious that other craft food businesses also have
complex flows of goods if they manufacture many products and sell their goods in several
stores. Likewise, it is likely that most businesses do not have sophisticated controlling, but
keep it simple according to their requirements. In this respect, it can be assumed that the
considerations presented can also be applied to other businesses.

However, if a small company in the skilled trades has only a small product range or detailed
controlling, a profit center and also other center concepts will be easy to implement. If there
are no branches, a profit center is obsolete, since the monthly business report relevant for the

tax declaration already shows the necessary information.

Answering the research question

It is not possible to make a generally valid statement about the feasibility of implementing
center concepts in small companies in the food craft. It can be assumed that center concepts
can be implemented with reasonable effort in the respective company if the company has only
a small product range and/or detailed controlling or if the center is otherwise set up in a
simplified manner. It seems unnecessary to describe this relationship as a hypothesis, as it

seems obvious.

As far as the benefits of center concepts are concerned, only statements on a profit center can
be made on the basis of the available research.
H7: It can be hypothesized that a profit center supports CE if it is set up in such a way that it

does not lead to envy and an automatic expectation of profit on the part of the employees.
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5.1.4 Appropriate visions, goals, values, and culture

Empirical-theoretical fit: It was striking in the empirical study that visions, goals, values, and
culture were hardly perceived as differentiated from one another by most of the interviewees.
In the scientific literature, on the other hand, different perceptions could be found for each
topic. This can be interpreted to mean that the interviewees were either unable to distinguish
between the terms in the interview situation, for example because they have no contact with
them in their daily work, or because the distinction between the terms seemed unimportant to

them.

The following contradiction seems interesting: According to Morris and Kuratko (2002) and
Muzyka et al. (1995), an existing vision for implementing CE is a prerequisite for its
implementation.” In contrast, the management and confirmingly many employees said that
there is no formulated vision at all in the company. The interviewed consultant appropriately
added to this point that the demand for visions for the promotion of CE in the craft sector
might be a bit too highbrow and that goals would be enough. However, the CEO has
definitely expressed interest in focusing on implementing CE in his company and there are
already some initiatives that support this, as was evident in the interviews. CE, it seems, has
great intersections with other subject areas. It has, for example, intersections with "normal"
motivational actions of leaders, such as praising. The leader's actions will also correspond to
his or her own values; these can support CE. Whether this is explicit or implicit seems
secondary here. In this respect, the statements of the cited scientists can be expanded.

This line of thought also applies to the interviewees' statements on values, culture and goals.

These may be implicitly present and partly lived, but they were not explicitly communicated.

Transferability to industry: It is difficult to say to what extent these individual case reports
can also be transferred to the industry as a whole. As described, the consultant interviewed
had had similar experiences to those of the company respondents, which at least suggests that
other companies also function in a similar way. Nevertheless, this topic seems to be strongly
dependent on the management style of the CEO or other executives, for which reason no

generalization should be made here.

Practical feasibility: If the visions, goals, values and culture that are already implicitly lived
were made explicit, it can be assumed that some employees would thus have a clearer

direction in mind and CE might thus be supported within the company. Managers could

" See Chapter 2.2.4.
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better reflect strengths, but also weaknesses in their own actions. A prerequisite for this,
however, as the consultant interviewed said, would be that they also want to or are able to do

this.

Answering the research question

In this respect, appropriate visions, goals, values, and culture appear to be quite useful in the
present industry as long as they support CE.

H8: It can be hypothesized that this CE enabler is more useful if visions, goals, values, and
culture are also made explicit and communicated to employees.

Which visions, goals, values, and culture support CE cannot be answered meaningfully based
on the empirical research, as the only ones asked to provide an assessment on various values
from the scientific literature were management and deputies.

Here, reference must be made to further research.

That visions, goals, values, and culture are applicable in companies is beyond question as

ng

long as it is clarified what "appropriate"® entails.

From a logic point of view, it is likely that each company will have to find its own mix of
visions, goals, values, and culture that are useful and applicable to itself in order to promote

CE.

8 See the name of the enabler.
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5.1.5 Work design that supports entrepreneurial action

On this point, there are most enablers.

5.1.5.1 Challenging & interesting tasks, job rotation
5.1.5.1.1. Challenging and interesting tasks

Empirical-theoretical fits: In the available scientific literature, a much wider range of
possibilities on the topic was mentioned than the respondents answered. The latter spoke
more in principle that this enabler would be CE-promoting as long as an employee wanted to
be challenged at all. What the challenging and interesting tasks might then could look like in
concrete terms was not named. This may be due to the fact that the respondents have so far
reflected little on this themselves, for example because it does not correspond to their own
thinking or because this has so far been promoted too little actively. The question that arises
in this context, however, is whether they have a picture at all of possible tasks that go beyond

the usual. If they do not have one, it is difficult for them to become active.

A contradiction in the statements takes this idea further.

From the point of view of the managing director and the deputy, there is a great deal of
possible scope for action in the company, which an employee is welcome to take, while the
employees hardly ever take advantage of it.

From the point of view of some employees, on the other hand, there is hardly any scope for
variation in the daily routine because everyone has to be a generalist.

In fact, this statement does not exclude the previous one, as it may be that the deputy means
more advanced and responsible tasks, while the employees only have in mind the current
field of tasks, which may indeed be limited.

Additionally, some employees noted that management does not want to delegate tasks or
does not sufficiently encourage other, less motivated employees to take on more demanding
tasks. One employee in particular, for example, complained that he felt underchallenged by
what he saw as a less capable foreman who had been assigned many of his previous tasks. It
seems questionable why that employee does not actively demand more responsibility and
new areas of responsibility. In this respect, it seems easier to expect support for interesting
tasks from the manager than to actively ask for it oneself. The statement of many respondents
that some employees are willing to take on more, others less complex tasks can be seen in

this context.
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It is also possible that there has been no exchange to date on this contradiction between the
view of management and the corresponding employees on this general contradiction that
could have led to a common understanding. It is possible that the managing director was not
aware of this or that he did not want his employees to know that he assesses them to be

unsuitable for the task in question.

Transferability to the industry: The extent to which these statements can also be transferred to
other companies in the food craft must be viewed in a differentiated manner. On the one
hand, it seems obvious that interesting and challenging tasks promote CE in any company.
Also, the fact seems transferable that the manager must be willing to delegate, but also
employees must be willing to take responsibility. However, it is not possible to assess
whether the few concrete statements on how tasks can be designed to be challenging and
interesting are merely an expression of a lack of reflection in individual cases or whether they

are generally typical of the industry.
Answering the research question (part 1)

The following hypothesis can be formulated.

H9: Challenging and interesting tasks can be applied if the manager is open to delegation and
the employees a) are empowered to actively take on challenging tasks, b) are willing to do so,
and c¢) have ideas about what they consider challenging and interesting tasks. If one of the
aspects does not exist or exists to a lesser extent, implementation encounters obstacles.

Furthermore, it seems helpful if the expectations of both parties are communicated.

Challenging and interesting tasks seem useful under this constraint in the industry at hand.

5.1.5.1.2. Job rotation

Empirical-theoretical fits: Looking at the topic of job rotation in this context, a similar pattern
can be found. The theory on this topic is very scarce and states that employees communicate
more and are more innovative as a result of its implementation.

Only one respondent mentioned the same as a possible benefit. Otherwise, the respondents
consistently found, including the consultant, that job rotation is already sufficient, with
employees helping out in stores when employees are sick or on vacation. However, if this

were to take place more frequently, there would be a risk of chaos and wasted time, they felt.
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Practical feasibility: On the one hand, it can be stated here that job rotation may indeed have
its limits in practical implementation in the food craft, which goes beyond the scientific
literature to date. On the other hand, it is conceivable that employees prefer their familiar
workplace and are not very willing to get involved in something new. After all, this is

consistent with the consultant's statement that he observed this in many companies.

Transferability to the industry: Nevertheless, it seems difficult to draw conclusions about the
industry as a whole on this basis, as this circumstance appears to be highly subjectively

influenced. It seems obvious that job rotation can be implemented in the industry as such.

Answering the research question (part 2)
Job rotation is applicable in the food craft.

However, contrary to what is presented in the research, it seems appropriate to examine the
benefits of job rotation in the industry at hand, especially in terms of the cost-benefit ratio and

what influence the employees' willingness to change plays in this.

5.1.5.2 Autonomy

Four different forms of autonomy must be considered for the interpretation of this topic
according to the presentation of the results, since each of them has different directions of

interpretation.
5.1.5.2.1. Autonomous work structuring and decisions, The doer decides

As already stated in the theory section and in the presentation of the results, the two items
Autonomous Work Structuring and Decisions and The doer decides can be merged due to

strong similarities in content.

Empirical-theoretical fits: Both the theory and the survey explained that this enabler is useful
for promoting CE. However, in contrast to the theory, in which the enabler was
unconditionally assessed as useful, some interviewees noted that only those who already
work independently on their own can also handle autonomous work structuring and a
decision-making authority. For all others, the tasks must continue to be assigned constantly
and in detail so that they are done. Furthermore, the enabler results in a higher susceptibility

to errors as some interviewees mentioned.
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In this context, it is interesting to note the statement from the managing director and two
executives who, on the one hand, found autonomous decisions useful and, on the other hand,
found clearer standards and more clearly defined areas of responsibility necessary to
implement. At first glance, this seems to contradict each other. On the contrary, it is
conceivable that a measure is needed here. Too much autonomy can lead to employees
lacking the guardrails to guide them; too little, on the other hand, restricts independent
thinking. In the present case, it is possible that employees often find too much freedom, with

some lacking orientation.

Transferability to the industry: It can be assumed that these ideas are certainly transferable to

the entire industry.

Answering the research question (part 1)

The following hypothesis can be formulated from these considerations:

H10: Autonomous work structuring and decisions as well as the principle of The doer decides
can be implemented if employees have a degree of autonomy and standards that suits them.
Thus, autonomous employees may need fewer guidelines, while dependent employees may

need many.

Once a measure is found here, the enabler is useful.

5.1.5.2.2. Autonomous available time

Empirical-theoretical fit: There was a clear contradiction between empirical and theoretical
findings on this topic. For example, additional time was vehemently assessed as unnecessary
in the company by the management and the first two employees interviewed. There was
already sufficient idle time in the daily routine in which employees could generate ideas and
pursue their ideas. In the store, there would be more frequent free spaces and in production,
the processes would become similar over time, both giving enough time to think. From the
management's point of view, however, employees already generate hardly any ideas and it is
therefore doubtful that this would change if employees were given additional time in which
they could simply experiment. In addition, the proportion of personnel costs is already high

and the profit margin low, so that additional personnel costs do not make sense.
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Transferability to the industry: It is conceivable that the same situation can also be observed
in other companies in the same industry. Whether this corresponds to a typical small
company in the food craft can only be approximated here. For example, it is quite possible
that idle times also occur in other companies and that employees in the industry are generally
less innovative. The fact that profit margins are low in most small craft businesses in the food

sector seems obvious.
Answering the research question (part 2)

Hereby it can be asserted that additional autonomously available time is not useful to
strengthen CE in the present industry, because it is either already available due to emerging

idle time or because processes are similar.

In contrast, this enabler would be easy to implement in practice.

5.1.5.2.3. Budget autonomy

Empirical-theoretical fit: In scientific theory, as in the present empirical study, autonomously
available budgets are considered useful. However, there is a difference of opinion as to what
money can be decided autonomously for. In the present enterprise congruently with the
statement of the consultant it was brought out that the budget autonomy for small, everyday
errands is good and sufficient. For larger purchases, the responsibility of the individual would
be too great. The management and deputies also said that there was no need for additional
funds because the employees simply did not come up with any ideas. The employees
surveyed also presented a matching view. They did not think about the possibility that ideas
from employees could also require larger funds, which should then be made available as

patient money, as this is called in science.

Transferability to the industry: It can be assumed that funds are made available for small
budgets in many companies in the industry. The extent to which employees in other
companies come up with larger ideas that then require a larger investment sum cannot be

clarified at this point.
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Answering the research question (part 3)

Based on these considerations, the following hypothesis can be formulated:

H11: Budget autonomy is useful and feasible in companies in the same industry if it can be
used to purchase items for everyday needs.

For larger project ideas on the part of employees that need to be supported with money, there

may not be a need for freely available money.

5.1.5.2.4. Autonomous organizational units

Empirical-theoretical fit: There was a clear contradiction to the scientific literature on this
topic in the survey. From the point of view of management and deputies, it is therefore not
possible to separate the organizational units. These can be considered between the main store,
where the production is also present, and the stores. However, since the processes are too
intertwined, the flow of goods is complex with approx. 300 products manufactured in-house,
and controlling is kept too simple for this, it seems inappropriate to separate organizational

units. The possible added value compared to the effort was not perceived as justified.

Transferability to industry: The fact that this circumstance prevails in many small companies

in the same industry seems likely, as the structures are similar.

Answering the research question (part 4)

In this respect, it can be argued that the enabler Autonomous organizational units can hardly

be implemented in small companies in the food industry and thus the benefit does not exist.
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5.1.5.3 Teams

Empirical-theoretical fits: Some approaches to this were replicated in the theory section.
Team-building measures and, if possible, cross-functional teams are needed. This would
make it possible to strengthen communication between employees and turn the company into
a learning organization.

In practice, however, teams in the narrow sense can hardly be formed, since often only two
people work together, the composition of the employees often changes and no goals are
defined. In this respect, this enabler in its narrow understanding of teams seems to fail
because of the small size of the company.

If teams are understood more broadly, in that employees simply have the same field of work
and actually work together, teams exist. However, it is doubtful whether the employees will
act more entrepreneurially purely because they have been renamed as a team. The benefit is

therefore to be assessed as low.

Transferability to the industry: These above-mentioned aspects of both a narrowly and
broadly understood concept of team and associated assessments can probably also be

transferred to the industry.
Answering the research question

In this respect, it can be assumed that teams in a narrowly understood definition cannot be
formed in a typical small food craft company and thus all implementation options from the
scientific literature become impossible.

The benefit is thus desolate.

In a broader understanding of teams, these would have long been in place in a typical
company in the industry.

It is doubtful that the new designation as "team" will bring about greater cohesion and
increased communication and thus be useful. Nevertheless, parallels can be drawn with the

enabler Cooperation between employees. In that case the relevant findings would apply.
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5.1.5.4 Proposal management

Empirical-theoretical fit: As described, the company surveyed has a very simplified, implicit
proposal management: employees can go directly to management and put forward ideas or
suggestions. In some cases, this is done in bundles, which can be seen as similar to the group
suggestion system. In this respect, the benefits are assessed differently by the interviewees:
either there is no need for an explicit suggestion scheme or a group proposal management
could be useful.

However, the company suggestion scheme in the literature is also about encouraging
employees to contribute suggestions for improvement, for example by allowing them to
participate in the savings resulting from an improvement they have initiated. This is not the
case here. The enabler is also about encouraging employees to be open to criticism, for
example by discussing proposals more intensively with each other. In the present case, this is

at most informally the case.

Transferability to the industry: It can be assumed that this circumstance is essentially

transferable to the industry, as the small-scale structures simplify the path to management.

Practical feasibility: It would at least be possible to reward employees for ideas they have

contributed, which would give the enabler a more formal touch.

Answering the research question

It can therefore be said that a suggestion scheme is already implemented implicitly in many
cases by the possibility to directly contact the manager with an idea.

However, it can also be set up more formally, for example by rewarding employees for ideas
they have submitted or by defining a person responsible for the group proposal management
suggestion system who collects suggestions and discusses them with the idea providers

beforehand.

It is likely that the suggestion system will create value if it is tailored to the needs in the small

business, such as by making it simple.
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5.1.5.5 Flat hierarchies and little bureaucracy

Empirical-theoretical fit: In the present survey, it became apparent that there are very flat
hierarchies and a minimum of bureaucracy. From a research perspective, this circumstance
must support autonomy and initiative among employees. In fact, the employees interviewed
took this circumstance for granted and expected nothing else. In this respect, most of the
respondents found it difficult to assess the benefits.

It can be assumed that employees in large companies, where there are high bureaucratic
hurdles, would consider a change to low formality to be very beneficial. In the company at
hand, many employees are probably not aware of this circumstance in any other way because
most of them have learned a skilled trade and have accordingly never worked in a large
company. Therefore, they may lack the comparative value to be able to make a more

profound assessment.

In this context, it is interesting to note that the management would like to have a more
formalized middle level of managers to whom he can delegate tasks. However, there is
currently a lack of sufficiently qualified personnel for this.

In this respect, it can be assumed that the hierarchies in the company are even too flat.

Transferability to the industry: It is likely that similarly flat hierarchies prevail in other
companies in the same industry. It is also conceivable that in other companies, too, little

importance is attached to this circumstance or that hierarchies are even somewhat too flat.

Answering the research question

It can be assumed that flat hierarchies and little bureaucracy have their greatest CE-promoting
effect when they are implemented in moderation: Neither too many hierarchies nor too few,

neither too much bureaucracy nor too little.

This enabler is probably being implemented in most enterprises in the food craft.
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5.1.5.6 Innovation management

Empirical-theoretical fit: As described, the management considered innovation management
in their own company to be unnecessary, since not enough ideas are generated and food does
not yield any major leaps in innovation, which is why the employees were not asked about
this.

This contradicts the view in the literature, according to which this definitely supports and
inspires CE. Calls such as for an interdisciplinary research team or a responsible person to

protect and support the innovation process are thus rendered obsolete.

However, a statement from an employee shows a fit with one of the implementation
suggestions raised from research, according to which small, experimental products and
processes should be able to be tested informally (Pinchot, 1985). Thus, the employee let it be
known that already now new product ideas can be tried out quickly and unproblematically in

the existing production process.

Transferability to the industry: The circumstances described are certainly transferable to the
entire industry. It is possible that the company with its large product range of 300 products is
already one of the more product-innovative companies. No statement can be made about their

processes on the basis of the interviews.

Answering the research question

Innovation management is most likely to already be implemented informally in small
companies in the food industry, in that product or process ideas are simply tested and
implemented.

A formally structured innovation management seems inappropriate for the industry.

This also renders the benefits of formal innovation management obsolete; those of informal

innovation management, on the other hand, seem to exist.
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5.1.6 Answers to open question: New aspects to existing enablers

Empirical-theoretical fit: The fact that exactly 15 of 109 quotations that could be
distinguished from each other in the open initial question could not be classified into existing

enablers can be interpreted to mean that this list is already quite complete.
In the following, the newly emerged aspects of existing enablers are presented.
New aspects to existing enablers

Managers as role models: What has newly emerged, as already described, is that employees
need a role model to motivate them and to whom they can align themselves. This point is
similar to the enabler Support, communication, co-operation, and clear expectations, but adds
another new highlight. The following hypothesis can be derived from this:

H12: Employees act more entrepreneurially when they have corresponding role models in the

company. These can be managers, but also colleagues.

Empowered managers: Secondly, it was found that employees may need managers who, in
addition to a supportive attitude (from the enabler supportive attitude and adequate
communication on the part of the manager), must also have sufficient technical skills. The
hypothesis is therefore:

H13: Employees are more motivated to act as corporate entrepreneurs if they have

supervisors who are suitably capable of performing their tasks and functions.

Equitably shared work: Thirdly, it was found that some employees found it demotivating to
contribute if they felt that others could rest. This point adds another aspect to the enabler
Cooperation between employees As a hypothesis, this can be formulated as follows.

H14: Employees act more entrepreneurially when work is shared fairly among colleagues and
no colleague is unduly advantaged or disadvantaged. It is the task of the manager to ensure

this.
Transferability to industry

All three new aspects can be assumed to be equally applicable in other, typical companies in

the same industry.
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5.1.7 Essential Correlations

As shown in the presentation of the results, out of nine distinguishing characteristics of the
interviewees, only four of them could be found to have any relevant connections to some of

the main content areas.

Most of the correlations found appeared to be logically consistent, in that respondents with
higher CE profiles, for example, indeed gave answers that were more definable as

entrepreneurial from a logical perspective.

A key learning, especially from the category of Employee vs. manager, is that employees
obviously find very different aspects important than managers when it comes to implementing
CE in companies. This can be seen as an indication that the needs of both stakeholders must
be ascertained and taken into account in practical implementation.

It can be assumed that this can also be applied to the entire industry.

Formulated as an assertion, it can be expressed like this.
For successful implementation of CE in small businesses in the food craft, the needs and
expectations regarding CE may differ between managers and employees. Therefore, these

should be surveyed and taken into account before implementing any measures.

Otherwise, the yield in terms of content seems meager. However, since illuminating these

relationships is not the central research interest of this paper, this seems acceptable.

At the same time, it is questionable why even more connections could not be found. This will

be discussed in more detail in the coming Chapter 6.
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=

HI12

HI13

H2

H3

H14

H4

5.2 Overview of hypotheses and assertions

Here follows an overview that summarizes the hypotheses and assertions presented according

to the research questions. Marked in blue are those findings that go beyond and extend the

enablers from the scientific literature. For better readability, symbols are also used here.

"v" means: The enabler is applicable... or the benefit of the enabler is given.
"X" means: The enabler is not applicable... or the benefit of the enabler is not given.

"?" means: The benefit is unclear.

Practical applicability ‘ Benefit

Supportive attitude and adequate communication on the part of the manager

\/if the manager has at least a basal supportive attitude and v
adequate communication

Beyond a supportive attitute, the manager needs to be aware
that he or she influences the actions of the employees through
his or her assumptions. They should find the most suitable
mindset for the individual case, i.e. the one that promotes CE,
and ultimately act accordingly.

Employees act more entrepreneurially when they have appropriate role models in the
company. These can be managers, but also colleagues.

Employees are more motivated to act as corporate entrepreneurs if they have
supervisors who are suitably capable of performing their tasks and functions.

Formalized evaluation on the part of the manager

v if the feedback on one's own work is transparent and non- v under this
formalized directly on the job. condition

Cooperation between employees

v once a suitable mix of supporting measures for v
cooperation between employees has been found and
implemented for the company.

Employees act more entrepreneurially when work is shared
fairly among colleagues and no colleague is unduly
advantaged or disadvantaged. It is the task of the manager to
ensure this.

Recruitment according to an entrepreneurial profile

v v

Companies should put more focus on employee development,
such as through training.

Supporting training

v if on-the-job and off-the-job training is purposefully v
adapted to the needs of the employee and the company in
terms of content and level of requirements.

Enhanced communication of relevant information
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H5

H6

H8

H9

H10

HI1

v if suitable communication channels and topics to be
exchanged are defined in the respective company.

Payment by money or money alternatives

Performance-based payrnent\/, if the performance of the
individual could be measured objectively and with little effort
and if cohesion within the workforce would not be
jeopardized by too much competition.

? , probably
individual solutions for
companies or
employees needed

Center concepts (profit center)

\/If the company has only a small product range and/or
detailed controlling or if the center is otherwise set up in a
simplified way.

v if it does not lead
to envy and an
automatic expectation
of profit on the part of
the employees.

Appropriate visions, goals, values, and culture

v if visions, goals, values, and culture are also made explicit
and communicated to employees.

It has to be clarified what "appropriate" entails.

It is likely that each company will have to find its own mix of
visions, goals, values, and culture that are useful and
applicable to it in order to promote CE.

v

, albeit made explicit
and communicated to
employees.

Challenging and interesting tasks

v if the manager is open to delegation and the employees a)
are empowered to actively take on challenging tasks, b) are
willing to do so, and c) have ideas about what they consider
challenging and interesting tasks. If one of the aspects does
not exist or exists to a lesser extent, implementation
encounters obstacles. Furthermore, it seems helpful if the
expectations of both parties are communicated.

Job rotation

v

X Effort-benefit ratio
and employees'
willingness to change
play an important role

Autonomous work structuring and decisions, The doer decides

v if employees have a degree of autonomy and standards
that suits them. Thus, autonomous employees may need fewer
guidelines, while dependent employees may need many.

v under this
condition

Autonomous available time

v

X , as already present
due to upcoming idle
times

Budget autonomy

v if it can be used to purchase items for everyday needs. v for daily needs
Autonomous organizational units

X | X

Teams

H7
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H14

X with a narrow definition of team

v with a broader definition of teams (already existing)

Suggestion system

X , since informally already present

\/if set up more formally, e.g. rewards for ideas submitted or
group suggestion scheme

Vifitis tailored to
the needs of a small
business.

Flat hierarchies and little bureaucracy

\/, since it is available already

\/if neither too much
hierarchy &
bureaucracy nor too
little

Innovation Management

\/, since already informally implemented
X , if formally structured

\/when informal
implementated

Implementation

Needs and expectations with regard to CE differ between
managers and employees. Therefore, these should be
ascertained and taken into account before measures are
implemented.

Table 9: Overview of hypotheses and assertions (Own illustration)
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6 Limitations

In the following, the validity claim of the obtained findings is illuminated.

For this purpose, reference is first made to the criteria for qualitative research (Chapter 3.5)
and their application to the present work. The overview at the end of this Chapter once again
shows the criteria in light green or yellow for which it has already been shown that they have
been met. Those that are still outstanding are now explained and marked in a darker color

level in the table.

Compliance with the quality criteria

Validity of the results: Under this item, there are three sub-items. a) The feasibility of the
results was recorded in detail, this criterion is fulfilled in this respect. b) Public response to
the results cannot be predicted at the present time of writing. ¢) In the discussion of the
results, it was possible to achieve a large degree of logical consistency, so it can be assumed

that this criterion is also fulfilled.

Construct validity: Construct validity requires existing similar studies on the topic in order to
then corroborate existing studies, whereby as described there is the danger of circular
reasoning. This criterion can only be achieved to a limited extent for present empirical
studies, since the researched field is new. On the other hand, the present results are based on
existing research. The own results go beyond this, which can be seen as an added value for

the research, and not as a diminution of its validity.

Limited representativeness: The results for the present research questions are based on a
survey of some employees of a company and an external consultant. With this interviews
conclusions were drawn about the industry as a whole. It is possible that a larger number of
companies surveyed would have expanded the results. However, this would hardly have been
possible within the framework of a master's thesis. In order to keep this possible bias small,

any accumulations that occurred were only interpreted cautiously.

Argumentative interpretation support: According to this criterion, the discussion and

interpretation should be coherent. This seems to be the case in the present work.

Internal quality control: Some of the data in the survey were repeated over time, and some
new points emerged during the survey. Therefore, it was not possible to develop a theory,
which, as described above, is not the purpose of this paper anyway. The new points that

emerged may have to do with the fact that the topic is quite complex. With the present work
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it was possible to get a first impression of the topic. This aim has been achieved. For more

valid statements, further surveys must follow.

Communicative validation: The results were sent in short form to the respondents with the
request to report back if they felt misunderstood by the evaluation. No complaints were

received, so it can be assumed that this criterion has been met.

Possible limitations that go beyond the quality criteria

In addition to these quality criteria, three further limitations can be found that affect the

validity of the present work.

Answers partly hypothetical: The respondents were all asked hypothetical questions. Thus,
they were asked to think about which enabler might be useful and applicable from their point
of view. Some of the enablers were already applied in the present company. Thus, the
respondents could speak from their experience. Other enablers they did not know, so they had
to imagine what it would be like. This is prone to error.

Otherwise, it would have been possible to interview a company which had already
implemented as many CE aspects as possible or to accompany the interviewed company
during the implementation. Both seemed unsuitable for the present work, since it could be
assumed that the company surveyed would not be typical for the industry, but rather a

benchmark, or that the research process would have taken years.

Bias due to interview conduct: It is also conceivable that the results were influenced by the
interview conduct. This is possible in three ways.

a) Each interviewee answered from their own perspective on what they thought would
strengthen CE. In doing so, they also talked about their assumption regarding others, which
can lead to misconceptions.

b) The interviewer's examples to explain the particular enabler to the interviewee may have
influenced their answer. As described, the intention was to choose the examples in such a
way that they did not influence the answers. However, this cannot be ruled out.

¢) It is possible that the interviewee nevertheless did not understand the respective enabler or
that he or she picked the next best answer that came to mind from what he/she heard. This
was tried to be avoided by asking the interviewees each if they understood the point.
Additionally, the partially standardized procedure made it possible for the researcher to ask

for further information to ensure mutual understanding.
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Few correlations: 1t seems unclear why so few correlations could be found between the
respondents' characteristic values. It is conceivable a) that the characteristics developed by
the management to assess the CE profile of the employees were less selective or too
superficial than could have been hoped. Another line of interpretation would be b) that the
employees were assessed too superficially and thus biased by the manager with regard to
their CE profile. Finally, c) the evaluation itself may have contributed in part to the bias. A
final evaluation of which understanding is more obvious is not possible on the basis of the

available material.
Overview of compliance with the quality criteria

Compliance with the scientific quality criteria is illustrated below. The results of this survey

can be considered valid to a large extent.

Modification of quantitative quality criteria Specific qualitative quality criteria

Reliability

Argumentative interpretation validation

Internal quality control

Traceability External quality control

Objectivity from the researcher in survey and | Rule-governed

analysis

Validity

Dialogical validation

Communicative validation

Validity of the statements

Validity of the results Proximity to the object
e Feasibility
e public response

e logical consistency

Construct Validity Triangulation

Conditional representativeness

More restrictions

Answers partly hypothetical

Bias due to interviewing

Few Correlations

Table 10: Assessment of the implementation of scientific quality criteria (2) (Own illustration)
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7 Outlook

The following approaches emerge from the present work for possible further research. These

can be sorted into three categories.

Theoretical background

It is conceivable that more comprehensive theoretical underpinnings might turn up even more
enablers for the survey. For example, motivation theory, which is directly adjacent to some

enablers, could be added to a future research.

Research Approach

Experience with each enablers: In order to challenge the possible bias "answers partly
hypothetical", companies could be surveyed that have already implemented the respective
enablers successfully or unsuccessfully. This avoids at some points that the respondents have
to imagine whether the respective enabler is implementable and useful and they can speak

from experience.

Different survey methods: Instead of an expert interview, it is also possible to observe the
actual behavior of the employees and managers in order to draw conclusions about the extent
to which some enablers are implemented. By understanding the processes in the respective
company, the researcher can also draw conclusions about the possible implementation of

other enablers. It is also conceivable to combine several research approaches.

Hypothesis testing: Fourteen hypotheses were generated in this paper. These provide an

opportunity to be tested.

Examination of correlations: Correlations between the CE profile and assessments of the
respective enabler can be examined more concretely. This may make it possible to determine
how to deal in practice with employees who tend to be less entrepreneurial or very

independent, since their needs can then be understood schematically.

Fields of application and combinations of enablers: 1t would be useful to take a closer look at
the specific applications of the respective enablers. Company- or industry-specific

combinations for small companies could be investigated in greater detail as well.
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Sample
Larger sample: New highlights on the topic can be elicited through an expanded sample.

Other industries: It would certainly be interesting to examine sectors other than the food craft.
A comparison with small startups in the technology sector seems particularly exciting, as the

conditions here are probably quite different from those in the skilled trades.

Comparison within the same industry: New insights could be generated by researching the
industry in even greater detail. This allows a more comprehensive picture of the situation and
possibilities to be drawn, which could provide practitioners with clear application

possibilities.
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Annex

A Examples of enablers
B  Assignment rules for the enablers

C  Evaluation step Formation of categories

A Examples of enablers

The following questions were asked in German while the interviews.

Topic / Enabler

Interview question

Open initial

question

What do you think it would take for employees to become more

entrepreneurial here at the company?

Supportive
attitude and
adequate
communication
on the part of

the manager

To what extent do you think it motivates employees to be more
entrepreneurial when there is a lot of and appreciative

communication from the boss?

Transparent and
formalized

evaluation on

To what extent do you think it motivates employees to be more
entrepreneurial if one of the bosses meets with the employees on a

regular basis. E.g. every six months individually or in small groups

the part of the and then you discuss: What went well at work? Where 1is still

manager potential for improvement? Or that there is quicker feedback on one's
own work even while working. In other words, you get clearer
feedback: That went well, that went less well. To what extent do you
think it is feasible? To what extent do you think it brings an
outcome?

Cooperation To what extent do you think it motivates employees to become more

between involved in the company if there is good cooperation among

employees colleagues? To what extent is this feasible and does it have an effect

in that employees then also want to get involved in an entrepreneurial
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way?

Recruitment

according to an

To what extent do you think it motivates employees to become more

involved in an entrepreneurial way if you hire employees who think

entrepreneurial | entrepreneurially and very actively from the outset, so that you don't
profile have to tell them three times what they have to do now. To what
extent is that feasible? And will it make a difference?
Supporting To what extent do you think it motivates employees to become more
training involved in the company by offering them suitable training? To what
extent do you think it makes a difference, that employees are more
motivated and feel like getting more involved in the company?
Enhanced One approach to motivating employees to become more
communication | entrepreneurial is to share a lot of information, e.g., communication
of relevant between stores and the main store, communication between the boss
information and employees, communication between the store and production,
and about the market situation. To what extent do you think it is
feasible? To what extent do you think it will make a difference?
Payment by To what extent do you think it motivates employees to become more
money or involved in the company if employees receive higher pay? But that
money could also be to get a bonus for a particularly good performance.
alternatives What would that achieve? Would that be feasible in the company and

if so: how?

Profit Center

The idea is that it is clear for all shops to what extent they are
actually generating profits or to what extent they are generating
losses. You know, what sales they generate. You know what their
fixed costs are, be it rent, electricity, gas, water. You know how
much people have worked and what they earn. And then you can also
look at what remains at the bottom as actual profit. If you were to
make this visible in the stores and show: Look at this. You have
made less profit than in the previous month. Okay, now you can
decide: How could you improve your sales or profit situation? To
what extent do you think it would move employees to be more

engaged and motivated? To what extent is that feasible?

Appropriate

visions, goals,

To what extent do you think it would motivate employees to be more

entrepreneurial if there was a long-term goal in mind and values and
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values, and culture to live by were in line with that? To what extent do you think
culture it's doable? To what extent do you think it would make a difference?
Challenging & | To what extent do you think it would motivate employees to be more

interesting tasks

entrepreneurial if employees were given individual tasks that they
would each find challenging and interesting. To what extent do you
think it's feasible? To what extent do you think that would make a

difference, that CE would be strengthened in the company?

Job rotation

To what extent do you think it would motivate employees to become
more involved in an entrepreneurial way if, for example, they were
now to say to some people in production: Why don't you work at the
production or at one of the shops? The idea is that new ideas could
then emerge. To what extent do you think it's feasible? To what

extent do you think it will make a difference?

Autonomous
work
structuring and

decisions

This is now about giving employees the freedom to decide for
themselves how to do things. I.e. e.g.: By the end of the day, you
must have processed this, that and the other order. But in which order
you do it or when you do it and who does it, you can decide yourself.
To what extent would this be feasible and would it lead to employees

wanting to get involved in an entrepreneurial way?

The Doer

decides

The idea bringer decides on the implementation of his idea. You
come with an idea and would like to try something out. And you now
have the opportunity to decide completely for yourself how you do it,
whether you do it, whether you don't do it. You also have the chance
to ask people for their advice, to what extent they think it makes
sense or less sense, but at the end of the day you decide. To what
extent do you think it would get people to be more entrepreneurial?

Is it actionable?

Budget

autonomy

To what extent do you think it would motivate employees to get
more involved entrepreneurially if you were given the option, up to a
certain amount, to simply spend money themselfes, because you
think: Ah, I need something and I don't have to ask anyone extra for
it. To what extent do you think it's feasible and to what extent do you
think it would do something to make employees want to get involved

in an entrepreneurial way? Or to what extent is it already being
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implemented anyway?

Teams

To what extent do you think creating more specific teams will
motivate employees to be more entrepreneurial? For example: Team
Production, Team Cutting, Team Lunch, Team Shop 1 and Shop 2.
And then there might be a stronger sense of "we" or a desire to get
more involved. To what extent do you think it's feasible? To what

extent do you think it would make a difference?

Proposal

Management

One idea is that you would officially implement in the company that
suggestions for improvement of products or processes are directed to
one place. Or that there is a person in the various units who collects
all the suggestions for improvement from production, from cutting,
from the store and from the branches and who is then a spokesperson
for all the suggestions for improvement. And that person then
collects those and brings those collected to the boss. To what extent
do you think it's feasible? To what extent do you think it will help

employees to act more entrepreneurially?

Flat hierarchies
and little

bureaucracy

To what extent do you think it motivates employees to get more
involved entrepreneurially, when there are flat hierarchies and little
bureaucracy? To what extent do you think that helps people feel like
working in an entrepreneurial way and getting involved in the

company?

Table 11: Examples of enablers (Own illustration)
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B Assignment rules for the enablers

Enabler

Assignment rule

Supportive attitude and
adequate communication on

the part of the manager

Expression of how CE-promoting the manager's actions
make employees feel promoted and assisted, as well as
how their communication is perceived as appropriate to

the situation.

Transparent and formalized
evaluation on the part of the

manager

Expression of how CE-promoting the manager
evaluates the employee's work through objective

evaluation rules. The employee can see this evaluation.

Cooperation between

employees

Expression of how CE-promoting the work with each

other is perceived by the employees.

Recruitment according to an

entrepreneurial profile

Expression of how care is taken in the company when
hiring new employees to ensure that they have a CE
profile (CE is understood analogously to the definition

in Chapter 2.1.3).

Supporting training

Expression of how employee education offerings in the

company are conducive to CE.

Enhanced communication of

relevant information

Expression of how different channels for sharing

information in the company promote CE.

Payment by money or money

alternatives

Expression of how the payment of wages or other

payments promote CE.

Appropriate visions, goals,

values, and culture

Expression of how implicit or explicit ideas of a
desirable future, concrete measures to achieve this,
values, and a corporate culture can possibly promote CE

in the company.

Profit Center

Expression of how a transparent sales, cost and profit
situation in each business unit potentially promotes CE

in the company.

a) Challenging & interesting
tasks
b) Job rotation

a) Expression of how work assignments are perceived
to be CE-enhancing when they go beyond the
individual's normal level of challenge and are perceived

as exciting by the individual.
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b) Expression of how working temporarily in a different

location or function is perceived to be CE-enhancing.

Autonomy Expression of how self-determined work is perceived as
CE-promoting in various respects.
Teams Expression of how the existence or formation of a group

of employees with the goal of successful collaboration

is perceived as conducive to CE.

Proposal Management

An expression of how employees perceive the
opportunity to make their own suggestions for
improvements to products and processes in the

company as conducive to CE.

Flat hierarchies and little

bureaucracy

Expression of how the presence of few management
levels and fewer formalities to fulfill is perceived as

conducive to CE.

Innovation management

Expression of how a structured process of singling out
and supporting promising new ideas in the company is

perceived as conducive to CE.

Table 12: Assignment rules for the enablers (Own illustration)




Die approbierte gedruckte Originalversion dieser Masterarbeit ist an der TU Wien Bibliothek verfligbar.

The approved original version of this thesis is available in print at TU Wien Bibliothek.

[ 3ibliothek,
Your knowledge hub

C Evaluation step Formation of categories

Quote Paraphrasing Generalization Fine category Rough
category
Quote summary Distinction of the | Subcategory according

citation from the to research
individual case question

(7): The In the company, There needs to be | Better Feedback to

company there needs to be better communication open

actually works better communication between managers | question

quite well. I just | communication between

say that we need | between managers.

to talk to each managers.

other a bit better,
and

communicate.

(00:05:37)

Table 13: Evaluation step Formation of categories (Own illustration)




