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1. INTRODUCTION
This document is conceived to present the main outcomes obtained as a result of the implementation of Skills
for Corporate Entrepreneurship (SCOPE) project in all partner countries, namely: Austria, Bulgaria, Greece
and Spain.
As a first step in the development of the project, IO1 had as final objectives the following:
-

To collect existing cases and good practices on intrapreneurship mechanisms and incentives.
To identify competences and needs of intrapreneurial employees.
To identify the needs of innovative companies in terms of intrapreneurship.

To achieve these goals, some concrete activities have been implemented in all partner countries with the aim
of providing a true reflection of the perception about intrapreneurship in each of them. A research
methodology was developed by INCOMA, leading organization for IO1, and Campus 02, responsible for the
expert interviews and quantitative survey, and was later revised by the remaining partners.
Once the methodology had been defined, activities were implemented as described in the following sections
of this document.
This report will compile the results of all the activities carried out in partner countries by FH Joanneum and
FH Campus 02 in Austria, INCOMA and EUSA in Spain, DIMITRA and University of Thessaly in Greece and ECQ
and Burgas Free University in Bulgaria, who worked at a national level to get countrywide outcomes that will
be now compiled in this Final Report. Therefore, IO1 Final Report will serve as an overall picture of
Intrapreneurship State of the Art in countries belonging to SCOPE project’s partnership.

2. DEFINITIONS
Bearing in mind the results obtained from the researches carried out during the implementation of IO1 in all
partner countries, the partnership has worked to draft a definition of the terms Intrapreneurship and
Corporate Entrepreneurship that would be aligned with the picture described by survey respondents and
experts interviewed.
Definitions agreed are basic but referring to the most important aspects that should be considered for a better
approach towards these concepts.
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Corporate entrepreneurship is defined as the commitment of an existing organization to foster innovation,
by investing resources in developing new business ventures, new products, services or processes, and the
renewal of strategies and competitive postures.

Intrapreneurship refers to initiatives related to innovation, taken by employees and fostered by their
employing organization.

3. QUANTITATIVE SURVEY: ON-LINE QUESTIONNAIRE
As part of this first activity, a quantitative survey was designed aimed at detecting an intrapreneurship profile
and existing gaps in each country. As stablished in the project proposal, each partner collected a minimum of
50 responses.
The survey was created by Campus 02 using the Survey Monkey online platform and was shared with
interviewees by each partner country. Five versions of the survey, one per partner language, have been
implemented departing from the English version agreed among partners (Annex I). Surveys in the different
languages can be found in the following links:
-

-

German version: https://de.surveymonkey.com/r/scopegerman (61 responses)
Bulgarian version: https://de.surveymonkey.com/r/scopebulgarian (74 responses)
Greek version: https://de.surveymonkey.com/r/scopegreek (56 responses)
Spanish version: https://de.surveymonkey.com/r/scopespanish (51 responses)

A total of 242 people answered the online surveys in partner countries during February 2018.
Individual results per country were gathered by partners and compiled in 4 national reports that are also
available for a more concrete and specific analysis.
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3.1.

TARGET GROUPS FOR THE DISTRIBUTION OF THE SURVEY

One of the main goals of the survey was to identify the necessary competences that will help enhance the
intrapreneurial behaviour amongst employees and foster corporate entrepreneurship initiatives in
organisations. The survey aimed as well at collecting information in order to formulate an intrapreneurship
profile and to specify existing needs and gaps to be bridged.
That is why, the partnership made sure to interview representatives from many sectors and from a variety of
organisations of different types and sizes. Therefore, the sample group of respondents included workers from
SMEs and large companies, university lecturers, researchers and scientific workers, VET institutions, Higher
Education Institutions, Chamber of Commerce, Public Bodies, Consulting Companies and start-ups.
As regards the level of responsibility, depending on the organization and profile of the respondents, it varies
from low to very high but targeting as much as possible at managers, directors of departments, executives
and employees with higher level of responsibility and/or people with enough years of experience that would
allow them to have the necessary insight, both broad and precise, of the required competences for the
implementation and development of a functional and effective corporate entrepreneurship in their (or any
other) organisation.
The link to the online questionnaire was directly sent to either innovation managers, CEOs, members of the
board of directors, innovation consultants, technicians and people working in the wider field of innovation
management in those conducted organizations.
All in all, a total of more than 1400 potential respondents were contacted by the partnership.
Below the main results of the online survey are shown combining national outcomes for each of the questions
posed to respondents.
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3.2.

FEEDBACK

3.2.1 HAVE YOU ALREADY EXPERIENCED INTRAPRENEURSHIP IN YOUR PERSONAL WORK ENVIRONMENT?
Except for Bulgaria, most of respondents from the rest of the partner countries state that they have already
experienced intrapreneurship in their personal work environment.
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3.2.2 HAVE YOU HEARD OF TRAINING IN THE FIELD OF INTRAPRENEURSHIP?
When it comes to training related to intrapreneurship, it is evident that the majority of respondents from all
partner countries have not heard about this type of training. Bulgaria an Austria show the greatest difference
with regards to this aspect.
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3.2.3 WOULD YOU BE INTERESTED TO ATTEND INTRAPRENEURSHIP TRAININGS?
Despite the lack of existing trainings in the field, most of respondents show a strong interest in attending
intrapreneurship training in case they had the opportunity
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WOULD YOU RATE THE COMPETENCES BELOW REGARDING

THEIR ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOUR? (FROM NOT IMPORTANT TO VERY IMPORTANT)

Rating personal skills/competences, respondents highlighted Proactive personality, Creativity and Problem
solving as the most important skills to enhance intrapreneurial behaviour. On the contrary, Ability to cope
with stress and Ability to take risks, compared to the rest, were considered as the least important ones.
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3.2.5 MANAGEMENT SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING
THEIR ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOUR? (FROM NOT IMPORTANT TO VERY IMPORTANT)
With regards to management skills/competences, Ability to make good decisions, Confident appearance and
Persistence were identified as the most relevant competences to enhance intrapreneurial behaviour. The
remaining competences were assessed quite evenly.
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3.2.6 SOCIAL SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR
ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOUR? (FROM NOT IMPORTANT TO VERY IMPORTANT)
Among the social skills/competences proposed, Communication skills and Ability to work in teams were
placed in a prominent position by respondents, while Intercultural skills and Ability to deal with criticism
where considered as least important, although they also performed a high level of evaluation.
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3.2.7 EXPERT KNOWLEDGE: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR ABILITY TO
ENHANCE INTRAPRENEURIAL BEHAVIOUR? (FROM NOT IMPORTANT TO VERY IMPORTANT)
Regarding expert knowledge as a tool to enhance intrapreneurship, respondents clearly showed a preference
towards Ability to connect knowledge from different fields, even though skills related to Project management
and Risk assessment were also highly rated.
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When asked to rate their own performance related to Personal skills/competences, respondents placed their
Problem-solving skills in the first position, followed by Proactive personality and Analytical thinking.
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3.2.9 MANAGEMENT SKILLS/COMPETENCES: HOW WOULD
SKILLS/COMPETENCES LISTED? (VERY POOR TO EXCELLENT)

YOU RATE YOURSELF REGARDING THE

Results of self-assessment on Management skills/competences reveal thar Persistence and Confident
appearance were the competences with a highest rating by participants in the survey. They also showed good
performance in Goal-oriented acting and Ability to make good decisions.
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Ability to work in teams, as well as Communication and Intercultural skills were identified as the ones where
respondents obtained best levels of achievement. On the contrary, they showed some shortages related with
their Ability to deal with criticism and Conflict management.
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3.2.11 EXPERT KNOWLEDGE: HOW
LISTED? (VERY POOR TO EXCELLENT)

WOULD YOU RATE YOURSELF REGARDING THE SKILLS/COMPETENCES

With regards to Expert knowledge and respondents’ performance, there is a clear prevalence of Ability to
connect knowledge from different fields. On the other hand, Legal and Financial knowledge have a low
assessment, with a relatively high number of responses rated as “average” or “poor”.
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3.2.12 PLEASE RANK THE FOLLOWING COMPETENCE FIELDS FROM MOST IMPORTANT TO LEAST IMPORTANT:
Asked to compare the importance of the different competences categories included in the survey,
respondents clearly identify Personal skills/competences as the most relevant in order to foster
intrapreneurship initiatives.
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3.2.13 ARE

THEY ANY OTHER SKILLS/COMPETENCES YOU THINK COULD BE IMPORTANT TO FOSTER

INTRAPRENEUSHIP? PLEASE STATE THEM BELOW.
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Apart from the proposed competences, respondents were also requested to list any other they considered
important. Although most of the participants affirmed the given list is complete enough, some of them
suggested additional competences, such as:
- Flexibility/availability.
- Emotional intelligence.
- Risk & Unexpected Circumstances Preventive Capabilites.
- Quick Decision Making.
- Time management.
- Critical and combinational thinking.
- Big Picture visualisation.
- Innovation.
- Design & Creative thinking.
- Independence.
- Digital Competencies.
- Confidence building.
- Self-reflection
- Operational expertise according to the business area.
- International experience.
- Self-motivation.
- Mental strength.
- Change Management.
- Foreign languages.
- Enthusiasm.
- Joined-up thinking.
- Profiling.
- “Lean Startup” Methodology and the use of innovation and iteration tools.
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3.2.14 DO YOU THINK THERE ARE DEPARTMENTS IN A COMPANY THAT SHOULD FOCUS MORE ON FOSTERING
INTRAPRENEURIAL ACTIVITIES THAN OTHERS?
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Most respondents believe all company’s department should be equally involved in intrapreneurship
development. However, some of the participants highlighted specific departments that should focus more on
fostering intrapreneurial activities, such as:
- Human Resources department
- Commercial department
- Marketing & Communication
- Management/Direction
- Department of Innovation and Research & Development
- Technical and Production department
- Accounting Department
- Business development and strategy
- Sales
- Product development
- Logistics

3.2.15 HOW MANY PEOPLE ARE EMPLOYED WITHIN YOUR COMPANY? (FTE)
Respondents’ companies showed a varied profile depending on the country. Accordingly, in Austria a majority
of companies had 250 employees or more, while in Bulgaria most of respondents represented companies
14
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with a range between 0 and 9 employees. Spain and Greece showed more evenly distributed data, with the
highest figures in the ranges of 50-99 and 100-249 employees respectively.
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3.2.16 WHAT IS THE HIERARCHICAL LEVEL OF YOUR CURRENT JOB POSITION?
Regarding hierarchical level of respondents, in Spain and Greece included a greater diversity among
their interviewees while Austria and Bulgaria had a higher representation of Mid and First Level
positions respectively.
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3.2.17 WHICH DEPARTMENT ARE YOU CURRENTLY WORKING IN?
Respondents finally identified the department they belonged to, showing higher figures in the options of
Research and Development (Bulgaria), Marketing (Greece) and Other (Austria and Spain).
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4. QUALITATIVE SURVEY: INTERVIEWS WITH EXPERTS
To complement the results obtained through the quantitative survey, partners also interviewed national
experts in intrapreneurship to support the process of competence definition, needs assessment and
corporate entrepreneurship good practices identification. A minimum of 10 experts per country
(Teaching/training experts, intrapreneurship experts, stakeholders, employees, managers etc.) were
interviewed.
A total of 40 experts were interviewed by the partnership, 10 experts per partner country between February
and April 2018. Individual results per country were gathered by partners and compiled in 4 national reports
that are also available for a more concrete and specific analysis.
A template for the implementation of the interviews with experts was prepared by Campus 02 and INCOMA
and shared with partners (Annex II). This template followed the structure set in section 3.3: Field of activity,
Definitions, most important competences of intrapreneurs and managers, Measures and Framework
conditions to foster intrapreneurship, Personal attitude and Willingness to implement intrapreneurship.

4.1.

ORGANIZATION / IMPLEMENTATION

For the organization of the interviews, partners followed different procedures trying to adapt to the situation
of experts. Therefore, although most of the interviews started with an initial invitation sent by e-mail, it was
followed by different ways of contacting experts and agreeing on the methodology for the interview.
Therefore, some of the interviews were made face-to-face while some others were held by phone, Skype or
e-mail.
The invited experts were selected taking into account their professional expertise, scientific knowledge and
relevant experience in the field of intrapreneurship.
Previous to the interview, experts were sent preliminary information on the project as a whole (aims and
objectives as well as expected results) and more detailed description of the interview's purpose.
At the end of the interviews all experts were asked to sign a declaration of consent allowing the information
collected to be quoted and used for the needs of the SCOPE research.
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4.2.

EXPERTS’ PROFILE

With the aim of gathering various perspectives, experts with a wide range of educational backgrounds were
contacted and interviewed by partners: managers, innovation consultants, entrepreneurs, university
professors and researchers, engineers, scientists, etc. This helped to provide a multidisciplinary research that
counts on the participation of different experts’ profiles.
In the same vein, educational backgrounds of interviewees were diverse, ranging from undergraduates or VET
graduates to graduates and even PhD professors. This has also contributed to define a more complete picture
of the concept’s understanding among stakeholders.
There was larger homogeneity regarding the professional experience of interviewees, as it can be said that
most of the experts contacted are professionals with an extensive experience in their field, having a vast
knowledge on the topic either in a practical or theoretical way.
Also, almost all experts held a high level of responsibility within the company or institution they are working
for, being in some of the cases managers or members of executive teams.
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4.3. FEEDBACK
3.3.1 FIELD OF ACTIVITY
As it has been explained in the previous section, experts interviewed in the partner countries belong to
several fields of knowledge and professional backgrounds. This fact has enriched the research by providing a
complete set of complementary perspectives and points of view.
Concrete and detailed information about experts’ profiles can be consulted in each of the national reports
drafted by partners.

3.3.2 DEFINITIONS
In order to depart from prior conceptions, experts were first asked to give their own definition of
Intrapreneurship and corporate entrepreneurship. Most of the definitions given cover the most relevant
aspects that would later be analysed and developed during the interview.
A complete list of the definitions given by interviewees can be found in each of the national reports drafted
by partners.

3.3.3 MOST IMPORTANT COMPETENCES OF INTRAPRENEURS
Experts that were interviewed highlighted as skills that are essential for intrapreneur the ones related to
analytical and organizational thinking. Given the relation between entrepreneurship and innovation,
creativity and the ability to think outside the box were also pointed out as essential competences that can
lead to new ideas within the company.
Of course, leadership, proactivity and power of persuasion are extremely important in order to pursue the
goals set and to inspire and motivate the rest of the team to work in that direction.
It should be also assumed that the person with intrapreneurial ambitions must have a deep knowledge in the
specific field where the idea will be developed and must be engaged and determined with the projects he/she
is starting. In the process of implementing the new idea, he/she must also be patient and have decisionmaking skills.
However, intrapreneurship also involves challenges that intrapreneurs must be able to handle and, therefore
they are expected to have skills for conflict management and risk assessment as well as a high level of
tolerance towards frustration to face the problems that may arise.
Social skills, such as empathy or intercultural interaction, as well as communication skills are also considered
an important asset when establishing new relations to launch a new business idea.
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3.3.4 MOST IMPORTANT COMPETENCES OF MANAGERS
Most of the experts consulted highlighted leadership skills as one of the key elements to achieve employees’
engagement in intrapreneurship. However, it should not have a traditional approach but a transformational,
participative and inclusive one. This type of leadership implies also a significant level of flexibility and the
ability to transmit passion and motivation for the work to the team.
Managers willing to foster intrapreneurship among their working teams need to have readiness to listen to
employees’ ideas and allow them to make suggestions and commit with corporate entrepreneurship. They
must also have the ability to assess and rate the best and most creative ideas among the proposed ones.
To resolve disagreements and discordances, managers are expected to have conflict resolution and
negotiation skills that should ideally be combined with high levels of empathy, resilience and selflessness.
Communication is also essential within the intrapreneurial process: managers must be able to establish a
good communication strategy based on confidence with the staff they manage so they can easily identify
talent and willingness to launch a new business and assess and support them in the development of these
skills.
To continue with the process, intrapreneurs must count on some specific resources that should be provided
by the company (time, space) as well as on a manager that gives space to innovation and is able to guide the
team through their functions.
For a successful implementation of intrapreneurship, team management should place innovation in the
forefront through a long- term planning that considers intrapreneurship as a fundamental base for business
development.
Capacity to delegate in the members of the team is highly appreciated by experts as a tool to facilitate
intrapreneurial behaviours. It is useful for the empowerment of employees leading them to assume more and
more responsibilities in the implementation of a business model.

3.3.5 MEASURES TO FOSTER INTRAPRENEURSHIP
To facilitate the practical understanding of this topic, experts were asked to share their knowledge on
measures that are being implemented in their countries with the aim of fostering intrapreneurship.
Prominent examples of these measures are the following:




Provide additional financial incentives to generate and implement ideas for new projects; this is a
common practice for the public and non-governmental sector in Bulgaria.
Provide a special e-mail address to send new ideas to the leaders of the organization.
Present own grant schemes for external organizations and individuals, thus generating additional
ideas and providing them with free application. Big companies in Bulgaria such as Vivacom, Moto
Pfohe, Raiffeisen, Kronospan, Kamenitza, Lidl, etc. usually put this measure into practice.
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Enable work on winning and managing projects funded by donor funds by periodically conducting
trainings and briefings to maximize the number of teachers and employees in these processes. Their
work is further evaluated and evaluated through the system of attestation and individual reporting
and R & D planning.
Individual projects that concern different units and that are carried out by experts belonging to a
specific unit that try to transfer and apply good practice from their unit to a different one. This
practice is applied by most manufacturing companies in Bulgaria.
Provide more free time for developing own ideas.
Ensure autonomy, transmit freedom about “how” to do the job, letting the employee to decide on
his/her own performance of a task.
Award prizes and additional remuneration and provide travel opportunities.
Establish a better communication between management and employees.
Create separeted innovation units (local and thematic).
Business plan competitions and internal boards where ideas can be pitched.
Usage of Red Box/Blue Box system (Adobe).
Development of incubational programmes, building own start-up teams, business innovation models
or pitching systems.
Offer internal funding of ideas in combination with a no-questions-asked policy.
Promotion of training for employees, including invitations to keynote speakers concerning the topic
of innovation to foster entrepreneurial culture.
Adopt new working styles, including flexible worktime models, flexible offices and, of course, models
with flat hierarchies (holocracy for instance).
Organize brainstorming sessions and more of an "open door" policy.
Train Human Resources departments on intrapreunership.
Call for an intrapreneurship contest among employees of the company. The most interesting idea
would win and it would be funded.
“Action Learning”: training programs for the development of intrapreneurial skills.
Lego Serious Play: team building exercise to come up with ideas and bring changes.
Creation of a specific service to look for the appropriate actions to cocreate new business models
with our clients; it can be done with clients or internally.
Implementation of a concrete methodology to foster intrapreneurship: someone has an idea, he has
a meeting with an expert in the topic, afterwards he meets someone from the business development
department, and then they build a new team. The head of the innovation team will validate or not
the ideas and the strategic development plan and the project will receive a budget.
Open talk system where anyone can display their ideas and colleagues can ask questions.
Measures from Spanish regional governments to foster corporate entrepreneurship through
initiatives such as: "Programa INNOempresa" (innovation in SMEs) from Generalitat Valenciana,
"Programa Genera" (improvement of entrepreneurial capacity) from Generalitat de Cataluña,
"Program to boost corporate competitivity" from the regional government of Madrid or "Programs
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for internationalization, innovation and entrepreneurship" from the regional government of Murcia
and Cantabria
Examples of good practices in Austria: Casinos Austria, Wiener Linien, Austrian railway company,
Caritas or Silhouette (building special teams for ideas that are at an early stage).

Apart from the abovementioned examples, it should be highlighted that, in most partner countries,
intrapreneurship is not a well-developed and implemented concept and it is sometimes difficult to find
successful practices. In addition to lack of knowledge about intrapreneurship, there are other reasons that
experts have pointed out as drawbacks for the effective implementation of these practices, namely:







Companies work on very intensive projects and experience shortage of staff, so it is hard for them to
follow Google’s example of giving employees time to work on their personal projects.
Poor funding not due to lack of trust in people, but just because the environment is very unstable.
Small size of the companies: to have the basis for corporate entrepreneurship, the organization needs
to be bigger.
Such measures are appropriate and applicable to industries where the employee's workflow is not
fully related to the rate of development of the company, which is the case for example of IT
companies.
No specific policies for fostering intrapreunership - however there are consultancy firms that take the
initiative to propose schemes to foster intrapreunership.

3.3.6 FRAMEWORK CONDITIONS
To deepen in the many ways that intrapreneurship can be fostered, experts were asked about the framework
conditions that could be implemented to better support the intrapreneurial process, being the most relevant:












Development of business activity in the organisation.
Establish links with the Chamber of Commerce and the Chamber of Industry.
Stimulation of internal corporate grants co-financed by economic structures.
Support by senior management.
Horizontal development of companies’ management.
In-house competitions for innovative ideas.
Creation of separate Innovation Units.
Matrix organizational structure of the company’s management.
Employee stock ownership plan – the practice of employees to receive shares of the company for free
or at preferential prices.
Regular team meetings, debate and open discussions, applying the pro-mortem approach (what
would happen if we fail).
Implementation of middle management and talent scouting.
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Commitment to intrapreneurship in all units and board of directors combined with separated
intrapreneurship teams.
Raising awareness about organizational culture: accept failure and learn from it, readiness to assume
risks, long term measures, promoter networks, trainings/workshops, etc.
Innovation Incubator where employees can register their own ideas.
Companies with flat hierarchies.
Implementation of SCRUM methods, originally coming from the IT secto,r to foster a spontaneous
exchange of ideas.
Management with 6sigma.
Providing employees with the required resources.
Listening to employees, consider their opinions and involving them in decision-making
Inform organisations about the benefits of intrapreunership and propose them specific tools that
they may use to foster intrapreunership.
Measures to foster open innovation.
Supportive environment that stimulates new ideas and their expression.
Desing of working environments where confidence prevails and that allows employees to
communicate the mistakes the perceive and the possible solutions they find.
Provide enough flexibility and independence to their employees.
Planned, repetitive and regular time devoted to entrepreneurship projects: mentoring; support and
help in areas such as strategic, financial and legal marketing; opportunity to have projects
acknowledged with support in the launching and start-up; possibility of active societal participation
of managers in the project, etc.
Establish reward systems to strengthen entrepreneurship attitudes between employees.
Learning how to recruit and keep the talent.
Commiment from both sides with regards to project funding: the company appoint a budget to
develop a project, and the employee should stay in the company long enough to develop the project.
Transparence is essential: disclosing information about the costs, payments and benefits.

It is very important that the measures introduced are sponsored by the executive directors of the company
and that they are supported at all the different levels of the hierarchy.

3.3.7 PERSONAL ATTITUDE
In general, the experts consulted at this stage of the project, show a very positive attitude towards
intrapreneurship, which is, from their point of view, one of the key elements to foster innovation, generate
growth in their companies and stay competitive. Intrapreneurs are as well considered as an essential need
for a living/modern company and most of the interviewees have stated they try to implement similar practices
within their companies, especially in the ones of the technological area.They define intrapreneurship as crucial
for successful business development and project implementation both for private and public sectors.
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Among the main ideas that were brought up by experts, it can be said that they found corporate
entrepreneurship is much safer than the “external” one since ideas are being developed in a protected
environment.
Intrapreneurship is considered especially important for organizations that have undergone the first
phases of their lifecycle because they add value to the created, optimizing and adapting it to today's rapidly
changing conditions. However, when organizations grow, they become inevitably bureaucratic, so it is
advisable not to remove the rules and administration at all but, at certain positions and for certain people who
have proven their qualities, to take a calculated risk of giving a wider perimeter of autonomy in decisionmaking and responsibilities.
On the basis of experts’ experience, intrapreneurship improves interaction between employees and the
company through innovative projects from which each part benefits.These initiatives impact positively in the
company and work environment, help to retain talent and human capital and help also to dynamize and
create future innovative business lines for the sustainable growth of the company.
Among the problems noticed by experts, one of the most important was the ability to clearly pinpoint which
employees can be intrapreneurs. Managers have to be careful with the notion of intrapreneurship as it can
lead someone to professional failure, so they need skills to identify talent and support them when starting to
work as intrapreneurs.
To this regard, it is essential too to create the conditions for freedom and creativity of the bearer and
developer of entrepreneurial ideas, giving more space to employees who show the skills needed so they can
unfold their potential without being restricted by bureaucratic procedures. A clear awareness of their own
potential will allow for maximum development potential.
Interviewees also highlighted the importance of appreciating the long term character of this approach, which
is not clear for some CEOs. Intrapreneurship without control is useless so it is essential to count on a strategic
business plan allowing to develop intrapreneurship and give the necessary resources to intrapreneurs.
As mentioned in some other sections, interviewees also showed here their worries about the information
provided concerning intrapreunership and highlighted the importance of raising awareness among
companies to find out how beneficial intrapreunership is for them and to make them realize intrapreunership
is a changing force of our times.
To sum up, personal attitude of experts points out the fact that intrapreneurship is clearly becoming more and
more relevant regarding innovation in companies, but also regarding their competitiveness and growth. To
make intrapreneurship succeed, employees need to realize they are on the same boat as their leader and
have support to develop their ideas and help company to move forward.
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3.3.8 WILLINGNESS TO IMPLEMENT INTRAPRENEURSHIP
During the interviews process, experts have shown their strong determination and commitment towards
intrapreneurship. Most of them shared their already existing practices and expressed intrapreneurial
initiatives are a very important mission for their organizations and could be the solution to some of the main
challenges of companies. Some of them even included intrapreneurship in the strategic plan of the company.
This type of behaviour is present in different sectors (ICT, humanitarian projects, multinationals, etc.)
although some experts also pointed out that intrapreneurship is not desirable in some other areas.
When it comes to educational institutions, they also expressed their willingness to include intrapreneurship
in their curricula from different disciplines such as business administration but not only restricted to it. Some
of the organizations represented have already addressed this topic in their courses, modules or master’s
programs. In order for corporate entrepreneurship to develop, the training of entrepreneurs/managers is very
important as they will be able to absorb new skills that they could later apply to their professional career.
What would be most valuable for students is to introduce this concept through practical activities; only then
would they start accumulating experience and developing skills. Some of the experts consulted shared
examples they are implementing in their institutions and that are based on simulation, project work, students
exchange with companies or case studies.
Some of the experts pointed out that teaching staff should also be trained because sometimes teachers
themselves are counterproductive when it comes to encouraging corporate entrepreneurship.
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5. BEST PRACTICES ON INTRAPRENEURSHIP
To better illustrate the actual situation of intrapreneurship in partner countries, a series of best practices
examples had to be identified and analysed, so they can be useful for further deepening into the needs,
resources required, outcomes to be expected, suitable measures to foster intrapreneurship, etc. To this end,
each partner had to identify 2 best practices, resulting in a total of 4 best practices per partner country.

5.1.

BURGAS FREE UNIVERSITY (BULGARIA)

I. DESCRIPTION BLOCK
1. Title of good practice (GP):
FUND “SCIENTIFIC RESEARCH” OF BURGAS FREE UNIVERSITY
Start year of good practice:
2005
2. Keywords: List 5 keywords that identify the Good Practice
Science, research, initiative, inclusion
3. Stakeholder and target groups
Burgas Free University
Lecturers and students
II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
1.

Details of the institution responsible for the good practice

Name: Burgas Free University
Address: 62 San Stefano str.
City: Burgas
Region:
Phone: +359 900400
Website: www.bfu.bg
Industrial sector: higher education
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III. GOOD PRACTICE

1. Description of good practice:
A research fund was set up at Bourgas Free University (BFU), where every year a percentage of the
University's earnings is invested. The funds are destined to fund teams of lecturers and university
students to carry out projects initiated by them. Funding is conducted on a competitive basis.
Procedures, methodologies and tools for application, selection, financing of project proposals,
evaluation of the results achieved, and application forms were developed, at the same time, a final
filing date was called.
Under the leadership of the Deputy Rector of Research expert committees have been formed to
evaluate project proposals and subsequently control the implementation of the projects.
Each team preparing a proposal can be made up of lecturers and students from BFU.
After evaluating the proposals, they are ranked according to the results obtained and financed
according to their budget and the funds available.
Projects may last for 1 or 2 years and may apply for continuation.
2.

Initial Situation:

Prior to the introduction of this practice, lecturers and students from BFU could apply only for
external funding programs. In some areas, especially in some areas of the humanities and law
sciences, there are not so many opportunities for research funding. Also, for teams of relatively small
research or applied projects, it was more difficult to find funding.
3. Objectives of the good practice:
The main objectives of the practice are:
- to support the implementation of scientific - practical and scientific research within the
organization;
- to broaden and deepen the links of the University with business organizations in their role as
partners and direct beneficiaries of research results;
- to stimulate the upgrading of the innovative capacity of the organization and that of the business
partners;
- to encourage the participation of teachers and students in the initiation of projects;
- to build and increase the competencies of lecturers and students when applying for various funding
programs. This practice is a first step in this direction, and it is expected that promoters and students
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will gain experience and will then participate actively in national and international consortia under
various research funding programs.
4. Methodology (Actions taken for the implementation of the good practice)
The methodology used to conduct the practice is to announce annual competitions with clearly
published rules and priorities.
1. An application form has been developed
2. Methodology and tools for the selection of project proposals have been developed
3. A procedure for proposals has been developed
4. Procedures, methodologies and tools for evaluation and control of project implementation have
been developed
5. Procedures, methodologies and tools have been developed to take into account the achieved
effects and results.
5. Human resources, technology, infrastructure and other resources involved in the good
practice
Използваните ресурси са:
o expert committees formed by teachers and experts in the different areas on which they
apply;
o the administrative and technical staff of the University, which provides all supporting
activities related to the preparation, application, selection, service, implementation,
financing, control, and other activities.
Technology:
The technological infrastructure built within the organization is used
Specific infrastructure:
In case it is necessary and considering the specificity of the research it is permissible to upgrade
and expand the existing infrastructure with additional components and specific elements.
Other resources:
Providing access to documents and information on national, European and global trends and
guidelines across the different strands and domains. It is also possible to co-finance projects from
external business organizations that are contracting entities and / or direct beneficiaries of the
results. Provision of regular training of project teams within thematic flipped / blended / online
self-paced or instructor led training courses, management and administration of projects, as well
as thematic courses taking into account the themes and activities.
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6. Results obtained from the application of the good practice
As a result of this practice, some of the barriers to internal investment are eliminated or
minimized, such as lack of accurate information or bureaucracy. By pooling technical support and
other resources, participants are assisted in various processes.
As a result, each year a large number of lecturers, together with students, apply for and receive
funding for their work.
Many of the trainees subsequently apply for additional funding from outside sources to expand
their research. Students are also trained to participate through work and research that is useful
to them in future realization.
7. Innovative nature of the good practice
Innovation is mainly reflected in the inclusion and encouragement not only of lecturers, but also
of students, in particular, to participate in the development. The practice helps cultivate
productive working relationships. The students' contribution to the development of:
o strategic, critical and analytical thinking;
o ability to work in team
o skills to communicate and negotiate effectively and persuasively,
o skills to demonstrate professionalism and probity, commit to action, display resilience,
promote and adopt a positive and balanced approach to work.
8. Sustainability of good practice
The persistence of the practice is guaranteed by the enormous interest of teachers and students
in it. Initially started as a way of encouraging the entrepreneurship of teachers, it is now an
integral part of BFU's scientific and educational activities.
9. Reproducibility of the good practice in other institutions
This practice could be transferred to other universities and organizations providing educational
services such as colleges and vocational training centers, technical schools, etc.

10.Success factors
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Institutional policy and mechanisms to encourage the participation of teachers and students in
the processes of initiating and implementing projects. Developed procedures, methodologies,
documents and tools for applying the practice. Ensuring a comfortable work environment,
maintenance and infrastructure.
11.Obstacles or difficulties encountered in the development of the good practice
The main problem is insufficient funding. Beginning as a small initiative, today the practice enjoys
great popularity, and, despite the higher funds, they are insufficient to provide sufficient funding
for everyone.
The other problem is the formation of expert committees for the selection and evaluation of
project proposals as it is difficult to find lecturers who are not involved in project work groups.
12. Possible indicators to measure the impact of the measure
The number of yearly submitted and approved project proposals, the amount of revenue from
successfully implemented projects (commercial effect), the number of business organizations
willing to cooperate with the University are key indicators for the successful and sustainable
development of this practice. To them we can add the level of motivation and employee
satisfaction, as well as the research output (number of scientific articles published on the basis
of these projects).
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5.2.

BURGAS UNIVERSITY PROF. DR. ASEN ZLATAROV (BULGARIA)

I. DESCRIPTION BLOCK

1. Title of good practice (GP):
Organization and conduction of production activities at Prof. Dr. Asen Zlatarov- Burgas University
Start year of good practice:
2015

2. Keywords: List 5 keywords that identify the Good Practice
Industrial project, business activity, scientific research, scientific product, realization
3. Stakeholder and target groups
Scientific - academic and research staff at the University "Prof. Dr. Assen Zlatarov "- Burgas
II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
1. Details of the institution responsible for the good practice
Name: Университет „Prof. d-r Assen Zlatarov” Burgas
Address: bul. Prof. Yakimov, 1
City: Burgas
Region: Burgas
Website: http://www.btu.bg
Industrial sector: Engendering, Communications, Blue technologies
III. GOOD PRACTICE

1. Description of good practice
Organization and conduction of production, research and business activities

2. Initial Situation:
The scientific research includes fundamental and applied research, as well as, inventive, patent,
licensing, expert, consultancy, artistic-creative and sports, etc. activities.
The production activity includes scientific-production and training-production activities.
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This practice integrates these two classes of activities into a common process that generates positive
material and non-material effects for both the University and external organizations.

3. Objectives of the good practice:
Research Activities and Production Activities are carried out by an academic, academic-research,
research or artistic-creative staff, called "Academic staff", PhD students, students, auxiliary technical
staff of the University, dedicated specialists and specialists from external organizations.

4. Methodology (Actions taken for the implementation of the good practice)
The scientific activity in the organization is carried out in compliance with the provisions and the
prescriptions under Art. 63 para. 1 of the Higher Education Act (Law on Higher Education), it is
planned, discussed and accepted in the Departments.
The research and production activities are carried out in the "Scientific research and production and
production activities" sector. The sector has three units:





"Research Sector" (RS);
Science and Production Activities (SPA);

Unit "Training and Production Activity" (UTPA).
Contracts are prepared for the process of carrying out research, artistic, scientific-production,
educational-production, expert, consultancy, servicing and other activities for the needs of external
organizations related to the use of the University's facilities.

5. Human resources, technology, infrastructure and other resources involved in the good
practice
Human resources:
Research Activities and Production Activities are carried out by a teaching, academic-research,
research or artistic-creative staff, called "Academic staff", PhD students, students, auxiliary technical
staff of the University, dedicated specialists and specialists from external organizations
Technology:
All technologies and resources available at the University are used in view of the priority direction of
the activity.
Specific infrastructure
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University infrastructure, laboratories, educational and production facilities.
Other resources:
Available economic infrastructure in Bourgas District. Conduction of trainings in order to build /
expand the competencies of participants if the business activities require it. Use of services and
intervention by external experts and / or business organizations.

6. Results obtained from the application of the good practice
The Academic staff creates intellectual property, enjoying rights and obligations under the Patent
Law, the Copyright and Related Rights Act and the Competition Law.

7. Innovative nature of the good practice
Conditions for realization of the product from fundamental and applied research, inventive, patent,
licensing, expert, consultancy, artistic-creative, sporting and other activities are created.

8. Sustainability of good practice
Rules for Scientific- Research and Production activities are available.

9. Reproducibility of the good practice in other institutions
Carrying out of research, artistic, scientific-production, educational-production, expert, consultancy,
service and other activities for the needs of external organizations is recommended and supported.

10. Success factors
A methodology for carrying out business activities at the University has been developed, all
procedures are regulated, detailed, and included in the University's Regulations. Students are
motivated to engage actively and thus accumulate practical experience in parallel with university
education. Teachers have the opportunity to work on the creation of patents and rationalizations in
different fields, which also contribute to their scientific development.
The University promotes this type of activities and the results achieved through the publication of
printed and electronic scientific publications, by organizing information days, thematic conferences,
symposia and other scientific events.

11. Obstacles or difficulties encountered in the development of the good practice
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Academic staff is highly occupated.

12. Possible indicators to measure the impact of the measure
The academic staff creates intellectual property by enjoying rights and obligations under the Patent
Law, the Copyright and Related Rights Act and the Competition Law. In this sense, the variety and
number of activities started and successfully completed, as well as the number of members of the
academic staff, registered patents and rationalizations, the commercial effect, the winning awards
from competitions are an important indicator for measuring the effects of this practice.

5.3.

SITEGROUND HOSTING EOOD (BULGARIA)

I. DESCRIPTION BLOCK

1. Title of good practice (GP):
Attendance to international job-related events
Start year of good practice:
2008

2. Keywords: List 5 keywords that identify the Good Practice:
International seminars, knowledge transfer, innovations, motivation

3. Stakeholder and target groups:
All employees of the company, especially from the Marketing department, Software Development
department, Legal department, etc.
II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
SiteGround Hosting EOOD
Valentina Kozhuharova, HR Manager (temporary replacement)
1.

Details of the institution responsible for the good practice
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Name: SiteGround Hosting EOOD
Address: 8 Racho Petkov Kazandzhiata Str.
City: Sofia
Region: Sofia, Bulgaria
Phone: +359(2)8500005
Website: www.siteground.com
Industrial sector: ICT sector
III. GOOD PRACTICE

1.

Description of good practice:
We send our employees to conferences in Bulgaria, Europe, the United States, dedicated to topics in
the scope of their professional interests. After the conferences the attending employees, share the
new knowledge with their colleagues and other team members on their own initiative. In this way
many new solutions/methods that are presented by some of the world's leading lecturers in the field
can be implemented in our company. Often based on the new knowledge gained through these
events, decisions are made to implement a new approach/methodology in projects or daily work,
which leads to positive impact for the team and overall - to the development of the company.

2. Initial Situation:
SiteGround is among the top 5 companies in the web hosting sector in the world. If the company
doesn’t keep track of the latest developments in the sector it wouldn’t be able to keep its competitive
advantage.
Although, there is a lot of information freely available on the internet, it is hard to find quality,
meaningful, or actionable content. That is why conferences save time and what is more the breakout sessions and workshops allow you to put ideas to the test which really gives a hand-on
experience.

3. Objectives of the good practice:
The objective of the practice is to boost the knowledge of the company employees and help them
learn at a faster pace the new technologies/methods related to their work. SiteGround also uses this
opportunity to show their appreciation for their employees and that they are an important asset for
the organization and that the company is ready to invest in their personal and professional
development.

4. Methodology (Actions taken for the implementation of the good practice)
There is a planned annual budget of approx. 2000 euro per person for attendance of various
international job-related conferences, seminars and events. Every employee who would like to
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voluntarily attend an event national or international files a request to the HR department. The HR
specialists along with department and team managers discuss the received applications and evaluate
them according to a set of criteria – link to the activities of the company, possible positive effects for
the company, benefits/costs ratio, etc. Based on this evaluation the various applications are
approved or denied. After the event has taken place the employees who attended it are encouraged
(but not obliged) to share what they have learnt with their colleagues in a formal way through an
internal meeting and presentation or in informal way by talking to other colleagues from the
department or during coffee breaks and lunch breaks. The days during which the employee attends
the event are treated as business trip days and do not affect their annual holiday.

5. Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: every person from the company who wants to attend an event can apply and be
approved to travel. Of course, they have to organize their tasks so that their work is not behind.
Technology: no special technology is needed.
Specific infrastructure: only meeting rooms and multimedia equipment for the cases when the
employees who attended the events want to share in a formal way with their colleagues what they
have learned.
Other resources: financial resources necessary for covering the travel, accommodation and daily
allowance costs of the employees.

6. Results obtained from the application of the good practice
The company observed the following positive effects of the good practice:
+ a lot of new knowledge is brought back to the company and shared;
+ increased performance of employees;
+ increased motivation of employees;
+ higher satisfaction from work – sometimes at these conferences employees have the chance to meet
with their business idols which is very inspiring;
+ better connection to the company – higher retention rate;
+ more positive attitude to the job;
+ taking break from work improves the effectiveness of the employees after they return.
As a result, from the practice the company introduced new technological framework: Symfony, new
programme language: golang, the marketing department started a new kind of meetings for discussing
all positive achievements of the department.

7. Innovative nature of the good practice
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As a whole the practice is common for the IT sector as well as for other sectors. What is innovative for
SiteGround is that they encourage their employees to visit international events not only national and
cover their costs to full extent.

8. Sustainability of good practice
The described good practice has sustained for more than 10 years already. The company sees the positive
effects of this activity and will continue to invest in the development of its employees.

9. Reproducibility of the good practice in other institutions
The practice can be easily reproduced in other organizations as long as they allocate budget for it.

10. Success factors
Usually the success of the practice depends on whether the right people were sent to the event – people
with the necessary level of knowledge in order to benefit to the maximum from the event. Sometimes
the materials presented at the conference do not correspond with what is initially advertised, or the
content is too generic which leads to disappointment of the participants.

11.

Obstacles or difficulties encountered in the development of the good practice
One of the most common obstacles is when the event coincides with important deadlines within the
company then it is very difficult for employees to join the event.
Also, financial resources may be sometimes an obstacle when the participation in the event is quite high
and together with the expenses for travel exceeds the available budget.

12. Possible indicators to measure the impact of the measure
It is very difficult to measure some immediate impact after the events as the effects are more qualitative
(intangible) than quantitative. The positive impact on the company is visible in the long run – higher
motivation of employees, lower staff turn-over, etc.
What is a significant impact is that very often the employees of SiteGround become speakers at national
conferences and other events held in Bulgaria. This contributes to their professional development and
boosts their confidence. Thus, they can develop a reputation as experts in their industry.
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5.4.

EUROPEAN CENTER FOR QUALITY (BULGARIA)

I. DESCRIPTION BLOCK
4. Title of good practice (GP):
Preparing and implementing international projects
5. Start year of good practice:
2006
6. Keywords: List 5 keywords that identify the Good Practice:
International pro-activeness, international team, networking, self-determination
7. Stakeholder and target groups:
All employees of the company, who speak fluent English
II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
European Center for Quality Ltd
Ludmil Manev, Managing Director
office@ecq-bg.com
+359 2 971 89 32
1.

Details of the institution responsible for the good practice

Name: European Center for Quality Ltd
Address: 8 Racho Petkov Kazandzhiata Str.
City: Sofia
Region: Sofia, Bulgaria
Phone: +359 2 971 89 32
Website: www.ecq-bg.com
Industrial sector: Management consultancy sector
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III. GOOD PRACTICE

1. Description of good practice:
The good practice of the company comprises the possibility for every employee, who speaks fluent English,
to prepare a project on his own idea in a topic that they are interested in or want to develop competence in.
Employees are encouraged to contact international institutions working in the respective field and invite them
to take part in the project. The ideas are most often realized through own funding and donor programme
funding.
Employees are able to design a project based entirely on their idea, build a partnership with which to
implement it, apply for funding and if the proposal gets approved can implement the project and see how
their idea becomes reality and produces tangible results.

2. Initial Situation:
The main activity of ECQ Ltd is business consulting of SMEs in the field of EU project development and
implementation. This business activity involves a lot of paper work and bureaucracy and after several months
of doing it, it becomes quite routine. Since all members of ECQ staff had developed excellent skills in project
management and implementation they were encouraged to look for other types of projects that would be
more interesting and exciting to them, in addition to the routine ones.
Thus, people started generating ideas and looking for collaborators on international level to implement their
ideas. Some of the topics on which ECQ employees have worked and implemented projects are creativity and
innovation, gender equality, sustainable tourism, quality international mobilities, etc. Some of them were
even implemented under the Erasmus+ programme.

3. Objectives of the good practice:
The objective of the practice is to allow employees to develop in fields they are interested in, even if they are
in a totally different field than the usual business activity of the company. Thus, employees boost their
knowledge, have the opportunity to learn a lot of new things and are much higher motivated to stay in the
company, having the freedom to work on things that interest them.

4. Methodology (Actions taken for the implementation of the good practice)
Employees are encouraged to think of various ideas, sometimes they even gather to make brainstorming
sessions together. After many ideas are generated they are assessed and the most voted for is selected. Then
a team of between 1 & 3 employees starts to develop the idea into a concept. There is even a folder in which
anyone with some new idea can drop it so that others may be inspired by it. When the idea is conceptualized,
planning of the consortium of partners who can implement it starts. The profile of the organizations that
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would contribute most to the idea is built and respective organizations are sought first within ECQ’s network
and afterwards, if no suitable partner is found, in other databases, internet, organizations with similar
initiatives and so on. The best fitting organizations are invited in the project and relevant programmes for its
funding are sought. A proposal is written and if it gets approved the team starts to work on the project. Most
projects are short term between 2 and 3 years. Many results of such projects afterwards were used also by
the company and other employees not directly involved in the project.

5. Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: every person from the company who wants to develop own idea into a project is
welcomed to do so, as long as this is coordinated with the manager. If it is possible some of the tasks of
this employee are delegated to others or postponed so that the employee can focus on developing the
idea.
Technology: no special technology is needed.
Specific infrastructure: no special infrastructure is needed.
Other resources: financial resources necessary for cofounding of the ideas when there is only partial
funding from external sources.

6. Results obtained from the application of the good practice
The company observed the following positive effects of the good practice:
+ increased interest and motivation of employees;
+ higher retention rates – the average period of employees working for ECQ is min. 5 years.
+ development of many interesting ideas into new products and services offered by the company;
+ higher satisfaction from work – freedom and autonomy to work on topics that are interesting to them
+ more positive attitude to the job;
+ taking break from the routine work which improves the effectiveness of the employees after they return
to their usual tasks.

7. Innovative nature of the good practice
As far as we know no other company has exactly the same initiative. Most companies which encourage
development of internal project usually define the topics and assign the teams. While in our case both
the topics and the teams are initiated only by the employees themselves.

8. Sustainability of good practice
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The described good practice has sustained for more than 10 years already. The funds for its sustaining
come from donor programmes and from spare funds from the other business activities of the company.
As the management team sees it this is reinvestment in the company to ensure its further growth.

9. Reproducibility of the good practice in other institutions
The practice can be easily reproduced in other organizations as long as they are ready to give this kind of
freedom to their employees and engage in projects which are outside the usual scope of activities of the
company.

10. Success factors
The main success factors are the tolerance to failure from the side of the management (and to
communicate it well with the employees as well) and to motivate employees to bring their ideas to a
results and not to give up too early.

11. Obstacles or difficulties encountered in the development of the good practice



Lack of knowledge to bring the ideas to result – in such cases additional external experts are sought.
Lack of funding – if no donor programme approves the project proposal and if there are not enough
spare funds to realize it with company finances, then the idea has to be postponed.

12. Possible indicators to measure the impact of the measure
The impact is measured by quantitative indicators such as the received funding through international
projects as well as by qualitative indicators – the higher retention rate of employees, increased
motivation, more positive attitude to work.
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5.5.

CASINOS AUSTRIA (AUSTRIA)

I. DESCRIPTION BLOCK

1. Title of good practice (GP):
Awesome!ness Challenge
Start year of good practice:
2015
2. Keywords: List 5 keywords that identify the Good Practice
Contest, innovation, Idea management, idea development, reward system
3. Stakeholder and target groups
Employees
II. RESPONSIBLE INSTITUTION AND CONTACT PERSON

1.

Details of the institution responsible for the good practice

Name: Casinos Austria
Address: 1038 Wien, Rennweg 44
City: Vienna
Region: Vienna
Phone: +43 1 53440 50
Website: https://www.casinos.at/de/casinos-austria
Industrial sector: Lottery
III. GOOD PRACTICE
1. Description of good practice:
A contest of employees of Casinos Austria to bring in and develop their own ideas. 100 people handed
in 69 ideas. 10 teams were selected to present their own ideas in the frame of the opening event of
the innovation lab. The best three teams could further develop their projects. All three teams were
awarded with journeys to famous innovation hubs (Silicon Valley, Berlin)
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2.

Initial Situation:

The beginnings of idea management at the Austrian Lotteries /Casinos Austria (from 2010) initially
ran in conventional ways. Employees were able to contribute their ideas via the "Idea-rich" SharePoint
solution on the "infonet" intranet. The special touch - in comparison to other models - was a staff
voting, which had an effect on the awarding of the prizes to the idea-contributors.
3. Objectives of the good practice:
Firstly, generating ideas for the company.
Furthermore, the motivation and commitment of the employees are strengthened and the
emigration of good employees, due to frustration experiences by slow movement of the big
"corporate tanker" is counteracted. Employee motivation occurs through the opportunity to
participate in the Challenge as well as through the Incentive, a week's Silicon Valley Tour. The insights
from the Valley benefit not only the winning team, but the entire company. The teams transfer these
into their areas and networks, thus making an essential contribution to cultural change.
4. Methodology (Actions taken for the implementation of the good practice)
Employees are encouraged to participate at the contest by awards and small benefits. They can
spend some working time developing their ideas. Another incentive is that YOUR generated idea
will be implemented.
5. Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: 40 working days per team
Technology: NA
Specific infrastructure: Innovation Lab
Other resources: rewards (money, journeys etc.) for participants at the challenge
6. Results obtained from the application of the good practice
 Employee motivation
 newly developed processes and products to satisfy customer needs
7. Innovative nature of the good practice
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The program encourages all Casino employees to submit the ideas, and develop it to a project,
although only the best ideas are selected to be further developed.
8. Sustainability of good practice
Although the challenge was not repeated until now, it could be started again at anytime.
9. Reproducibility of the good practice in other institutions
There are no special resources needed to establish this kind of contest in other institutions. The
innovation hub with its open space concept supports the innovation process.
10.Success factors
The innovation hub with its open space concept supports the innovation process initiated by
the contest. Additionally, Casinos Austria launched different trainings such as Design thinking,
facilitating, the innovation summer academy etc. Diverse events such as the Innovation day, the
innovation breakfast, crazy Thursday etc. serve the purpose of raising awareness in the
necessity of innovation.
11.Obstacles or difficulties encountered in the development of the good practice
Possible difficulties could be lack of coaching of the participants and for some of the
participants the ‘black hole experience’.
12. Possible indicators to measure the impact of the measure
100 employees participated; 69 project ideas presented, X project implemented, x customers
satisfied.
Sources:
https://www.lotterien.at/pressemitteilung/artikel/casinos-und-lotterien-ideenwettbewerbsieger-fliegen-ins-silicon-valley/
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5.6.

SAP (AUSTRIA)

I. DESCRIPTION BLOCK

1. Title of good practice (GP):
Intrapreneurship Program
Start year of good practice:
2015
2. Keywords: List 5 keywords that identify the Good Practice
Start-up, disruptive innovation, develop business ideas, ideas, venture investor
3. Stakeholder and target groups
Target group: all SAP employees
Stakeholder: Albrecht Ricken
II. RESPONSIBLE INSTITUTION AND CONTACT PERSON

1.

Details of the institution responsible for the good practice

Name: SAP
Address: Lassallestraße 7b
City: Wien
Region: Austria
Phone: +43/1/288 22-0
Website: sap.com
Industrial sector: technology
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III. GOOD PRACTICE
1. Description of good practice:
An opportunity for SAP employees to develop their business idea in a start-up-like environment.
2. Initial Situation:
Employee participation and enthusiasm went well beyond expectations. Employees submitted more
than 800 ideas.
3. Objectives of the good practice:
Transform the way businesses are run
4. Methodology (Actions taken for the implementation of the good practice)
SAP acts like a venture investor; Participating employees stay with SAP, but move temporarily into the
Intrapreneurship program to develop their business; SAP selects the ideas with the strongest
potential for disruptive innovation;
5. Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: Corporate Entrepreneurship Department in the German parent company
Technology: N/A
Specific infrastructure: Funds are designated for employees to undergo intrapreneurship training,
and for them to be placed into a start-up like environment. Winning teams are given funds to put
their ideas out into the market.
Other resources: N/A
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6. Results obtained from the application of the good practice
Employees return from the program more knowledgeable and fulfilled with their job. Even if the
idea doesn’t win the program, the training employees receive changes their perspective at work
and encourages them to be more innovative in everyday life.
The 2 teams that win are equipped with money and work to put the idea out onto the market.
7. Innovative nature of the good practice
The program encourages all SAP employees to submit the ideas, creates a start-up environment
for the project, SAP acts as a venture investor, all employees are encouraged to submit feedback
for ideas, SAP encourages ideas that show potential to be disruptive innovators
8. Sustainability of good practice
The company must be dedicated towards innovation, meaning that it does not become
‘comfortable’ in the market and always looks for new ideas and innovations to create new growth.
Employees must buy into the company’s corporate entrepreneurship, and the company must
maintain this buy in for the program to be successful in the long run.
9. Reproducibility of the good practice in other institutions
Companies wishing to reproduce this program must be a large company with resources to fund
projects and hire staff specifically for this program. The company’s environment must be one that
fosters innovation, and empowers employees to act as entrepreneurs. The company must be
flexible enough that employees may leave their position for 3 months. Co-workers must be willing
to pick up the work of absent employees.
10.Success factors
The idea must have strong potential to be a disruptive innovation, strong organization and
leadership from the campaign manager.
11.Obstacles or difficulties encountered in the development of the good practice
Lack of coaching: idea submitters focus on technical details and do not understand what it takes
to describe a business.
The ‘black-hole experience’: the feeling that authors have if they submit their ideas but never get
an answer.
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12. Possible indicators to measure the impact of the measure

Number of patents, customer satisfaction, employee satisfaction, profitability, communication between
employees (inter-departmental, any silos, comfortable talking between hierarchies), growth rate (i.e.
market share growth rate where new innovations are released.)

Sources:
https://blogs.sap.com/2016/03/05/how-to-establish-a-successful-intrapreneurship-program-some-insights/
https://www.youtube.com/watch?v=FnzUgFmuNbk
https://www.intrapreneurshipconference.com/sap-case-study-harnessing-brain-power-70000-employeesgenerating-new-business-value/

5.7 AVL STRATEGY INNOVATION (AUSTRIA)
I. DESCRIPTION BLOCK

1.Title of good practice (GP):
AVL List GmbH Technology – Consulting
Start year of good practice:
2014
2. Keywords: List 5 keywords that identify the Good Practice
Portfolio Management, Innovation, Corporate Entrepreneurs, Inspiration; Business model concepts
3. Stakeholder and target groups
Employees of the company, Top management, Cross department approach

II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
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1.

Details of the institution responsible for the good practice

AVL LIST GMBH
Hans-List-Platz 1
A 8020 Graz
Austria
Industrial sector: Automotive Industry
Ing. Harald Petschnik BSc MA
Global Business Development Manager

III. GOOD PRACTICE

1.Description of good practice:
Technology Consulting; Customers are driven to play to new rules on the automotive market;
Different new products and services are established in a completely new manner. Customers of AVL
are confronted with a much more complex product structure in terms of electric propulsion. There is
not only the gasoline and diesel engine anymore, there are all kinds of hybrids, battery propulsion
and different new propulsion concepts. At the end every Original Equipment Manufacturer (OEM)
has to fulfil certain goals set by legislation. Until now, they show a reluctant behavior when it comes
to change, so they need consulting to achieve it. AVL is set to deliver the required knowledge, but
knows, that only internal change and efficiency bundling can result in real sustainable consulting
products. Therefore, there is a strong need for entrepreneurial scenarios already established upfront
within AVL. Out of that business development and entrepreneurial thinking was established as a
management task.

2. Initial Situation:
Market leading automotive companies where used to a well-known game in developing engines,
power trains and cars. Expertise on the respective subject area has been created in a very detailed
way. However, the world is changing. It is getting more complex, new players appear on the field of
automotive development. So organizational change and entrepreneurial thinking appeared on the
strategy board of AVL.
3.Objectives of the good practice:
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Complete and impervious limits between departments will not work anymore. Structures are
necessary, but the good practice aims to remove the boundaries in the heads of the people when it
comes to projects, products and services for the customers.
4.Methodology (Actions taken for the implementation of the good practice)
As a business development manager (BDM), you are kind of a corporate entrepreneur within AVL.
You have to be. This position was established to enable crossover projects, with the force to ignore
existing boundaries. In the structure below there are still department boundaries, as a huge company
needs structural elements, but as a BDM you have to search for business opportunities, you have to
foster them, you have to create a network and you have to raise money for it. Like an entrepreneur
does.
5. Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: Business Development; Product Management
Technology: Business Intelligence Tools
Specific infrastructure:
Other resources: Globally operating technology company
6.Results obtained from the application of the good practice
AVL is already winning projects by convincing the customer to invest in new technologies with this
strategic approach. Involved employees receive the honor of such deals, Promotion when there is a
deal. Employees want to be part of the company’s success.

7. Innovative nature of the good practice
AVL is in a good position on the market and therefore able to conduct such innovative projects.
Existing boundaries and structural limitations are overcome, and completely new business fields are
tapped.

8. Sustainability of good practice
Depends on the person in charge / of his/her motivation
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This means, that the good practice is bound to a person in charge, which is willing to create
sustainable solutions for the company.
The good practice itself can be described as sustainable, as AVL does BDM for many years now.

9.Reproducibility of the good practice in other institutions
It strongly depends on the size of the company. The present case is more likely to be adapted by big,
multinational companies, which have the ability to create BDM positions. Places where you have the
freedom to act within a big network and a management to support it.

10.Success factors
•
•
•
•
•

Sell your projects internally
Find Allies
Find Promotors
Communicate / Reach for quick wins
Show the created value

11.Obstacles or difficulties encountered in the development of the good practice
It is not always easy for people that are good technicians to think in a holistic way. You have to
convince people to be part of the project.
12.Possible indicators to measure the impact of the measure
More and more projects that won by AVL because of the unification of the departments. Alignments
and meetings between former separated units. More and more overlapping and synergies between
departments.
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5.8 SIEMENS QUICKSTARTER (AUSTRIA)
I. DESCRIPTION BLOCK

1.Title of good practice (GP):
SIEMENS QUICKSTARTER
Start year of good practice: 2015

2.Keywords: List 5 keywords that identify the Good Practice
Crowd, innovation fund, mixed innovation, project based, crowd decision

3.Stakeholder and target groups
employees (=crowed)
II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
1. Details of the institution responsible for the good practice
Siemens AG
Corporate Technology
CT TIM VS
Otto-Hahn-Ring 6
81739 Munich
Germany
Dr. Christian Homma
Crowd Innovation Evangelist and Quickstarter Initiator.
III. GOOD PRACTICE

1.Description of good practice:

Siemens purposefully started to foster Open-Innovation-Approaches. One of this approach is the
internal idea generating competition “Quickstarter” which started in 2015. This is a creativity
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competition open to every employee. Therefore € 500.000 are invested per year. What makes
Quickstarter special, is the decision-making process. In this case, it isn’t the management – as it’s
the typical way –who decides which ideas win the competition and which employee/group of
employees gets his/her/their idea funded, it is the crowd. Each and every employee has one vote,
no matter of the hierarchical level, position, etc. Each employee (or group of employees) with a
good idea has four weeks to present it on an online platform. During this phase very often,
interesting discussions start about the presented ideas and further possibilities to elaborate on
them. These discussions especially foster communication between colleagues of different
Siemens business units and hierarchical levels. After this presentation phase, the investors – the
employees – which register for taking part in the Quickstarter process, can assign on common
budget to the project they prefer. Projects, which achieve the needed amount of money, are
realized afterwards, no matter who presented it or what the idea was.
2. Initial Situation:

There were already many different initiatives to foster intrapreneuership, but mostly they were
top down initiatives and the final decision was made by the management board or some experts
from higher management levels. This was to be changed by the Quickstarter initiative.
3.Objectives of the good practice:

With Quickstarter the aim was to shift the decision making and selection of good internal ideas
from higher management to the crowd. The crowd are all employees from all different
hierarchical levels. Each member of the crowd has one vote, to vote for his/her favourite idea. So
not only ideas which were elected from top management have the chance to be appreciated and
finally realized.
4.Methodology (Actions taken for the implementation of the good practice)





Guaranteed budget and commitment from the top management
Establishment of own staff unit to organize and supervise the Quickstarter initiative
Being open to all kind of innovation ideas

5.Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: Establishment of own staff unit Quickstarter and crowd innovation
evangelists.
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6.Results obtained from the application of the good practice

78 presented ideas, 26 fully funded (decided by the crowd) ideas, extremely big variety of ideas
e.g. generic driver platform for industry 4.0, IT security improvements, Offshore Algae Farming
7.Innovative nature of the good practice

Crowed instead of single (top management) decision on new ideas.

8.Sustainability of good practice

Budget for Quickstarter (staff unit and idea competition) is guaranteed for the upcoming years.
9.Reproducibility of the good practice in other institutions

Basically, a crowd decision model can be established in every organisation. Nevertheless, the
budget needs to be guaranteed and top management has been very committed to this innovation
model, as any kind of idea pitched by any employee can be selected and pursued.

10.Success factors






crowd decision making
motivation of employees to be creative as it will be evaluated by everyone and he/she is
not dependent on decision making of single management decision maker
guaranteed budget
commitment of the top management

11.Obstacles or difficulties encountered in the development of the good practice

The budget needs to be guaranteed no matter which idea is selected by the crowd.
12.Possible indicators to measure the impact of the measure




Ideas submitted
Maybe ROI for submitted ideas, depends on the type of idea
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5.9 PEARLFARM (GREECE)
I. DESCRIPTION BLOCK

1. Title of good practice (GP):
PearlFarm
Start year of good practice:
The platform started in 2016 having as initial name the WAGI (what a good idea). But later its
name changed to PearlFarm, in order to underline that the ideas of the employees are pearls.
2. Keywords: List 5 keywords that identify the Good Practice
Innovation, rewarding, feeling of satisfaction and recognition, participation, bottom-up
3. Stakeholder and target groups
All employees, regardless of their job position and hierarchical level, are welcome to participate
in this initiative.

II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
1.

Details of the institution responsible for the good practice

Name: Beiersdorf Hellas
Address: Agiou Nektariou 2
City: Gerakas 153 44
Region: Attiki
Phone: 21 0660 0000
Website: https://www.beiersdorf.gr/
Industrial sector: personal care

III. GOOD PRACTICE
1. Description of good practice:
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The continuous changes in the business world and the society, the rapid transition toward a new
digital reality, and the need to embed all the changes in the culture of the company resulted in a
myriad of adjustments in the way the employees of Beiersdorf think and act.
Many times the employees were bringing up the fact that they had ideas (business ideas
inclusively), but they lacked the tools to proceed to their testing and implementation. So, the
employees were expressing their ideas either to the Department of Human Resources or to the
managers of their department. Many of these ideas were lost on their way and didn’t make it to
the implementation.
Thus, there was a need for a “platform” that would collect all the entrepreneurial ideas from the
employees, without restrictions in relation to the field.

2.

Initial Situation:
Before the initiative, no formal procedure to facilitate employee participation in idea creation and
sharing existed.

3. Objectives of the good practice:
The objective of this initiative is to motivate the employees to express and develop their ideas
freely. The business executives are there to support these ideas and to motivate the employees
to think new and innovative practices. The new practices could be applied either to improve any
aspect of the business’ production and operation, or the employees’ working environment.
In general, the objective of the Action is to promote an environment of collaboration, synergies,
and complementarities. Also, this initiative focuses on creating a sense of collaboration,
enhanced belongingness, and personal contribution to all individuals employed by the company.
4. Methodology (Actions taken for the implementation of the good practice)
All employees can submit ideas on the platform. The ideas are then assessed and the best ones
proceed for implementation. The persons behind the ideas are invited to participate in the
implementation phase. To facilitate this participation, the creators of the idea may undergo
related training if needed. What is worth mentioning is that the company also rewards
participation in the initiative, motivating hence employees to engage.
Also, there is a continuous campaign to promote the Action with posters and discussions.

5. Human resources, technology, infrastructure and other resources involved in the good practice
Human resources:
For the correct implementation of the idea and in order to remain loyal to the philosophy
that the employee is the main driver of the idea, a project team is being formed with
colleagues from different departments of the company. The team has a mentor from the
leadership which provides guidance and support needed during the project implementation.
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Technology:
This platform is based on SAP, and thus it is a SAP Module. The company uses SAP which is
user friendly and which allows the recognition of any user by the system.
Specific infrastructure
No specific infrastructure, other than a platform in the intranet
Other resources:
The project is sponsored by a small annual budget which covers the winners’ gifts. The
employees are rewarded not only for their brilliant ideas, but also for their participation. The
brightest ideas win an educational trip.
6. Results obtained from the application of the good practice
It is too early to assess the results from the application of this practice, as it only started a couple
of years ago. However, the first indications are very positive, bringing together employees of all
kinds of expertise (Marketing, sales, R&D, production, packaging) and allowing everyone to
contribute to the future of the company.
The Action offers an environment in which the employee feels that the company supports all the
entrepreneurial ideas and tries many of these ideas to be implemented. This nourishes the
feeling of satisfaction and team involvement. The employees feel that their ideas are heard and
the company believes in them.
In the first year of the Action’s implementation, one of the employees idea about a product was
recognized not only by the local branch, but also by the headquarters. The new product is
expected to be launched in 2018.

7. Innovative nature of the good practice
The innovative aspect of this action could be considered the rewarding system. Employees are
rewarded not only when their idea are chosen for implementation, but also for participation.
Also, the platform has innovative aspects because it allows the submission of ideas in different
categories. Besides new entrepreneurial products and services, there are categories like wellbeing, health, team building and operation, working environment, etc.

8. Sustainability of good practice
As with any other Action, the biggest challenge is its sustainability and establishment as a
practice/routine of the company. A big role in that is played by the continuous communication
and rewarding on behalf of the leadership. Another important aspect is the commitment of the
company and the leadership to the real implementation of the innovative ideas, and not leaving
them only on papers.
The sustainability of this initiative is largely dependant upon management commitment in
nourishing the culture of ideas creation. To the extent that rewarding for participation continues,
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(both in terms of material prizes as well as recognition and respect for the most creative
employees and teams), it is highly likely that employees will have reasons to participate.

9. Reproducibility of the good practice in other institutions
Such an initiative can be easily reproduced by other organizations.
The platform is also linked to an international platform, on which everybody can submit an idea
for a new product, and can spend some of his/her time for the project’s implementation.

10.Success factors
The success factors of the Action and its sustainability are interlinked. That is, the success of the
Action depends on how the business’ leadership and executives are going to nourish the culture
of intrapreneurship in order to emancipate the company’s full potential. The rewarding system of
the action is one of the factors that will feed both its sustainability and success. At least, until it
becomes a well established and ingrained culture of the company.
Among the success factors:
 open procedures and channels for communication
 open-mindedness towards new ideas
 employees’ skills variety
 recognition and rewarding system

11.Obstacles or difficulties encountered in the development of the good practice
No obstacles or difficulties were encountered. The platform was launched and it gradually started
attracting the interest of employees, without problems or any resistance.
12. Possible indicators to measure the impact of the measure
A key indicator is employee satisfaction. In fact, the company was recognized as one of the Best
Workplaces in Greece for 2016 and 2017. The particular action is one of the aspects that was
considered to be an asset for the company as a preferred employer.
Other indicators to measure the impact of the measure are:
 Fame of the company for its innovativeness
 Attraction of creative human resources
 Encouragement of the Creativeness and innovation
 Development of innovative products and services
 High moral and low leaving rate of the employees (especially the creative ones)
Other than this, new products, sales of new products, patents, cost-saving could serve as
indicators of such an initiative.
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5.10 TALOS’ MONTHLY MEETINGS (GREECE)
I. DESCRIPTION BLOCK
1. Title of good practice (GP):
Talos‘ Monthly meetings
Start year of good practice:
2009
2. Keywords: List 5 keywords that identify the Good Practice
Meetings, motivation, empowerment, creativity, brainstorming

3. Stakeholder and target groups
Everyone within the company, regardless of job position and hierarchical level is invited to
participate.
II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
1. Details of the institution responsible for the good practice
Name: Talos Avionics
Address: 700 13, Plastira Ave
City: Iraklio
Region: Crete
Phone:
Website: www.talosavionics.com
Industrial sector: Electronics

III. GOOD PRACTICE
1. Description of good practice:
Once a month, all employees of the company (IT, R&D, MKT, CEO, CTO, sellers) are invited in
a brainstorming meeting. During this meeting, everyone is welcome to share his/her own
idea, regarding a new product or the extention of an existing product. All employees, even
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those with no technical expertise, can equally participate in the development team of the
proposed idea.
2.

Initial Situation:
Prior to the ‘Monthly meeting’ initiative, the sole responsibles for product development
were the CTO and the R&D team.

3. Objectives of the good practice:
Each member of the staff to contribute in new products development
4. Methodology (Actions taken for the implementation of the good practice)
Monthly brainstorming meetings and motivation of employees with bonuses. All members
of staff participate and contribute equally in sharing of new ideas.
5. Human resources, technology, infrastructure and other resources involved in the good
practice
Human resources:
All the members of the staff
Technology:
There is no need for special technology
Specific infrastructure
There is no need for special technology
Other resources:
6. Results obtained from the application of the good practice
According to the company, the contribution of non-technical employees in the development
of new products and services has been significant. The contribution of front-line employees
(sellers/promoters) is particularly stressed as they seem to have been offering ideas that were
far from obvious to technical and R&D staff. Apparently, the initiative of “Monthly meetings’
offered front-line employees the chance to share experiences and facts that emerged from
their closeness to customers and their empathy for the latter’s experience with the company
and its products.
7. Innovative nature of the good practice
Direct participation of non-technical staff in the development of new products and services.
8. Sustainability of good practice
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The company provides rewards, both monetary and non-monetary, in order to enhance
active participation in these meetings.
9. Reproducibility of the good practice in other institutions
It is a good practice that can be easily reproduced.
10. Success factors
The success of such an initiative, is largely dependant upon the commitment of management
to the infusion and maintenance of an organizational culture that values collectivism and
participation. In doing so, the adoption of various motives, in addition to empowerment
practices and formal procedures regarding idea management are fundamental.
11. Obstacles or difficulties encountered in the development of the good practice
In case an organization loses devotion or lacks resources to motivate employee participation
and idea implementation, the initiative is doomed to fail.
12. Possible indicators to measure the impact of the measure
Number of new products, sales of new products, number of patents, number of prototypes,
and employee satisfaction are only a few key indicators of the impact of such a practice.

5.11 CENTER FOR INNOVATIONN AND INTRAPREUNERSHIP – CYTA
(GREECE)
I. DESCRIPTION BLOCK
1. Title of good practice (GP):
Center for Innovation and Intrapreunership
Start year of good practice:
2015
2. Keywords: List 5 keywords that identify the Good Practice
Training, Innovation, New Ideas, Intrapreunership, Inspiration
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3. Stakeholder and target groups
Employees of the company, Branches and franchise stores, all the potential stakeholders that could
be benefited by the

II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
1.

Details of the institution responsible for the good practice

Name: CYTA
Address: Alexandras Avenue Athens, Greece – Odos Tilepikinonion, Strovolos, Cyprus
City: Athens, Limassol
Phone: 357 22701000,
Website: www.cyta.gr, www.cyta.com.cy
Industrial sector: Telecommunication

III. GOOD PRACTICE
1. Description of good practice:
CYTA has developed an innovation center concerning intrapreunership in order to bring its employees
closer to the concept of intrapreunership and to foster innovative ideas and the creation of new
products and services that in the future my become new companies/organisations. The innovation
center has implemented several events, trainings and workshops concerning intrapreunership. More
specifically, one innovative technique that CYTA uses to foster intrpreunership is called “Shots of
inspiration” and are monthly meetings, that last 45 minutes and their thematology has to do with
the presentation of topics and stories concerning success stories of people and organisations that
may inspire Cyta’s employees. Those “inspiration shots” meetings have different topic each time Ie.
The art of creative thinking, How to find your passion, Merging leadership mindstes , Personal
Branding, challenge accepted etc.
2.

Initial Situation:

The organisation is constantly developing and up until the beginning of the programme no concrete
moves have taken place in order to foster intrapreunership minset of the employees in the
organisation.
3. Objectives of the good practice:
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Make CYTA a leader concerning innovation
Foster an intrapreunerial mindset to its employees
Develop Innovative products, ideas and services
Create strategic synergies between the public and private sector
4. Methodology (Actions taken for the implementation of the good practice)
- Organization of several trainings and workshops for inspiring the intrepreunerial spirit to their
employees.
- Monthly meetings under a specific topic that can inspire the intrapreuner in each employee. It
is important to find a relevant and inspiring topic as well the appropriate speakers.
5. Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: Speakers that have to share a story as well as the employees of the company.
Trainers
Technology: N/A
Specific infrastructure: Training and meeting facilities.
Other resources: Workshop material, according to topic ie. games
6. Results obtained from the application of the good practice
The employees became more confident to share their ideas and have a better understanding of
the intrapreunership concept.
7. Innovative nature of the good practice
Employees have the chance to discuss and develop their ideas during the workshops. Furthermore
the “shots of innovation” brings together people that actually had implemented their innovative
ideas outside the company and creates the analogy that similar innovations and ideas could be
implemented inside the company.
8. Sustainability of good practice
The center for innovation has been running since 2015 and the company shows strong willing to
continue implementing the project as it seems that the participants really get involved.
Furthermore by including general public to the “Shots of inspiration” meetings it shows a “Social
Corporate responsibly” face that it adds its popularity.
9. Reproducibility of the good practice in other institutions
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The practice can easily replicated by other organisations as all that is needed is find interesting
topics and speakers and organize the meetings and trainings respectively, maybe even according
to sector.
10.Success factors
The Organization supports the center and place resources to its operation. It is obvious that the
center has been developed since 2015 and the success factor is that it continues with adding
new ideas and concepts in order to foster interest and development of new ideas. It shows
potential and the stakeholders are committed to it.
11.Obstacles or difficulties encountered in the development of the good practice
Sometimes could be difficult and time consuming to develop the trainings workshop and meetings
that will keep the employees interested. Furthermore, sometimes the schedule may Possible
indicators to measure the impact of the measure be affected by various factors ie. Employees
schedule, infrastructures availability, trainers and speaker’s availability, other external factors.
12. Possible indicators to measure the impact of the measure
Employee satisfaction,
Employee participation
Employee commitment
Variety topics and speakers
Number of different techniques used

5.12 INTRAPRISE (GREECE)
I. DESCRIPTION BLOCK
1. Title of good practice (GP):
Intraprise e-learning platform
Start year of good practice:
2015
2. Keywords: List 5 keywords that identify the Good Practice
Training, E-learning, Corporate environment, intrapreunership, corporate enterpreunership
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3. Stakeholder and target groups
Managers and employees in ICT companies
II. RESPONSIBLE INSTITUTION AND CONTACT PERSON

1. Details of the institution responsible for the good practice
Name: Intraprise
Address: 335, Acharnon str., 11145, Athens Greece
City: Athens
Phone: +30 210 6772 129,
Website: https://training.intraprise-project.eu/el/
Industrial sector: European Project

III. GOOD PRACTICE
1. Description of good practice:
The EU co-funded project Intraprise – ‘Infusing entrepreneurial skills in the corporate ICT
environment’ developed an intrapreneurial training program which will assist managers and
employees in ICT companies in effectively adopting and realising an intrapreneurial culture within the
organizational settings of ICT companies. Certain key elements have been considered in developing
the training provision, and in particular, the aspects of managers and employees as they are
positioned in diverse organizational structures, as well as the overall organizational structure as a
‘way of doing things’ within a company. Intraprise developed an intrapreneurial training program
framework based on well-documented management practices, organizational structures and existing
intrapreneurial training practices. A specific training course curriculum has been designed and
learning material is offered as a training provision through an online e-learning platform.
2. Initial Situation:
It is the first e-learning program that has been developed for supporting intrapreunership in
employees and managers of ICT companies.
3. Objectives of the good practice:
For the people that will implement the training to:
Share a company’s goals,
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Become aware of their capabilities to contribute to the goals of the company,
Eventually take direct responsibility for realizing ideas within a corporate environment by taking risk
and being innovative.
4. Methodology (Actions taken for the implementation of the good practice)
One e-learning course based on a curriculum that is divided in 7 chapters: 1. What is intrapreunership
and why is it needed, 2. Understanding the intrapreunerial culture, 3. Entrepreunerial skills: Becoming
the in-company Entrepreneur, 4. Building an intrapreunerial team, 5. About motivation, 6. Strategies
for intrapreuners 7. Practicing intrapreunership.
Each chapter is further developed to various units that includes theory, activities and videos and
concludes with an assessment test for the trainee.
5. Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: Researchers developed the training program and technicians developed the
platform. Employees and managers of ICT companies that are undertaking the e-learning course
Technology: An e-learning platform program (ie. Moodle), PCs, tablets, smartphones for the
implementation of the training course
Specific infrastructure: N/A
Other resources: Domain name
6. Results obtained from the application of the good practice
Training of at least 50 potential Intrapreuners in Greece, Cyprus, Belgium, Italy and Spain.
7. Innovative nature of the good practice
The first e-learning platform for training employees and managers in the ICT sector
Developed by a European partnership
8. Sustainability of good practice
As all the results of the Erasmus + projects the results are open for free use and exploitation via the
Erasmus + platform.
9. Reproducibility of the good practice in other institutions
Institutions or partnerships may be inspired by the practice and develop their own e-learning
platform using a MOODLE open source software. However, since this tool is already developed and
available for free it would be a really good tool to use as is or just adjust it to their specific needs.
10. Success factors
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The platform is already up and running and includes a great deal of really useful and interesting
material. This can be used by every ICT company that wishes to foster an intrapreunerial mindset to
its employees and managers. Furthermore, it has already been tested in 5 EU countries and adjusted
accordingly. Furthermore, it is really easy to use as all you need is a PC, a tablet of a smartphone and
you can use it whenever and wherever is convenient.
11. Obstacles or difficulties encountered in the development of the good practice
Intrapreunership is a rather new concept and it was really challenging to develop an e-learning course
that will include all the needed resources.

12. Possible indicators to measure the impact of the measure




Trainee participation
Trainees completing the course
Further development of the course

5.13 THE LEGO® SERIOUS PLAY® METHODOLOGY (SPAIN)
I. DESCRIPTION BLOCK

1.

Title of good practice (GP):
The LEGO®SERIOUS PLAY® Methodology

Start year of good practice:
2009
2.

Keywords: List 5 keywords that identify the Good Practice
Problem solving, stimulating ideas and imagination, commitment with creativity, using the existing
connection between our hands and our thoughts, thinking out of the box
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3.

Stakeholder and target groups
Organizations, clients and user communities, students, start-ups employees, innovation and
technological companies, unemployed people.

II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
Mr. Victor Garcia Gutierrez is a certified LEGO®SERIOUS PLAY® facilitator that has agreed to answer our
questions and explain the methodology used in his workshops.
We include the “®Registered” symbol in the brand name and the logo identifying Mr. Garcia as a certified
facilitator and acting in representation of the brand during our interview.

1.

Details of the institution responsible for the good practice
Name: Victor Garcia Gutierrez (PRESENZIA CONSULTORES)
Address: c/ Pintor Amalia Gª del Moral 6, Local B
City: Seville
Region: Spain
Phone: +34 608 316 821
Website: www.presenziaconsultores.com
Industrial sector: Consulting for management and training
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III. GOOD PRACTICE

1.

Description of good practice:
LEGO®SERIOUS PLAY® (LSP) is a methodology to facilitate reflection, communication, problem solving and
teamwork, inside organizations and groups. LSP is the name given to the process used to stimulate
creativity, learning and inspiration through a game to deal with different professional issues. Research is
conducted in the areas of business, organizational development, psychology and learning and is based on
the concept of "hands-on knowledge".

It is based on several pillars:
-

2.

The game
Constructivism and constructionism
The connection between the hands and the mind
Imagination
Metaphors / Symbolic language
Complex adaptive systems
Initial Situation:

LSP works well when there is no obvious solution for an issue or a unique answer to a challenge. Specially in
the following cases:
-

We need all members of a team to contribute at the same level with their opinions, knowledge and
ideas.
The meeting requires dialogue processes and collaborative communications.
We intend that all he member of the team ca expresses themselves.
You need broad-mindedness and different points of view and you want to explore different solutions
to those tested.
It is intended to obtain consensus among all the participants and commitment in the solutions,
although some do not totally agree.
You want to be sure that no excuses will be made, to the execution of what was agreed, because the
participants say that they have not been consulted or that their opinions have not been heard.
We want to give participants a common learning and a frame of reference that impacts their daily
work after the meeting
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3.

Objectives of the good practice:




4.

Generating new ideas, perspectives, inspiration, conscience, knowledge and imagination by building
3D models that helps users develop specific competences such as Creativity, Perspective Taking,
Analysis.
Building teams to achieve goals through proactive meetings and workshops in which all participants
contribute to the stated goal and this way enhance competences such as teamwork, coordination,
goal-oriented acting and communication skills.

Methodology (Actions taken for the implementation of the good practice)

Before programming with the intervention, we must first ask:
-

Is the challenge complex? or do you have a unique answer?
Is the organization / team prepared for an approach that allows for several different responses to
emerge and be equally valued before reaching a shared response?

LSP works well when there is no obvious solution to the challenge posed. The interventions are designed
"ad hoc" but always have a central process of 4 phases:
1.
2.
3.
4.

Ask
Build
Tell
Reflect together

Workshop require an itinerary traced by a facilitator certified in LSP (in accordance with the objectives set by
the final client), which will lead the participants to a suggestive and motivating constructive experience
oriented to the achievement of different sub-goals, until arriving to address the final goal of the workshop.

Although LSP is a sufficient methodology to work with it in a unique way, it can also be used within other
management methodologies, for example: DESIGN THINKING, SCRUM, EMPATHY MAP, MODEL BUSINESS
CANVAS, SWOT.

5.




Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: A certified facilitator in the methodology for every group of 15-20 people. The ideal
group size to address relevant issues through LSP is 15 people.
Technology: Hands and brains and the methodology based on cooperative learning through projects.
Specific infrastructure: ample space to sit at a table to build and think.

70

The European Commission support for the production of this publication does not constitute an endorsement of the contents which reflects the
views only of the authors, and the Commission cannot be held responsible for any use which may be made of the information contained therein.
Project Code: 2017-1-AT01-KA202-035043



6.
-

Other resources: Lego pieces (special LSP parts) for the workshops can be provided by the facilitator
or reach an agreement with the company. Many companies want to keep the Lego constructions built
by the teams as a part of their identity.
Results obtained from the application of the good practice
Participation rates of around 100% of all the members of the workshop. Ordinary meetings have a
participation rate of 80/20(where 20% of the participants contribute 80% of the information)
Everyone builds, and everyone is committed. Listening to the point of view of every single participant
about the topic that is being discussed.
LSP pieces act as a common language that everyone uses to express themselves, beyond their
training, position, culture. This ensures learning and awareness taking place.
LSP workshops are focused on particular issues that will be fully addressed since the focus is on the
pieces and not on the people. It allows more intense discussions.
Empowering faster and better communication followed by learning through the use of 3D models,
metaphors and stories. This also prevents misunderstandings.
LSP produces ideas and results, because everyone has the same time to build and tell their story, and
to share knowledge.
It produces lasting reminders of what has been done in the workshops.
The process requires everyone to get involved, which increases the possibility for all participants to
commit to the agreements made.
It is a methodology to understand business interrelations and those weaknesses / threats that may
be preventing the achievement of the objectives.

7.

Innovative nature of the good practice
The innovative proposal of LSP is based on the power of knowledge and on the power of our hands: hands
are connected with 70% - 80% of our brain cells. When we use our hands to learn, a complex process is
developed and generates a strong emotional process. Therefore, the ideas and thoughts that are
constructed with the hands not only tend to be expressed in greater detail, but also are understood and
remembered with greater ease.

8.
Sustainability of good practice
It is a young methodology. Certified professionals and facilitators ensure the sustainability of the good
practice. Every time that the methodology is used, it is contributing to build a map of experiences.
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9.

Reproducibility of the good practice in other institutions

The LSP methodology can be applicable to any type of organization, any type companies and group of
employees, and can also be developed in the academic world.

10.
11.
-

12.

Success factors
An innovative methodology, different and highly motivating for the participants.
It generates learning and new ways of seeing business circumstances.
Different issues can be consulted with LSP.
Short interventions and workshops (maximus 2 days).
It does not require investment in technologies or structures.
It can be used many times.
Obstacles or difficulties encountered in the development of the good practice
To make the CEOs understand that this type of innovative methodologies has a different
development.
We need a courageous CEO who admits he does not know all the answers and is willing to listen to
his employees.
Lack of confidence in the game as a method of achieving business objectives. It seems that business
matters must be very brainy and cannot be entertaining and creative.
Possible indicators to measure the impact of the measure

-

Increased motivation, enthusiasm and commitment in the participants
Discussing new types of issues or issues that have not been discussed before, and new contributions from team
member that do not participate often.
Dealing with conflicting topics in a playful way.
The participants lower their personal barriers and expose themselves more in their stories
It allows to extract emotion and creativity in meetings, which generates greater cohesion of the team /
organization.
Participants are effectively integrated into their teams.
Participants share their identities which allows them greater union.
Observing other points of view of colleagues, which allows them to recognize the potential of the collective.
Pay attention to a complex and changing environment
Some participants say that simply playing with LEGO was a relaxing exercise and a return to childhood that gave
them an additional capacity to deal with complex and conflictive labour issues in a more agile and efficient way.

Sources:
Interview and documents provided by Mr. Victor Garcia, consultant and certified facilitator by LEGO®SERIOUS PLAY®
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5.14 FROM BRAINSTORMING TO PROJECT EXECUTIONS (SPAIN)
I. DESCRIPTION BLOCK

1.
Title of good practice (GP):
From Brainstorming to Project Execution
Fostering intrapreneurship in technological and innovative companies
Start year of good practice:
Not Disclosed

2.
Keywords: List 5 keywords that identify the Good Practice
Brainstorming meetings for innovation, development of new business models and ideas, funding for
projects’ execution, advice and feedback, exploiting creativity

3.
Stakeholder and target groups
Target group: Employees from different departments: product, creative, operation, marketing departments…
in order to foster intrapreneurship and exploiting the existing creativity amongst them.
Stakeholder: Managers and teams coming from different departments should be involved in the activities of
this good practices

II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
1.

Details of the institution responsible for the good practice
Name: Rafael Benitez - Sngular
Address: Pl. del Duque de la Victoria, 1, 41002 Sevilla
City: Sevilla
Region: Andalucía
Phone: 955 67 26 20
Website: https://sngular.team/
Industrial sector: Innovation & new technologies
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III. GOOD PRACTICE

1.

Description of good practice

This good practice reveals the importance of defining a clear strategy and structure to implement a new
intrapreneurship process inside an innovation & technological multinational company.

2.

Initial Situation:

The company decides to offer a service to clients and partners that provides resources and specialist that will
find the necessary means to co-create new business models, new products, and new development strategies.

3.

Objectives of the good practice:

The main objective of this GP is to involve the team in the creative process, exploiting the existing creativity
and engaging employees to share their ideas. Approved projects will be developed within the company’s
objectives and creating new business’ opportunities.

4.

Methodology (Actions taken for the implementation of the good practice)

The implementation of this good practice requires to follow a methodology in 3 stages and to implement a
defined strategy involving the whole company.
Firstly, it is essential to promote and develop the brainstorming stage inside companies. This initial stage
should be implemented periodically and engage employees from all relevant departments, for example:
meetings could be scheduled every week at the same hour. It is even possible to schedule open meetings for
employees from different branches and offices in different cities through telecommunication software. It is
necessary to create a friendly environment allowing participation, discussion and feedback.
The second stage refers to all the procedures established to develop the ideas that have been proposed and
discussed during the initial brainstorming stage. An idea that has been discussed and that received positive
feedback, will be analysed by senior management and specialists. Indeed, before being developed, a proposal
should be ratified by a specialist in the field. Support from managers and executives is essential in this stage,
as the employee and the specialists involved should spend time from their working hours to think and
structure the idea.
Once it has been approved and validated, the company shall allocate specialists to develop it, assigning a
budget, material and human resources, and the sufficient time.
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This is the final stage of the intrapreneurship process: an idea will be finally developed and a project will be
executed. Empowering a team to execute new projects will generate new teams, increasing creativity, and
creating new business for the company.

5.

Human resources, technology, infrastructure and other resources involved in the good practice

Human resources: Employees from different departments should be involved in the process of brainstorming.
If a project is selected and approved, a new team with specialists should be created in order to execute it.
Senior management should be involved throughout the different stages of the creative process, giving
feedback and the necessary resources.

Technology: Technological expertise will probably be needed in the case of development of software,
applications, and technological innovation. Specialists in the field, such as computer programmers or
software developers, should be available to study the feasibility of the project, to develop or contribute to
the execution of the project during all different stages, particularly if the executions stage is reached.

Specific infrastructure: It is necessary to define a comfortable location for the brainstorming meeting: a room
large enough to accommodate the different stakeholders involved in the brainstorming sessions. A public or
virtual dashboard can be very useful to display information, objectives and projects in execution.

Other resources: It can be beneficial to allocate incentives to intrapreneurial behaviours, such as public
recognition, or financial bonuses, or promotions.

6.
N/A

Results obtained from the application of the good practice

7.
Innovative nature of the good practice
The implementation of practices stimulating creativity and innovation is not new in technological companies
that need to innovate constantly to increase their productivity and advance their competitors.
However, the innovative nature of this good practice is connected to the execution stage: if an employee of
the company is showing great entrepreneur skills and decides to share an idea with the rest of the company,
executive managers should give him the chance to develop it: either inside the company and with its
resources, either developing it personally and outside the company but with guidance and counselling. Time
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is essential to develop good ideas, and therefore his daily tasks should be distributed in a manner that he has
time to research and develop his project.
8.
Sustainability of good practice
The procedures developed to implement intrapreneurship and engage employees to innovate can be
sustainable if there is a real engagement from all team members, and if executive managers are really involved
in the procedures. If there is a feeling that not enough time, funds, or resources are given to the innovative
process, employees will be soon losing interest.

9.
Reproducibility of the good practice in other institutions
The system can be replicated in other companies and institutions looking to develop the intrapreneurial skills
existing in their team. A strategy should be implemented with time and energy in order to change the existing
procedures and to motivate different departments to get engaged in the necessary changes.

10.
Success factors
Implementing intrapreneurship procedures can be successful for a company and workers if involves the whole
team and it is an objective to achieve in mid-term. Companies should focus on giving support to the
implementation of these procedures and its acceptance by employees. Afterwards, motivation and
engagement of the team will be achieved if they feel that their work is being valued.

11.
Obstacles or difficulties encountered in the development of the good practice
Three main obstacles have been identified:
1.
2.
3.

Costs and development of these procedures
Forcing workers to come up with new ideas constantly
Lack of motivation of the team and lack of engagement of managers

12.
Possible indicators to measure the impact of the measure
Indicators used to evaluate the suitability of this good practice as a mean to foster intrapreneurship:
-

number of new projects being executed

-

number of meetings per month

-

new products and services

-

funds and resources being allocated to new projects

-

increased motivation and engagement of employees

-

new teams and reinforced cooperation between departments

Sources: interview with Mr. Rafael Benitez, team leader in Sngular
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5.15 CREATECH (SPAIN)
DESCRIPTION BLOCK
1. Title of good practice (GP):
CREATECH, corporate entrepreneurship program implemented within the company MERCARISTA SL
with trade name ARATECH lifestyle technology.
Start year of good practice: 2017
2. Keywords: List 5 keywords that identify the Good Practice
Intrapreneurship
Talent
Sustainability
CSR
Growth
3. Stakeholder and target groups
CREATECH proposes a program based on corporate entrepreneurship aimed at employees, managers,
managers and partners who wish to participate proposing lines of research, entrepreneurship and
learning projects through the realization of their own project, process, software or system related to
the new ones. technologies and digitalization, according
to their professional preferences.

II. RESPONSIBLE INSTITUTION AND CONTACT PERSON
1.

Details of the institution responsible for the good practice

Name: ARATECH lifestyle technology (MERCARISTA SL)
Address: Parque Científico de Madrid. C/ Faraday, 7. Cantoblanco, Madrid 28049
City: Madrid
Region: Madrid
Phone: 626 58 62 92
Website: https://www.ara-tech.es/
Industrial sector: Information Technology, Consulting Services.
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III. GOOD PRACTICE
1. Description of good practice:
The objective of CREATECH programme is part of the plan of the company's internal development based on
the promotion of the corporate entrepreneurship looking for the retention and recruitment of talent, as well
as the sustainable growth of the business project.
Participation in the project is completely voluntary and allows the employees to have the time and resources
within the company schedules for developing their own projects that allow them to grow professionally.
CREATECH proposes that each participant has one day a week, in his usual place of work (office-house), to
work, to research, explore or learn through the realization of a project of their own, application, software or
what it deems related to new technologies and digitization, according to their preferences.
For example, if someone is attracted by the programming of smartwatches can take advantage of to work in
his own project using the company's own resources.
2.

Initial Situation:
The program was initiated in June 2017 and we are in the first few months of implementation. Last week of
June 2018 will be held the "Developer Day" in ARATECH where the results will be presented, applications,
software, and projects that have emerged from those months of personal work.

3. Objectives of the good practice:
CREATECH is thought for employees, professionals and partners working with ARATECH. The main idea is to
provide them with resources inside the company to develop their own projects and allow participants to grow
professionally. CREATECH will support the most innovative projects in their launching into the market.
The objective is that all the ARATECH team is aware of the work and creativity of the rest, and benefit from
the possible collaborations that may arise. In addition, by agreement with the project’s responsible, ARATECH
will propose investment and collaborate with the most promising projects supporting them internally so that
they can be become into real business looking for synergies ARATECH-employee.
4. Methodology (Actions taken for the implementation of the good practice)
Concrete measures implemented to introduce corporate entrepreneurship have been:
· Devote 20% of weekly working hours to corporate entrepreneurship, leaving complete freedom for
examination and research to employees who have voluntarily joined this initiative.
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· Participants in the program freely develop their ideas and Projects for 6 months. Once that period is over,
“ARATECH Day” is held, when all participants expose and show the results of their researches.
· From that moment on, the most interesting Projects are boosted and speeded up with the company’s
resources to prepare a Minimum Viable Product and star with its launching into the market.
· All participants can continue to develop their ideas and researches within the program during the next 6
months. In such a way, every 6 months they pool progresses together.
· During all this time, participants have mentoring sessions and are supported by managers and head of
departments to help fostering the areas presenting some weaknesses.
5. Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: Employees, officers, and directors of the company. The project is coordinated from the
department of HR by the responsible of it.
Technology: Different technologies are applied depending on the type of project submitted by each
participant: platforms and Linux systems, Frontend, Backend, iOS, Android...
Specific infrastructure: The projects are mainly digital so that the infrastructure used is based on digital
systems and infrastructure in the cloud.
Other resources: Financial resources to develop the "Developer Day" as well as to support the
entrepreneurship winner’s projects. On the other hand, the executive team will support the projects by
performing mentoring sessions.
6. Results obtained from the application of the good practice
The program was initiated in June 2017 and we are in the first few months of implementation. In June of 2018
we will get the first results arising from the implementation of the project
The first indicators analysed in February of 2018 showed the following results: - retention of talent: a 20% of the respondents have indicated that they have rejected other offers of work to
be able to count on this initiative in ARATECH.
- Capturing talent: Not applicable at this moment.
- The non-salary remuneration: for the 90% of surveyed, the project is perceived as a value added and nonwage compensation that helps the good work climate.
-Strategic direction: at the level of address perceives this project as an opportunity to identify new lines of
business.
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7. Innovative nature of the good practice
The innovative character of the project is focus on the possibility to generate new lines of business, based
on products or services from the company itself through the entrepreneurial action of internal customers,
that is to say, the employees themselves.
This innovation in some cases is radical, but in most of them it is an incremental innovation based on the
know-how that internal entrepreneurs themselves have of their competences and of the market where
they interact.
It is therefore with the base placed on the market from the perspective of the employees themselves.
8. Sustainability of good practice
The resources necessary to carry out this project are not high, nor has there been a direct investment to
launch this project because the company had the structure and the necessary resources.
However, we do not exclude that according to the growth of the business structure, the project may
require its own team for its sustainability and parallel growth. This sustainability will be given by the
financing of the company reinvesting part of the benefits obtained in the project on an annual basis.

9. Reproducibility of the good practice in other institutions
The CREATECH project may be reproduced, implemented and developed in any organization, institution
and association through the coordination of the various heads of departments or functional areas,
Human Resources and Senior Management, always under the conditions of success described in the
section “success factors”.
The model of reproducibility does not present great economic barriers, investment, technical or human.
It is more a model in line with the corporate culture and vision of the company.
10. Success factors
The main factors that we have identified for the success of the project are:
1. Business strategy based on Open innovation.
2. The horizontal, circular or hybrid structures with a lower level of hierarchy, foster the corporate
entrepreneurship.
3. There has to be a total alignment between the culture of the company and the entrepreneurial culture.
The Senior Management and its mission have to contemplate the entrepreneurial culture as part of the
company's growth and business development.
4. Have an adequate management of innovation.
5. Use of agile methodologies to assist in the management of entrepreneurial projects.
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11. Obstacles or difficulties encountered in the development of the good practice
The main obstacles that we can find for the implementation of corporate entrepreneurship actions are:
1.Organizational and resistance barriers. On many occasions the entrepreneurship collides with the corporate
culture of the High Direction by creating a barrier that may be hard to beat.
2. Investment projects of medium to long term. As innovative projects of entrepreneurship, the return is
measured in medium to long term. This may go against short-sighted policies of the company.
3. Greater investment risk compared to regular functional and operational projects developed in the
company. Although, it is true that innovative projects present a lower risk of being part of a business structure
already created and in operation.
4. Barriers in the procedures and structure of the company. The over-bureaucratization and lack of agility
suppose a risk in this type of project.
5. Management of leadership, responsibilities and professional "egos"
12. Possible indicators to measure the impact of the measure
The main important KPIs that allow to measure the project impact in the organization are the following
ones:
-

Staff turnover ratio: Allows us to check how it has impacted the project in terms of retention of talent.
Ratio of receipt CV’s and applications: allows us to test the project impact on the talent retention.
Internal Satisfaction Surveys: result of the level of satisfaction of employees and future expectations.
New innovative projects launched during the year.
Patents presented and granted.
Awards and mentions of the innovative projects which have emerged from the initiative.
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5.16 TELEFONICA OPEN FUTURE (SPAIN)
I. DESCRIPTION BLOCK
1. Title of good practice (GP):
Telefónica Open Future (TOF)
Start year of good practice:
2014
2. Keywords: List 5 keywords that identify the Good Practice
- New technologies
- Entrepreneurial talent
- Innovation
- Impulse
- Acceleration
3. Stakeholder and target groups
SMEs and larger companies
II. RESPONSIBLE INSTITUTION AND CONTACT PERSON

1.

Details of the institution responsible for the good practice

Name: Telefónica
Address: Gran Vía, 28
City: Madrid
Region: Madrid
Phone: 915 808 700
Website: https://www.telefonica.com/es/home
Industrial sector: Telecommunications
III. GOOD PRACTICE
1. Description of good practice:
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Open Future_ ‘s main objective is to maximize talent and technological entrepreneurship. To do this, there
are different online and offline initiatives that support entrepreneurs, startups and solid businesses on their
way to success. Open Future_ is Telefonica's open innovation program which was created with the help of
external partners, both private and public.
2.

Initial Situation:

Open Future supports and develops talent on tech-digital entrepreneurship since 2014.
3. Objectives of the good practice:
Open Future is committed to fostering projects related to new technologies and identifying talent at any
stage of maturity. Our endeavor is focused on strengthening ideas, initiatives, SMEs and larger companies
through impulse, acceleration and investment.
4. Methodology (Actions taken for the implementation of the good practice)
The program Telefónica Open Future_ is designed by different initiatives that are focused on open innovation.
One of those initiatives is the online tool (www.openfuture.org), where can be found all the resources needed
to make a new project grow.
The online tool acts as a free entrepreneurial meeting point for all: people with groundbreaking ideas,
startups, already established businesses, investors… it will be able to network, find learning tools, calls, events
and more information to make your project grow.
Telefónica Open Future also offer offline initiatives such a Wayra, Crowdworking, or Funds like Amerigo and
Telefónica Venures, created for pushing, accelerating and getting all the funding needed new ideas and
business.
5. Human resources, technology, infrastructure and other resources involved in the good practice
Human resources: Employees and entrepreneurs
Technology: online and offline tools
Specific infrastructure: N/A
Other resources: N/A
6. Results obtained from the application of the good practice
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TOF has implemented more than 1.400 projects so far in different countries such as: EEUU, Latin America,
Europe, Israel and Asia. At operational level TOF has a direct presence in 17 countries and collaborates with
more than 85 public and private partners. Ultimately, TOF has successfully been positioned like a great
reference at global level in innovative projects.
7. Innovative nature of the good practice
Telefonica has been a pioneer in Spain, detecting some years ago, the need of collaborate with star-up
companies. In the digital environment to remain competitive, is important to stay agile and quick to face
challenges. For that reason, the intrapreneurs are the ones that can cope in a quick way the customer’s
demands developing new products and services. TOF can help them offering opportunities for the
development, internationalization and visibility of their projects.

8. Sustainability of good practice
For the sustainability of this idea a series of events and calls are prepared to broaden intrapreneurs’
knowledge and extend their network of contacts throughout the entrepreneurial ecosystem. From now until
June 2018 will be held 6 events in: Colombia, Spain, Peru and Mexico.
9. Reproducibility of the good practice in other institutions
This idea can be implemented in other companies but bearing in mind that must be large companies for
obtained the same results.
10.Success factors
Once an idea is being selected and become an innovative project, the people that have done the proposal
have the opportunity of work full time on it and Telefonica provides them the needed resources for a success
implementation. We have also find out, that entrepreneurs valued in a very positive way the possibility of
being independent and feel owners of their own idea for it development.
11.Obstacles or difficulties encountered in the development of the good practice
The main obstacle at the very beginning was attract attention of intrapreneurs and gain visibility. It was
unusual that a large company wanted to collaborate with intrapreneurs and it was important to demonstrate
that opt for emergence markets as Latin - America or Europe it was a good decision. Once TOF was positioned
in the market, another difficulty to face was to “explain” to internal workers why Telefonica need to invest in
intrapreneurs instead of solving its problems internally.
12. Possible indicators to measure the impact of the measure
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-

1.400 projects implemented
Presence in 17 different countries

6 CONCLUSIONS
Within the framework of SCOPE project’s IO1, a research implemented in all partner countries, namely:
Austria, Bulgaria, Greece and Spain. The main objectives of this first stage of the project were:
-

To collect existing cases and good practices on intrapreneurship mechanisms and incentives.
To identify competences and needs of intrapreneurial employees.
To identify the needs of innovative companies in terms of intrapreneurship.

To achieve these goals, some concrete activities have been implemented in all partner countries with the aim
of providing a true reflection of the perception about intrapreneurship in each of them. A research
methodology was developed by INCOMA, leading organization for IO1, and Campus 02, responsible for the
expert interviews and quantitative survey, and was later revised by the remaining partners.
Once the methodology had been defined, partners started with the field research by addressing target groups
of the project and gathering information from them.
In a first approach, partners launched an on-line survey aimed at detecting an intrapreneurship profile and
existing gaps in each country. These quantitative questionnaires were drafted in English and then translated
into all partners’ languages to its improve distribution and understanding by nationals. To accomplish the
indicators stablished in the project proposal, each partner had to collect a minimum of 50 responses.
Eventually, a total number of 242 responses was achieved by the partnership.
To complement the results obtained through the quantitative survey, partners also interviewed national
experts in intrapreneurship to support the process of competence definition, needs assessment and
corporate entrepreneurship good practices identification. A minimum of 10 experts per country
(Teaching/training experts, intrapreneurship experts, stakeholders, employees, managers etc.) were
interviewed. A total of 40 experts were interviewed by the partnership, 10 experts per partner country
between February and April 2018.
Analysis of the results from both questionnaires can be considered as a useful tool to support the
identification of competences, skills, profiles and needs of intrapreneurs and conclusions drafted from the
implementation of SCOPE’s first stages will definitively contribute to make intrapreneurship more popular in
partner countries and to widen its appliance to many types of companies.
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A comprehensive picture of intrapreneurship state of the art has been completed with the inputs given by
partners through the collection of Good Practices Catalogue on Intrapreneurship that will provide a practical
perspective coming from companies that have already succeeded in the implementation of this new but
promising concept for the promotion of innovation.
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7 ANNEXES
7.7 TEMPLATE FOR ON-LINE QUESTIONNAIRE
Dear Sir or Madam,

The following questionnaire is conducted in the framework of the Erasmus+ funded project SCOPE. The
SCOPE project’s goal is to define qualifications and competences in the field of corporate entrepreneurship
(intrapreneurship), which is of highest relevance for enterprises, education, research as well as policy on
different levels. In doing so, the participating institutions* are collecting data about how employees perceive a
good intrapreneur in their work environment and therefore what key assets an intrapreneurial training should
possess.
The survey is completely anonymous and your responses cannot be linked to you at any point of this study.
We would greatly appreciate it if you would share your expertise with us through this brief survey (no more
than 10 minutes). It will allow us to bring forward this practice-oriented project, which is of highest relevance
for enterprises, education, research as well as policy on different levels in the EU.

Thank you very much for your support!
If you are interested in learning more about our project’s results, please leave your e-mail address below:

*Project Partners include:
FH Joanneum, University of Applied Sciences, Austria
FH Campus 02, University of Applied Sciences, Austria
INTERNATIONAL CONSULTING AND MOBILITY AGENCY S.L., INCOMA, Spain
EUSA, University Center, Spain
DIMITRA Educational Organization, Greece
University of Thessaly, Greece
European Center for Quality, ECQ, Bulgaria
Burgas Free University, Bulgaria

According to the literature corporate entrepreneurship and intrapreneurship are defined as:
•
Corporate entrepreneurship is defined as a process that goes on inside an existing firm and that may
lead to new business ventures, the development of new products, services or processes, and the renewal of
strategies and competitive postures
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•
Corporate entrepreneurship would not work, unless there are entrepreneurial-thinking employees – so
called intrapreneurs. Intrapreneurs are usually highly self-motivated, proactive and action-oriented people who
are comfortable with taking the initiative, even within the boundaries of an organization, in pursuit of an
innovative product or service
•
Intrapreneurship is defined as “the practice of using entrepreneurial skills without taking on the
risks or accountability associated with entrepreneurial activities.” It is practiced by employees within an
established organization using a business model
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1. Have you already experienced intrapreneurship (as referred to on the introduction page) in your personal
work environment?
O yes
O no
2. Have you heard of training in the field of intrapreneurship?
O yes
O no
3. Would you be interested to attend intrapreneurship trainings?
O yes
O no
4. After reading the definition of Intrapreneurship:
a. How would you rate the competences below regarding their ability to enhance intrapreneurial behavior?
(from not important to very important)
b. How would you rate yourself regarding the skills/competences listed? (very poor to excellent)

(a) Personal skills/competences
Skill/Competence

Extremely
unimportant

Unimportant

Neutral

Important

Extremely
important

Very poor

Poor

Average

Good

Excellent

Analytical thinking
Planning skills
Proactive personality
Self-Management
Creativity
Ability to cope with stress
Ability to take risks
Problem solving skills

Skill/Competence
Analytical thinking
Planning skills
Proactive personality
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Self-Management
Creativity
Ability to cope with stress
Ability to take risks
Problem solving skills

(b) Management skills/competences
Skill/Competence

Extremely
unimportant

Unimportant

Neutral

Important

Extremely
important

Ability to coordinate staff
Goal-oriented acting
Ability to influence
others
Negotiation skills
Confident appearance
Persistence
Ability to make good
decisions

Skill/Competence

Very poor

Poor

Average

Good

Excellent

Ability to coordinate staff
Goal-oriented acting
Ability to influence others
Negotiation skills
Confident appearance
Persistence
Ability to make good
decisions
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(c) Social skills/competences
Skill/Competence

Extremely
unimportant

Unimportant

Neutral

Important

Extremely
important

Ability to deal with
criticism
Ability to work in teams
Communication skills
Conflict Management
Networking skills
Intercultural skills

Skill/Competence

Very poor

Poor

Average

Good

Excellent

Unimportant

Neutral

Important

Extremely
important

Ability to deal with
criticism
Ability to work in teams
Communication skills
Conflict Management
Networking skills
Intercultural skills

(d) Expert knowledge
Skill/Competence

Extremely
unimportant

IT Skills
Marketing skills
Financial Knowledge
Legal Knowledge
Technical Understanding
Risk Assessment skills
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Project Management
skills
Ability to connect
knowledge from different
fields

Skill/Competence

Very poor

Poor

Average

Good

Excellent

IT Skills
Marketing skills
Financial Knowledge
Legal Knowledge
Technical Understanding
Risk Assessment skills
Project Management
skills
Ability to connect
knowledge from different
fields

5. Please rank the following competence fields from most important to provide training in to least
important (1 is most important, 4 is least important):
___ Personal skills/competences
___ Management skills/competences
___ Social skills/competences
___ Expert knowledge
6. Are they any other skills/competences you think could be important to foster intrapreneuship? Please
state them below.
______________________________
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7. Do you think there are departments in a company that should focus more on fostering intrepreneurial
activities than others?
O yes
O no
If yes, which ones?
______________________________
8. How many people are employed within your company? (FTE)
O 0-9
O 10-49
O 50-99
O 100- 249
O 250+

9. What is the hierarchical level of your current job position?
O First level (Team Member)
O Mid-level (Supervisor, …)
O Top level (General Management, CEO, …)

10. Which department are you currently working in?
O Financial Departments (Accounting & Controlling)
O Marketing & Sales Department
O Production
O Research & Development
O Human Resource Management
O Research & Development
O Purchasing
O Other
______________________________
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7.8 TEMPLATE FOR EXPERTS’ INTERVIEWS

Corporate Entrepreneurship competence
identification and good practice collection
Interview Guidelines
Interviews with Experts
In the framework of the ERASMUS+ funded project Skills for corporate Entrepreneurship – SCOPE we have
identified you as an expert and want to ask you some questions regarding intrapreneurship.

The aims of this interview are as followed:

1. Gathering information and setting up a competence framework and needs assessment for
intrapreneurship
2. Determining Good-Practice examples in order to encourage corporate entrepreneurship in
companies.

In the following interview, we will ask you 6 open questions.

The interview will take approximately 30 minutes of your time and we are more than grateful that you are
willing to participate in our study!
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Part A
The grounds of the following questions are to get a feeling of the experience and work background of our
experts.

P1

What is your course of education? (E.g. university degree in Business Administration)

P2

How many years of professional experience do you have?

P3
What is your current position or level of responsibility? (e.g. Are you leading a team? How many
people are in that team?)

P4

What type of companies have you been working for so far? (e.g. Which field of industry does it

operate in? Ownership structure? Size?)

General Part
Question 1

How would you define intrapreneurship?

Definition Intrapreneurship

Question 2
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Please name the most important competences, which in your opinion one should have in order to be
intrapreneurially active?

Guidelines:
Personal competencies e.g. analytical thinking, conceptual strength, creative skills, enthusiasm,…
Management competencies e.g. negotiation skills, goal oriented acting, persistence
Social competencies: e.g. ability to take criticism, intercultural skills, conflict management, empathy
Expert Knowledge: economic & technical understanding, organizational skills, innovation management
skills, legal knowledge

Question 3

Please name the most important competences/management habits/new management strategies which in
your opinion a manager should have in order to introduce and foster corporate intrapreneurship in his
company?

Guidelines: e.g. Solving of conflict situations, Providing inspiration, Leading and guiding the team, Reducing
uncertainties and building trust between project partners, Establishing networks within and beyond the
cooperation, Motivation of team members/colleagues/employees, Consulting in professional/social matters

Question 4

Some famous companies introduced measures to foster intrapreneurship (e.g. 3m, Google etc.). Which
concrete measures for introducing and fostering corporate entrepreneurship in your country do you know
about? Could you describe those shortly?

Question 5 (add best practice to your company – ask for existing measures)

Intrapreneurs can only be successfully active in a company supporting them: Please name the most
important framework conditions that foster intrapreneurship in a company:
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Question 6

Can you describe your personal attitude towards intrapreneurship?

Question 7

*FOR COMPANIES: Is it a desirable goal for your company to foster intrapreneurship?

*FOR EDUCATIONAL INSTITUTIONS: Do you think it would be interesting to include this term in your
educational programmes in areas such as Business Administration, Commerce, etc.?

Your answers have helped us profoundly in our study.
Thank you!
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1. INTRODUCTION
This document is conceived to present the main national outcomes obtained as a result of the
implementation of Skills for Corporate Entrepreneurship (SCOPE) project in Bulgaria.
As a first step in the development of the project, IO1 had as final objectives the following:
-

To collect existing cases and good practices on intrapreneurship mechanisms and incentives.
To identify competences and needs of intrapreneurial employees.
To identify the needs of innovative companies in terms of intrapreneurship.

To achieve these goals, some concrete activities have been implemented in all partner countries with the aim
of providing a true reflection of the perception about intrapreneurship in each of them. A research
methodology was developed by INCOMA, leading organization for IO1, and Campus 02, responsible for the
expert interviews and quantitative survey, and was later revised by the remaining partners.
Once the methodology had been defined, activities were implemented as described in the following sections
of this document.
This report compiles the results of all the activities carried out in Bulgaria by Burgas Free Univesity and
European Center for Quality, who worked together to get national outcomes. Therefore, the Bulgarian
National Report will serve as an overall picture of Intrapreneurship State of the Art in Bulgaria.

2.QUANTITATIVE SURVEY: ON-LINE QUESTIONNAIRE
As part of this first activity, a quantitative survey was designed aimed at detecting an intrapreneurship profile
and existing gaps in each country. As established in the project proposal, each partner collected a minimum
of 50 responses.
The survey was created by Campus 02 using the Survey Monkey online platform and was shared with
interviewees by each partner country. Five versions of the survey, one per partner language, have been
implemented.
The
Bulgarian
version
of
the
survey
can
be
found
on-line
in
https://de.surveymonkey.com/r/scopebulgarian .
A total of 74 people answered the online survey in Bulgaria between 15.1.2018 and 28.2.2018.
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b. TARGET GROUPS FOR THE DISTRIBUTION OF THE SURVEY
Please explain the criteria used for the selection of potential respondents to be contacted and included in
the distribution of the survey.
The survey aimed at collecting information in order to formulate an intrapreneurship profile as well as to specify
existing needs and gaps to be bridged. The survey was carried out among the SCOPE main target groups
representatives in Bulgaria who have obtained bachelor, master or doctoral education degree.
The respondents' group in the framework of the quantitative survey conducted in Bulgaria includes university
lecturers, researchers and scientific workers as well as managers in small and medium-sized enterprises
/SMEs/.
As regards the decision-making process and the responsibilities for it, all participants in the survey have taken
responsibility for decision-making in their organizations. Depending on the organization and profile of the
respondents, the level of responsibility varies from low to very high.
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c. FEEDBACK
2.2.1 HAVE YOU ALREADY EXPERIENCED INTRAPRENEURSHIP IN YOUR PERSONAL WORK ENVIRONMENT?

2.2.2 HAVE YOU HEARD OF TRAINING IN THE FIELD OF INTRAPRENEURSHIP?
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2.2.3 WOULD YOU BE INTERESTED TO ATTEND INTRAPRENEURSHIP TRAININGS?
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2.2.4 PERSONAL SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR
ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOR? (FROM NOT IMPORTANT TO VERY IMPORTANT)
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2.2.5 MANAGEMENT SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING
THEIR ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOUR? (FROM NOT IMPORTANT TO VERY IMPORTANT)
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2.2.6 SOCIAL SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR
ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOUR? (FROM NOT IMPORTANT TO VERY IMPORTANT)
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2.2.7 EXPERT KNOWLEDGE: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR ABILITY TO
ENHANCE INTRAPRENEURIAL BEHAVIOUR? (FROM NOT IMPORTANT TO VERY IMPORTANT)
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2.2.8 PERSONAL SKILLS/COMPETENCES: HOW WOULD
SKILLS/COMPETENCES LISTED? (VERY POOR TO EXCELLENT)

YOU

RATE

YOURSELF

REGARDING

THE
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2.2.9 MANAGEMENT SKILLS/COMPETENCES: HOW WOULD
SKILLS/COMPETENCES LISTED? (VERY POOR TO EXCELLENT)

YOU RATE YOURSELF REGARDING THE

109

The European Commission support for the production of this publication does not constitute an endorsement of the contents which reflects the
views only of the authors, and the Commission cannot be held responsible for any use which may be made of the information contained therein.
Project Code: 2017-1-AT01-KA202-035043

2.2.10 SOCIAL SKILLS/COMPETENCES: HOW WOULD
SKILLS/COMPETENCES LISTED? (VERY POOR TO EXCELLENT)

YOU

RATE

YOURSELF

REGARDING

THE
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2.2.11 EXPERT KNOWLEDGE: HOW
LISTED? (VERY POOR TO EXCELLENT)

WOULD YOU RATE YOURSELF REGARDING THE SKILLS/COMPETENCES
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2.2.12 PLEASE RANK THE FOLLOWING COMPETENCE FIELDS FROM MOST IMPORTANT TO LEAST IMPORTANT:
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2.2.13 ARE

THEY ANY OTHER SKILLS/COMPETENCES YOU THINK COULD BE IMPORTANT TO FOSTER

INTRAPRENEUSHIP? PLEASE STATE THEM BELOW.

Independence; Digital Competencies; Affinity for a lot of work; Your sheet is quite exhaustive; Corporate
environment and culture built by the highest governing bodies; to inspire others; confidence building;
Unconventional thinking; positive inner radiance goodwill; Self-reflection / personal, team /, emotional
intelligence, operational expertise according to the business topic; International experience.
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2.2.14 DO YOU THINK THERE ARE DEPARTMENTS IN A COMPANY THAT SHOULD FOCUS MORE ON FOSTERING
INTREPRENEURIAL ACTIVITIES THAN OTHERS?

Marketing, Development and realization of projects; Practically all; Business Strategy Directorate; sales,
marketing, senior management, board of directors; Economic Department, Accounting Department; Marketing
Department; those departments which have to solve interdisciplinary tasks that go beyond their regulated
activities; management; Most of them
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2.2.15 HOW MANY PEOPLE ARE EMPLOYED WITHIN YOUR COMPANY? (FTE)
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2.2.16 WHAT IS THE HIERARCHICAL LEVEL OF YOUR CURRENT JOB POSITION?
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2.2.17 WHICH DEPARTMENT ARE YOU CURRENTLY WORKING IN?

Managing and implementing projects; European funds; Operations; administration; ICT; Education;
Statistical research in the field; Education; Preparation and management of projects with beneficiary public
sector; administration; Director of Directorate; QA; Information, projects; Research; International
Department; CEO
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3. QUALITATIVE SURVEY: INTERVIEWS WITH EXPERTS
To complement the results obtained through the quantitative survey, partners also interviewed national
experts in intrapreneurship to support the process of competence definition, needs assessment and
corporate entrepreneurship good practices identification. A minimum of 10 experts per country
(Teaching/training experts, intrapreneurship experts, stakeholders, employees, managers etc.) were
interviewed.
A total of 10 experts were interviewed in Bulgaria by Burgas Free Univesity and European Center for Quality
between 1.2.2018 and 10.3.2018.

a. ORGANIZATION / IMPLEMENTATION
Please describe how experts were selected, dates, schedule/agenda/ type of interview (face to face, skype,
telephone).
A total of 10 interviews with experts were made in the period 01 February2018 – 09 March 2018.
The recruitment of the experts for the in-depth interviews started in early February 2018. Initial invitation was
sent by e-mail. It was followed by a phone call aiming to set up a face-to-face or Skype meeting.
The invited experts were selected taking into account their professional expertise, scientific knowledge, and
relevant experience in the field of intrapreneurship.
To all invited experts who expressed interest to the project topic and who have confirmed their participation in
the interview was sent preliminary information on the project as a whole (aims and objectives as well as
expected results) and more detailed description of the interview's purpose as well as the list of questions to be
discussed.
The methodology for the conducting interviews was based on the following approaches: face-to-face meeting,
phone call, skype meeting.
The procedure for conducting interviews covers the following steps:
Establishing the first contact and briefly introducing the project as a whole, its aims, planned activities,
expected results, etc.
Explaining to the potential participant about the interview and its aims and methodology followed by kind
invitation for involvement.
After receiving the positive answer, the actual questions were put on discussion and the interviewees provided
their answers.
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The interviews were structured in the following 4 parts: introduction, general information about the SCOPE
project – goals, target groups, expected outputs, provision of answers to the questions from the official
interview template (as provided by INCOMA), and closure. At the end of the interviews all experts were asked
to sign a declaration of consent allowing the information collected to be quoted and used for the needs of the
SCOPE research.
In addition, most of interviews were audio-recorded with the respondents' consent. Interviews were transcribed
into electronic written form and after translated in English. All finalized written interview answers were sent to
the respective interviewee for final verification of the content. From all interviewees have been received via
mail their approvals and confirmation that the written answers correspond to their statements.

b. EXPERTS’ PROFILE
Please define the experts professional profile (field of education, experience, level of responsibility etc.).
The group of experts includes representatives of the Bulgarian academic society, as well as representatives
of state institutions. Representatives of the academic community are professors at two different universities.
One of these people is the President of Burgas Free University, a professor of macroeconomics and a leader
with many years of management experience. The other person is a professor of computer networks and
communications and is currently Deputy Dean of the Faculty of Technical Sciences of the Burgas University
“Asen Zlatarov”, lecturers form biggest Bulgarian university - Sofia University “Kliment Ohridski” and also
lecturers in University for National and World Economy.
The group of interviewees includes representatives of senior executives from some state institutions such as
the Regional Museum of History - Burgas, which is the largest museum in South-eastern Bulgaria and the
Bulgarian Institute for Standardization. The interviewed experts are responsible for the international relations
and projects' management in their institutions.
Among the invited experts were representatives of the Bulgarian academic society, as well as representatives
of an SME with strong corporate entrepreneurship culture from the ICT sector , representatives from NGO and
consulting companies.
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c. FEEDBACK
FIELD OF ACTIVITY
Educational background

Current position

Assoc. prof.

Vice-Dean

Master degree

Expert International Relations

Prof.

President of BFU

Master degree

PR and Project Manager

PhD in Social Management, Administration and
Management

Chief Assistant Professor at the Department of
Business Administration at the Sofia University
“Kliment Ohridski”

PhD

Lecturer at the Faculty of Business and Economics of
Sofia University St. Kliment Ohridski and also Managing
Partner at SIGMA HET OOD – this is a small private
family company that conducts surveys and analyses.

Master’s degree in International Economic Relations
from the University of National and World Economy
(1974-1979) and a Ph.D. in International Economic
Relations

Director of the Institute for Postgraduate Qualification
at UNWE

Master`s degree in „Business Administration“ at The
Open University Business School, UK

I myself am an entrepreneur – managing partner in a
company that provides services in the area of start-up
mentoring

Master's degree in „Finance and Credit"

Senior teacher at the National Financial Economics
High School. I am also head of Impulse Center for
Entrepreneurship Training and Conduct of

#1

#2

#3

#4

#5

#6

#7

#8

#9
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Entrepreneurship Education at School and chairman of
the association SMART START EUROPE.
Bachelor degree in „Psychology“, Masters degree – in
„Labor and Organizational Psychology“.

Manager in Human Resources (Internal pluralism –
deputy of the titular, who is in a maternity leave).

#10

DEFINITIONS
Intrapreneurship

#1

#2

As a kind of corporate entrepreneurship, creating the
It helps to bridge the gap between science and
conditions for the development of commercial science business. Conditions are created for the
and the management of the created scientific product. commercialization of the scientific product. The
financial resources of the companies support and the
development of the intellectual property.

Agree with suggested

Agree with suggested

In the Bulgarian language, citizenship has acquired the
translation of the term "internal entrepreneurship".
Domestic entrepreneurship should be promoted to
certain levels, because through it it is compensated for
deficits in big organizations - bureaucracy and lack of
initiative.

Corporate entrepreneurship is one of the translations
of the term "intrapreneurship" introduced by Peter
Drucker in the mid-1980s. It explains the situations in
which entrepreneurial actions can be taken not only
by the owners of a company but also by employees
who do not have a decisive share in the capital of the
company to resolve such behaviour and risk taking.
Typically, it appears in large "public" (fragmented
capital and listed) corporations where ownership is
divided by control, and senior management has more
information and tools for influence from property
owners.

Intrapreneurship is a passive model that builds
stability, but can often prevent the innovations of the
organization from being inconsistent with the
established business model. This is also common in
organizations that are subject to collective labor
relations with an imposed remuneration model that is
not determined by the horizontal expansion of the
activity. Such organizations are mostly from the public

Corporate entrepreneurship plays an important role in
the development of organizations regardless of the
sector - private, public and non-governmental. It
depends on the prosperity of the organization, as it
builds the skeleton of success - new ideas and human
resources.
Compared to RHM Burgas, the corporate
entrepreneurship is the strongest in generating and

#3

#4

Corporate Entrepreneurship
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#5

#6

sector and at least from the non-governmental.
This model is particularly useful for reducing costs and
optimizing the internal system or creating a future
strategy to generate more revenue than the standard
services provided by the organization. In Regional
Historical Museum Burgas these are the creation of
new own exhibitions that will attract the standard local
visitor, lectures, new services such as providing specific
information.

realizing ideas for external financing projects that
bring additional revenue to the organization beyond
the delegated budget support and income from visits.
They can almost double the funding of the
organization.

Corporate entrepreneurship is something that is done
purposefully. It is present in the strategy of the
company concerned, allocating resources and budget.

Intrapreneurship, in turn, arises spontaneously,
without any prior planning. It is not purposeful, but
rather self-generated.

Yes, I agree with the definitions given in the project.
The main entrepreneur is the one that determines the
culture of a company, and all other things are the
consequence thereof. In big organisations, there are
two clear segments. The first segment is that of
owners and senior management (the so-called C-level),
and the second is that of medium-layer managers and
operational staff (those who execute tasks). These two
nuclei are very manifest not only in big enterprises, but
also in SMEs. No such division exists only in microenterprises, since there the owner is usually also the
manager and makes all management decisions without
consulting staff, i.e. all new ideas are generated by the
owner. On a national level, it can be said that
entrepreneurs are not well enough trained, not well
enough educated, do not know foreign languages at a
sufficient level (English in particular is a huge issue),
nor are they open enough to efficient solutions, as
long as they can rely on profit. There is also low
investment culture – there are big turnovers and big
profits, investments are made in own consumption
rather than in developing the ideas of personnel and
encouraging their proactivity. Very often,
entrepreneurial culture in the country is short-term,
only relying on situations of chance.
In some sectors, however, intrapreneurship (internal
entrepreneurship) is more developed – mostly in the
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sectors that made wide use of direct outsourcing. In
the case of direct outsourcing, the management
methodology is imposed from outside, and managers
here, in Bulgaria, have no right to make decisions
beyond the scope of this methodology. That is, the
companies where such an organizational culture of
intrapreneurship is established are companies with
imported management practices. Decisions are made
by the headquarters, and the country office only has at
its disposal the methodology that it has to observe.
There is also intrapreneurship in micro and small
enterprises from the IT sector, but it goes beyond any
confinement and frameworks and rather follows
disorderly patterns. The reason is that these
companies recruit many young people lacking in life
experience. The culture lacks structure – starting from
working hours, which are virtually non-existent,
through communication channels; relations are much
more informal, it is much easier and faster to get your
idea approved or rejected and move on. From this
perspective, it can be said that there is well-developed
intrapreneurship in these companies. Unfortunately
however, in the long term these practices are very
unsustainable, because they very much rely on
interpersonal relations. The teams at these companies
frequently lack in-depth knowledge and skills that
would make them competitive on the global markets.
They know something little, have some technical skills,
have implemented a successful product, but do not
consider the fact that this success can only be
temporary unless they invest in new knowledge.

#7

My impressions are that companies in Bulgaria are not
big enough to provide a wide field for practicing
corporate entrepreneurship. Many more companies in
Western countries work in this way; I witnessed for
example a similar practice in the Netherlands in
Unilever, where even PhD candidates are taught on
this topic.
As far as the definitions mentioned in the project are
concerned, I think that they are largely overlapping.
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Corporate entrepreneurshipis structured and guided
by the management, it is part of the company strategy.
Intrepreneurship (if seen as a spontaneous
phenomenon) is also guided by the management that
contributes to the strategic goal of the company, so the
two concepts are pretty much linked. It is maybe
better to use the concept of corporate
entrepreneurship when it comes to Bulgaria, because
intrepreneurship is rather perceived as a foreign word.
To me personally the entrepreneur is a person who
does not miss the opportunity to create a good idea
and turn it into a business

#8

#9

In my opinion, there is no difference between the two
concepts. I have not come across such a distinction.
For me, one is a Bulgarian translation from English, and
the other is applied foreign word.
The definitions used describe to a great extent the
characteristics of so-called inside company
entrepreneurship. However, in order to specify the
answer, we need to decipher the concept of corporate.
If we proceed from the origin of the concept – there
should be no distinction between corporate
entrepreneurship and intra-entrepreneurship.
When we are looking for an answer to the question:
„Who can be called an entrepreneur?“, I am a
supporter of the two approaches to characterize
entrepreneurs, namely formal, related to business
ownership and functional – linked to the conduct in
the workplace.
An entrepreneur (formal definition) is traditionally
understood to be an owner, a risk bearer, an employer,
or a person who invests production factors and takes
the main risks associated with entrepreneurship. The
functional definition of an entrepreneur states that the
entrepreneur is a person who dynamically forms, who
creates a new economic good in the broad sense of the
word, launches a new product in the market, creates a
new commercial channel, discovers new sources of
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raw materials and creates a new methods for work
organization, etc., but who is not the owner of the
organization. Nowadays, this concept is very relevant.
It does not automatically include the ownership
attitude but shows how important are the
entrepreneurial skills of the employees in the
enterprise. Namely for enterprise collaborators in the
enterprise is developed the concept of „domestic
entrepreneurs“.

#10

Employees with entrepreneurial thinking are
indispensable in every team. They are the people who
have the capacity of thinking outside of the box; who,
through their initiative and openness to new
experiences, contribute to the overall development of
the team. Corporate entrepreneurship is a movement
forward to the future development

A practice that can bring quite positive results to
companies with an already established business
model. Of course, companies need to give more
liberty to their employees so they can realize their
ideas.
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Most important competences of intrapreneurs
#1
#2

#3

#4

#5

#6

Practically oriented analytical thinking. Organizational skills for directing scientific activities in both theoretical
and practical aspects. Leader's and task distribution skills, and ability to create a team of in-house experts.
analytical thinking, creative thinking, planning skills, goal orientation, persistence, conflict management skills,
organizational skills, legal knowledge, financial knowledge, risk assessment skills
• Proportion of assumed calculated risk;
• Search for innovative solutions;
• Charisma;
• Skills to persuade others to pursue goals set by them;
• Search for informal channels for communication and transmission of information.
Innovation, creative thinking, determination, courage, desire for expression
Skill to persuade his colleagues to realize the idea and need of it, analytics, idea development skills, and realistic
planning
Self-criticism, communicativeness, adaptability, the ability to accept a foreign opinion and to learn lessons
Good knowledge of the field, possibility of risk assessment
• proactivity;
• taking risks;
• to have a vision for realizing a winning idea applicable in the respective field of activity;
• to have experience in the specific field and to know the specifics of the job;
• critical thinking and initial enthusiasm;
• structure of the organization, etc.
The above factors also define the most important competences a person should possess in order to be an active
in-house entrepreneur. He/she has to be proactive, to take a certain level of risk, to have a vision for realizing a
winning idea applicable in the respective field of activity, to have experience in the specific field and to know the
specifics of the job. Of course, these competences should be in line with the scope of the powers and
opportunities that his/her specific position allows. His/her level of business hierarchy and functional affiliation,
including the department in which he/she operates – marketing, finance and administration, etc. – are of
importance
In terms of the competences which are most important for entrepreneurs and managers, first come education and
soft skills. Managers need to be open and communicative, to be modern leaders, to not apply obsolete
management approaches characterized by verbal and other forms of aggression (shouting, applying pressure, and
sometimes threatening people), i.e. they need to have developed internal empathy. Moreover, they need to
possess integrity and offer adequate remuneration and labour conditions to be able to motivate their employees.
The manager is the one to pick their employees, so expert knowledge and familiarity with the field are needed in
order for the right experts for the team to be recognised.
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Regarding employees, the competences needed for a person to be an active internal entrepreneur are: maturity,
morale, labour ethics, an ability to adhere to principles and rules, responsibility, building trust, empathy, openness
and communication skills.
First, it is very important that a person has knowledge in the specific field where they would like to develop their
idea. Leadership and visionary qualities are also important, as well as the ability of the person to evaluate their
personal capacity and capabilities (self-assessment). Considering the dynamics and complexity of the environment
in which everything happens today, it is very important that one also possesses the ability to analyze the turbulent
and complex environment, as well as critical thinking. Insistence to promote one’s ideas and persistence are
needed, because a lot of surprises will be waiting along the way. Traditionally, very good communication is also
required, because one needs to strike a balance between the requirements of numerous and very diverse parties
involved. It is also nice to have intercultural competences, especially when working in an international
environment. It is important that the person is capable of decision making. There are for sure other competences,
but these are the ones that I can think of right now.

#7

As a joke: Bill Gates hired lazy employees because they had a lot of ideas.
The ones you have listed above are the so-called „lagging competences“. However, there are not mentioned some
of the more important competencies, known as the „leading competences“, such as:
– the personal traits of a given person – according to my observations, there are people who are just born
entrepreneurs, as well as those who, no matter how many trainings they go through, have a great difficulty
becoming entrepreneurs/domestic entrepreneurs. In other words, the person must have the potential, defined by
his personal traits, which he is supposed to develop. Whether the person realizes this potential, or not, is another
question. In order to be distinguished people with entrepreneurial potential, it is needed a psychometric tool, not
just a tool for analysis. Such tool makes it possible to purposefully develop the skills of specific people with these
characteristics, not everyone in the organization.
Other important competences are the so-called „power political skills“ – abilities to navigate the very political
environment within the organization. Without them, it is impossible to do anything with regard to inside company
entrepreneurship. These include negotiation skills, persistence, intercultural skills (especially if the organization is
bigger and the staff is of different nationalities).
In conclusion, essential are the expert knowledge which include the personal traits of a given person – to be
enterprising as a person and a good expert in his field. Typically, such people have substantial previous experience
in the given field (at least 10 years or more) and are familiar with the details of its specifics. By virtue of that, they
are able to see the potential niches for development.

#8

#9

In addition, it much helps to have „cross-functional knowledge“ – that is, to be familiar with a variety of other
areas, not just their own field of expertise. Usually, in this way are derived the ideas about internal improvements.
• Socio-psychological qualities: a vision for the future; risk taking; faith in yourself; learning from mistakes, not
fear of failure; creativity; initiative; responsibility; flexibility; sociability; honesty; openness; tolerance;
observation; analytical and combative thought; entrepreneurship; problem identification and market
possibilities, etc.
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• Professional knowledge and skills in the field in which they work.
• Skills for: teamwork, communication, time management, organizing, managing, planning, controlling,
evaluating, networking, organizing self-information, analyzing information, making decisions, resolving
conflicts/problems, guiding negotiations, discussions, presentation, self-assessment, adaptation, etc.
• Digital competence

#10

Personal Competencies: analytical thinking, emotional intelligence
Managerial competences: decision-making skills
Social competences: leadership skills
Expertise knowledge: business knowledge, project management skills, expert report in the field

Most important competences of managers
#1
#2

They should be very good, narrow market specialists. Their social skills should contribute to building positive
creative concepts.
Solving conflict situations, guiding and directing the team, reducing insecurity, networking, motivating team
members / colleagues / employees, consulting on professional issues.
Part of the manifestations of internal entrepreneurship are related to the propensity of the employee who
manifests them not to disclose all the information about the decisions he has made to his subordinates and
superiors. This is because he / she is not the actual owner and does not have the rights to take the risk at the
expense of the whole organization - although it does.

#3

#4

#5

Instead of putting an end to the propensity of in-house entrepreneurs to take risks, the corporation in which they
are working can introduce mechanisms with a limit on operations and the values to which independent decisions
are made. Another factor is to identify the positions - most often in marketing and R&D - to which the skills and
behavior of internal entrepreneurs should be encouraged.
Allowing a regular employee to make suggestions and engage in corporate entrepreneurship. Willing to hear and
evaluate as many ideas as possible. Ability to refine and rate the best ideas. Creativity and readiness to realize an
idea / innovation even if it requires serious reform of policy and internal company rules. Focus on selecting an idea
for realization rather than spreading in an attempt to realize too many new ideas.
I believe that a prerequisite for successful in-house entrepreneurship is the presence of a good strategist in the
company thinking globally to bring together the right people in a team. Everyone's profile and contribution to the
position should be evaluated. There should be an in-house evaluation tool, first on an individual level, and second
at the company level where by interviews, questionnaires or other tools to assess the company – how much the
company supports entrepreneurship, how entrepreneurship is embedded in organizational culture and to what
extent the company has a policy to give to its employees and reward them. It is essential to determine the extent
to which these supporting factors exist, on the basis of which we then develop the company's staff.
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As part of the numerous surveys we have conducted, we have reached the conclusion that business in Bulgaria
does not follow management strategies and has no strategic plan. Short-term planning is very rare, mid-term –
exceptionally rare, and long-term planning barely exists. Therefore, the first step that needs to be taken is to include
planning, long-term in particular, into management practices: where we want to be after 10, 20, 50, 100 years. This
is the approach they take in China, for instance, where the strategic horizon is 200-300 years ahead.
When managers realize that their aims is not to be successful today or tomorrow but in a much longer term, they
start thinking of their employees in a very different way, start seeking feedback and listen to them. This is the first
management habit that needs to be changed so that more Bulgarian enterprises can develop internal
entrepreneurship.
Another factor that results in the low degree of internal entrepreneurship in the country is the attitude that the
manager is superior to employees, because of the bigger remuneration, considering him/herself smarter, etc. As
owners consider their employees to be inferior, they rarely seek feedback or take suggestions seriously. It is very
rarely that managers are open to the teams and accept their proposals and ideas. This is valid not only for the
private sector, but also for the government one. Another factor that has e negative effect on internal
entrepreneurship is the low remuneration of employees, which lead to low motivation and no willingness to
commit to ideas and suggestions. Employees very often feel offended by the low salary and underestimated, hence
their resistance. And vice versa – very often the entrepreneurs we talk to complain that they cannot find decent
employees
that
do
not
steal
from
them,
especially
in
the
service
sector.
Other valuable competences are conflict resolution and negotiation skills. These specific competences however
required specialized training by psychologists and specialists, which in most cases is relatively expensive and mostly
accessible for high-ranking management staff at big companies, which have such budget. Yes, of course, there are
many soft-skills trainings, but they are more general, like how to draw up a high-quality CV, etc. They do not cover
in-depth soft skills.

#6

#7

The lack of conflict resolution competences among Bulgarian entrepreneurs is particularly big, and conflicts are
resolved in a very primary and uncivilized way
Big companies for sure see the benefit of corporatehouse entrepreneurships, especially when they need to develop
creativity or to encourage some internal initiative. These initiatives are important, because they prove that the
corporate entrepreneur is ready to take responsibility and manage the realization of such an idea. The benefit of
big companies is that they have an already built environment, in which the corporate entrepreneur can implement
their idea. There exist some helpful factors, like people with experience that can give some advice, forums in which
these ideas are discussed, and the competitive principle regarding which idea to be promoted is applied there. It
is not only the quality of the idea that is important, but also to the extent to which it is linked to the company
strategy – it is mostly ideas that define the company future that are promoted.
The ideas that cannot be directly implemented in the market are planned to be separated in spin-off companies
that will test the idea. Corporate entrepreneurship can be used not only for business purposes, but also for social
ones.
Different management styles are required at the different stages of the idea development. At the initial phase of
the idea it is good to implement a management style that allows for the involvement of a lot of stakeholders.
However, in our Bulgarian business culture it is more common to use the authoritarian approach. It will not even
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be perceived as a positive sign when someone is asking their employees to give their input on the actions.
Management styles have situational nature and change just like funding – in the different stages of the
implementation of the idea different financial resources are needed. At the beginning you do not need a lot of
money, but a nice idea. But afterwards, when you want to implement the idea, you need more resources.
Usually the structures in the team working on the development of new ideas are not too big, that is why the way
of team interaction is crucial. The manager needs to have the vision about where the company is headed; this is
one of the most important roles of the team manager. The ability to create the organization for turning an idea into
reality is the most important one for a manager.

#8

#9

#10

Usually people encourage inside company entrepreneurship when they are entrepreneurs themselves. Concise and
clear, but basic principle.  That is to say, if managers have such entrepreneurial attitudes, they tend to give
chances to realization of new ideas to their employees, too. Vise versa, if they adhere to the status quo, things tend
to happen in more difficult way. Typically, these are companies that work exclusively on a project principle. The
overall organization of the work is structured around projects.
• Providing of a surroundings – the psycho-climate that stimulates the initiative, creativity and entrepreneurship
of the staff.
• Providing resources for realizing of ideas.
• Generally, they must have formed mindset in market chances; thinking in the direction of cost-outcome;
process-oriented and systematic thinking and thinking in the direction of action-outcome.
Development of leadership skills and qualities in the members of the teams appointed to management positions
or with the potential to occupy them. Presentation abilities (including the ability to present yourself as a
professional).

Measures to foster intrapreneurship
#1
#2

#3

#4

Existence of infrastructure and investment projects. Joint action among leading companies that can integrate market
innovations
No
Enable work on winning and managing projects funded by donor funds. In addition to the well-described procedure,
our organization periodically conducts trainings and briefings to maximize the number of teachers and employees in
these processes. Their work is further evaluated and evaluated through the system of attestation and individual
reporting and R & D planning.
Bulgarian companies provide additional financial incentives to generate and implement ideas for new projects - this
is
a
common
practice
for
the
public
and
non-governmental
sector.
Another possible way to stimulate is to provide a special e-mail address to send new ideas to the leaders of the
organization.
The big companies in Bulgaria such as Vivacom, Moto Pfohe, Raiffeisen, Kronospan, Kamenitza, Lidl also present their
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own grant schemes for external organizations and individuals, thus generating additional ideas and providing them
with free application.
Such specific measures are:
- providing more free time – to provide the necessary time for developing and realizing your own ideas;
- to ensure autonomy – the freedom “how” to do the job – the employee decides on his/her own how to perform a
task, whether to work from home or in the office. Autonomy in the work is more difficult to achieve in large corporate
structures such as banks and others, as the work processes there are strictly standardized – certain international
standards and their requirements are being applied, specific templates for documents, advertisements, etc;

#5

#6

- awarding prizes and additional remuneration;
- modifying the organizational culture of the company in this field;
- providing travel opportunities;
- more communication between management and employees and others.
Unfortunately, I have not encountered many such practices in Bulgaria. I have seen attempts, but they usually fail. The
most frequent reason is that companies work on very intensive projects and experience shortage of staff, so it is hard
for them to follow Google’s example of giving employees time to work on their personal projects. The main challenge
for the business is the fight for markets. Very often the work load on employees is uneven; there are periods with lots
of
work
and
periods
with
less.
In
the
meantime,
payment
is
very
low.
At big companies, there are bigger opportunities, simply because of the bigger budget – there are rooms for relaxation,
meeting rooms and places where employees can meet and discuss ideas.
I have not encountered such practices in Bulgaria. I have heard of different cases but haven’t seen the entire model
applied. There are also a lot of ideas in Bulgaria, but these are not called corporate entrepreneurship. However, these
ideas do not get funding not due to lack of trust in people, but just because the environment is very unstable.
Teamwork is not entrepreneurship.

#7

#8

To have the basis for corporate entrepreneurship, the organization needs to be bigger. Incentive comes when needed.
When the manager takes care of everything on their own, they do not see any point in delegating responsibilities.
I have one case, I do not know how much it is true, it sounds a bit like a joke, but I will still tell it. The crisis came, and
many construction companies went bankrupt. However, one construction entrepreneur turned to his employees and
told them that whoever manages to bring new business to the company will get a share of it. One of the employees
said that he can source diapers from Greece and they started a new business. Thus, from construction the company
changed its field altogether. The lesson is that you never know where a useful idea might come from.
That depends much on the industry. Such measures are appropriate and applicable to industries where the employee's
workflow is not fully related to the rate of development of the company, which is the case for example of IT companies.
Conversely, in a manufacturing company which cannot simply stop working, good practices are more difficult to apply.
In manufacturing companies, such measures aimed at introducing and promoting corporate entrepreneurship are, for
example, individual projects that concern different units. They are carried out by experts as an expert from a given
business unit goes to another and tries to transfer and apply good practice from his unit. In this way, more innovative
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ideas
and
projects
are
produced
in
This practice is applied by most manufacturing companies in Bulgaria.

#9
#10

the

manufacturing

industry.

I do not recall any specific examples from Bulgaria
N/A

Framework conditions to foster intrapreneurship

#1
#2

Development of business activity in the organisation. Links with the Chamber of Commerce and the Chamber of
Industry, which allow the advertisement of already created scientific product. Stimulation of internal corporate grants
co-financed by economic structures. There is also a system to stimulate project work in conjunction with the
economic structures in the region.
Support by senior management
Internal entrepreneurship exists in terms of training and qualification actions. Individual tutors and managers can
take action to attract customers.

#3

#4

To a great extent, academic staff and employees may also act as in-house entrepreneurs in R & D, clearly regulating
the rights and proportion of contributions to the registration of patents and inventions as a result of their activity.
The organization is rather horizontally developed to make employees feel more free to generate new ideas that can
actually come to fruition. In a vertical organization, ideas are often lost under the pressure of direct managers, or
they do not reach management levels at all, which demotivates employee activity. A good example and giving more
publicity to a new idea coming from an employee is an additional incentive - a public award.
Specific examples of such measures and good practices of Bulgarian companies that I can think of are:
- Telenor Bulgaria EAD – the telecom company holds an annual in-house competition for innovative ideas. The best
suggestions are selected and then their implementation is supported. They also have a separate Innovation Unit.
- Mellon AD – a Bulgarian software outsourcing company founded in 2003. The company is a certified Microsoft Gold
Partner and a member of the Bulgarian Association of Software Companies (BASSCOM). The organizational structure
of the company's management is a matrix one. The projects are divided into separate areas with mixed experts. It
works interactively, with much communication and exchange, thus providing a comprehensive approach to solving
problems. Management works directly with employees to get the most feedback. Participation in mixed teams and
teamwork enables the development of staff and stimulates their activity. In addition to the advantages of this modern
management structure, it also has its drawbacks, such as diverting managers from their direct duties, insufficient
time due to participation in several units, “everything is being discussed with everyone”, etc.
The Agile method is used, very suitable for projects in such a dynamic environment.

#5

Another good incentive for loyalty and promotion of inter-company entrepreneurship that Mellon has recently
introduced is the so-called Employee stock ownership plan – the practice of employees (including external
consultants) to receive shares of the company for free or at preferential prices. In this way, employee involvement is
achieved with the effect of their work.
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#6

#7
#8
#9

#10

At our company Sigma Het OOD, we very actively encourage intrapreneurship. Our work is exclusively project-based.
We have a community of around 30 experts, who are combined in different teams depending on the project. The
practices we apply to encourage intrapreneurship at our organisation are regular team meetings, debate and open
discussions (open to criticism), applying the pro-mortem approach (what would happen if we fail), etc.
I cannot say there exists a best practice in our organization, since we are rather project-based. We tried to do
something similar with the Center for Professional Training at the IPQ, but it is not easy to develop an organization
within the organization where the headcount is limited.
My organization operates on a partnership basis. I work mainly with other entrepreneurs, and in truth I do not need
to encourage that practice. For us, this is a basic manner of operating.
I do not recall any specific examples from Bulgaria
Internal business developers can be active and successful only in a company that supports them. Please specify the
most important conditions that encourage intra-entrepreneurship in your company or in any company in general.
We send our employees to conferences, conducted in Bulgaria, in Europe and in the United States, where topics are
discussed and are delivered lectures in the scope of their professional interests. After the conferences, on their own
initiative, colleagues share with other members of their teams new solutions/methods that have been heard by some
of the worldwide lecturers in the corresponding field. Thereby often are made decisions to implement a new
approach/methodology in projects or everyday work, which leads to positive outcomes in performance of the team
and overall – in the development of the company.

Personal attitude

#1
#2

#3

#4

It creates conditions for the development of dual education and feedback - education - industry - education. The
scientific and educational product realization supports the optimization of the educational process and improves its
quality. It creates conditions for the realization of the young specialists before they have completed their education.
As mentioned in the definition
When the organization grows, it is inevitably bureaucratic - at least because of the need for internal control
mechanisms and the need for duplication of operations. It is important not to remove the rules and administration at
all, but at certain positions and for certain people who have proven their qualities to take a calculated risk of giving a
wider perimeter of autonomy in decisions and responsibilities. In such situations, it is good, besides the linearfunctional structure, to have project loops oriented to specific tasks where the leading specialist (internal
entrepreneur) can use the expertise and availability of employees from other outlines in the organization.
Intrapreneurship is especially important for organizations that have undergone the first phases of their lifecycle. They
add value to the created and optimize it and adapt to today's rapidly changing conditions. The most difficult time for
them is to generate trust and the possibility of finding support for making unpopular reforms, which often depend on
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imposed internal company documents and rules. Without them, however, organizations are entering the upsurge
phase directly into decline, which reduces their lives, which in private companies is detrimental.

#5

#6

#7
#8

#9

My personal attitude is that it is absolutely close to my heart and personality. I identify myself with it. I think I'm a
type of person who is proactive, taking risks and having “feasible” ideas. In various organizations where I've worked
in different spheres and areas, I've always been looking for an opportunity to realize this potential.
And one more thing – one must be seen in his/her entirety. Due to the specific nature of an organizational structure
or circumstances that force a person to take up a position, he/she may not be proactive, performing his duties, but
his interests, outlook and hobbies out of the job may speak the opposite. Such people find a way to realize their
potential in another way, and they can handle hundreds of things beyond this “less interesting” job.
I know such people – 20-year-old civil servants who climb high mountains, write books, practice free diving, volunteers
in
different
parts
of
the
world,
have
their
own
gardens
and
greenhouses,
etc.
It is important for a person to find a way to realize his/her potential, which should, however, be consistent with his/her
capacity. Everyone is good at something, but everyone cannot be creative and initiator. The realization of an idea
requires also supporting roles, administrative capacity, strategic planning, etc. A clear awareness of his/her own
potential will allow for maximum development potential.
My attitude is particularly positive. Intrapreneurship is crucial for successful business development and successful
project implementation. This is valid not only for the service sector, but for all areas. Unfortunately however, it is my
observation that entrepreneurs in Bulgaria are not mature enough for this. There is not enough communication.
Employees also need to understand their employers, to put themselves in their shoes; they don’t know what it is like
to not be able to find money for salaries, for social security contributions, to not be able to find new clients/markets,
etc. Employees need to realize they are on the same boat as their leader, and everyone should help each other.
I like enterprising people and during all my years of work I have tried to stimulate this type of behavior. I have been
trying
to
guide
people
towards
implementing
good
practices
in
this
field.
The most important skills that I try to pass on to my students are the skills needed in project management and
communication – these are the skills of the future and are helpful for success in every field. Corporate
entrepreneurship is much safer than the “external” one since you are developing your ideas in a protected
environment. The factor in Bulgarian business setting that hinders the development of corporate entrepreneurship is
that innovators are being punished because they make more mistakes and there exists no tolerance to the people that
take it as their task to develop a new idea. Bulgarian IT industry culture, as well as some additional specific conditions
there, allow for entrepreneurial behavior being promoted more
I have already mentioned that I myself am an entrepreneur, and also have the practice preparing people in this
direction. While working on the positions I have occupied, I have always been in the role of an internal entrepreneur.
The entrepreneurial potential of a society can be exploited in various forms – individual entrepreneurship, partnership
(collective) entrepreneurship, entrepreneurship within the enterprise or the so-called domestic entrepreneurship
(inside company entrepreneurship). The important thing is to create the conditions for liberty and creativity of the
bearer and the developer of entrepreneurial ideas
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I think that it`s necessary that organizers give more freedom to their employees who show the qualities/skills needed
to unfolding their potential in developing new products/services without being restricted by bureaucratic procedures.

#10
WILLINGNESS TO IMPLEMENT INTRAP.
Companies

Educational institutions
Yes. Such programs will create a condition for the
development of the organization in terms of - creating
additional resources and generating additional financial
resources. It is time for the universities to learn how to
handle the financial mechanisms provided by the
economic funds.

#1
No

#2
It will be useful to include this concept in separate
disciplines of educational programs such as business
administration.

#3

#4

RHM Burgas has for years imposed the style of offering a
wide opportunity to attract its employees to the process
of generating new ideas. A Board of Directors has been set
up and bulletins are distributed to all employees, with the
initiative being supported and rewarded with additional
material
incentives.
Employees are delegated rights to their own external
correspondence to find partners and implement projects.
N/A

#5

Yes,
of
course,
it
will
be
beneficial.
Typically, in-house entrepreneurship is addressed within
the Innovation and Entrepreneurship module, part of a
Master's program. Within this module there are three
courses, and starting from March 10, 2018, for the first
semester, we start a new course dedicated to corporate
entrepreneurship. The course is my initiative – an
“intrapreneurship initiative”! Its development is driven by
the topicality of the topic, the trends in other major
international universities' research programs, the interest
in business and the career opportunities for students who
will study it. Over 10 years of professional experience and
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in-depth scientific knowledge in the field have allowed me
to develop a curriculum that meets these needs.
It is important for the lecturers to be active and to keep
track of the current trends in their field.

#6

There is definitely need of change in education. Our
culture does not encourage proactivity, being different. It
is exactly the opposite that is encouraged – do not stand
out, stay low, etc. The one that proposes ideas in the
organisation usually gets in return the answer “You came
up with this, now you’ll be the one to do it”. In order for
corporate entrepreneurship to develop, the training of
entrepreneurs/managers is also very important. A crucial
role in this is played by our society’s values and culture,
and in order for them to change, several generations
should
go.
There is a big discrepancy between what is taught at
school and at the university in terms of soft skills and
entrepreneurship and what young people can absorb
based on their limited life experience. Many of the things
we teach during our lectures seem boring, self-evident
and even generally known to students. That is why they do
not try to really understand what is said to them, fail to
think it over and then apply it in their practice. It is a fact
that the team work competences of Bulgarian students
are among the lowest in Europe. For instance, students
cannot imagine what it is like being a manager, being
responsible for employees, being criticized, having to
solve conflicts, holding one’s nerves, resisting pressure,
etc. That is why it is very important for this to be included
in education, but in a context. Students need to be have
an aim (it can also be another subject), to look at their
experience through the perspective of the corporate
entrepreneurship course and based on their experience to
share “I failed to contain my nerves”, “I did this wrong, it
would have been better if I had….”, etc. What would be
most valuable for students is education through
simulation, experiencing different situations themselves.
Only then would they start accumulating experience and
developing skills. It is important for them to live what
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schools and universities teach them, to understand this
knowledge, in order to achieve maturity and really
develop
the
personal
skills
they
need!
Teachers themselves are counterproductive when it
comes to encouraging corporate entrepreneurship.
Teaching staff should be trained to follow a new education
approach based on co-experience.
N/A

Business simulations are among the contemporary
approaches although they are not new in themselves. We
managed to successfully implement a project for student
companies with real exchange: the students
manufactured/bought products and exported them
abroad, etc. (some type of learning/training companies,
but in real environment and not a simulation). Even one of
the companies created (catering services) continued
operating after the students graduated from high school.
In Bulgaria, the Junior Achievement organization
dominates entrepreneurial education at schools. They
adopted this learning model via business simulation and
business plan development.
While teaching corporate entrepreneurship at the UNWE
we involve our students mostly in project work. Managing
a company requires creating an environment, that is why
teaching by using this approach is much harder. Apart
from traditional lectures, we often use case studies in our
curricula.
All teachers state that they support the introduction and
implementation of new technologies in education, but
when they need to be trained to use instruments like mass
open online courses (MOOC), webinars, augmented
reality and so on, they do not want to get involved. At the
same time, they cannot do their job if they are not trained.
Therefore, it is required that also the skills of the teachers
are being developed.

#7
This is the main mission of our organization.

#8

Definitely, there is available a very wide market niche for
realization in Bulgaria. And one more thing – you have to
offer the target group (your clients) something different
from the „standard“ competencies, described in question
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2. For example, the already mentioned „power politics“,
are not available at present in Bulgaria. That is, if you
combine things properly, I think the curriculum you are
developing will have greater competitive advantages.

#9

#10

Yes, definitely. Stimulating the creativity, innovativeness n/a
and pro-activity of teachers is very essential for our
students!
Yes. In the ICT sector in which our corporation is Yes, of course. Every new knowledge benefits for
incorporated, the encouragement of corporate development and progress.
entrepreneurship is determinative.
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4. CONCLUSIONS
Short summary of the main conclusions gathered and the most important aspects that should be
highlighted regarding the research in your country.

A half of the respondents have some work experience related to the intrapreneurship, but the most of them
have never heard about training in the domain. The majority of the participants in the survey expressed their
interest to be involved in in such kind of training. Real indicator for this is that the participants expressed their
desire to be informed about the project and the possibilities for training.
The questionnaire outlines as important factors, with no pronounced domination for any of them, both personal
skills and managerial and social skills. Consequently, the provision of approaches and contents aiming at the
improvement and development of these competences should be considered as an integral part of the SCOPE
training methodology.
Most of the participants in the survey think that the expert knowledge is crucial for the provision of relevant
training in the domain and by this reason this has to be set as key criteria for selection of the trainers.

The next section presents the summarized conclusions done after analysis of the feedback provided by the
interviewed experts.
Private companies and NGOs are not familiar with corporate entrepreneurship and intrapreneurship. This is
not practice and depends of individual skills and opinion of their managers. In comparison, the educational
institutions have practice and experience. Academic society representatives are more familiar with the topic of
corporate entrepreneurship compared to business representatives.
Both type of organizations (business and academic ones) accent to the individual skills of persons.
Both, educational and private organizations:




emphasize the importance of the individual skills of a person as a factor influencing corporate
entrepreneurship;
point out that corporate entrepreneurship is of high importance and needs to be considered as a priority
within organisations in order to achieve a competitive advantage;
outline the following key factors that characterize the corporate entrepreneurship process: proactiveness, innovativeness, risk-taking, critical thinking, initial enthusiasm and previous experience in
the field/organization.

Some of the experts see difference between the terms “corporate entrepreneurship” and “intrapreneurship”
while for others they are equivalent and can be used as substitutes.

139

The European Commission support for the production of this publication does not constitute an endorsement of the contents which reflects the
views only of the authors, and the Commission cannot be held responsible for any use which may be made of the information contained therein.
Project Code: 2017-1-AT01-KA202-035043

It was a common observation made by all interviewed experts that Bulgarian private companies (especially
those with Bulgarian management team and not subsidiary of a foreign company) have a very low degree of
corporate entrepreneurship and rarely see its benefits. According to the experts there is a clear need to boost
the knowledge and competences of company managers with regard to the advantages of a company culture
nurturing corporate entrepreneurship. Since such a significant behavioural change and shift in attitude requires
a lot of time according to experts estimates it might take several business generations to change.
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1. INTRODUCTION
This document is conceived to present the main national outcomes obtained as a result of the
implementation of Skills for Corporate Entrepreneurship (SCOPE) project in AUSTRIA.
As a first step in the development of the project, IO1 had as final objectives the following:
-

To collect existing cases and good practices on intrapreneurship mechanisms and incentives.
To identify competences and needs of intrapreneurial employees.
To identify the needs of innovative companies in terms of intrapreneurship.

To achieve these goals, some concrete activities have been implemented in all partner countries with the aim
of providing a true reflection of the perception about intrapreneurship in each of them. A research
methodology was developed by INCOMA, leading organization for IO1, and Campus 02, responsible for the
expert interviews and quantitative survey, and was later revised by the remaining partners.
Once the methodology had been defined, activities were implemented as described in the following sections
of this document.
This report will compile the results of all the activities carried out in Austria by FH JOANNEUM and FH Campus
02, who worked together to get national outcomes. Therefore, the Austrian National Report will serve as an
overall picture of Intrapreneurship State of the Art in Austria.

2.QUANTITATIVE SURVEY: ON-LINE QUESTIONNAIRE
As part of this first activity, a quantitative survey was designed aimed at detecting an intrapreneurship profile
and existing gaps in each country. As stablished in the project proposal, each partner collected a minimum of
50 responses.
The survey was created by Campus 02 using the Survey Monkey online platform and was shared with
interviewees by each partner country. Five versions of the survey, one per partner language, have been
implemented.
The
Austrian
version
of
the
survey
can
be
found
on-line
in
https://de.surveymonkey.com/r/scopegerman.
A total of 61 answered the online survey in Austria between 08.01.2018 and 16.02.2018.
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d. TARGET GROUPS FOR THE DISTRIBUTION OF THE SURVEY
The focus of Campus 02’s set of potential survey participants was on small and medium enterprises in
Austria. The focus of FH JOANNEUM set of potential survey participants was on large scale enterprises
and training centres in Austria.
The link to the online questionnaire was directly sent to either innovation managers, CEOs, members of
the board of directors, innovation consultants, technicians and people working in the wider field of
innovation management in those conducted organizations.
All in all 283 different organizations in Austria were contacted by Campus 02 and 72 were contacted by
FH JOANNEUM.

e. FEEDBACK
2.2.1 HAVE YOU ALREADY EXPERIENCED INTRAPRENEURSHIP IN YOUR PERSONAL WORK ENVIRONMENT?

With 61% the majority of the respondents have experienced intrapreneurship in their personal work
environment.
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2.2.2 HAVE YOU HEARD OF TRAINING IN THE FIELD OF INTRAPRENEURSHIP?

Only one out of 5 respondents has heard from trainings in the field of intrapreneurship, which could be
interpreted as a relatively big potential for the SCOPE training programme.
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2.2.3 WOULD YOU BE INTERESTED TO ATTEND INTRAPRENEURSHIP TRAININGS?

In contrast to the above mentioned question almost two third of the respondents would be interested
in participating in a training on intrapreneurship. This question shows again the potential of an
intrapreneurship training programme.
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2.2.4 PERSONAL SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR
ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOR? (FROM NOT IMPORTANT TO VERY IMPORTANT)

According to the respondents the most important personal skill for intrapreneurship is a proactive
personality followed by problem solving skills and creativity. On the bottom of the ranking the ability to
take risks and the ability to cope with stress can be found, but each of the items have a majority of
“extremely important” or “important” answers.
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2.2.5 MANAGEMENT SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING
THEIR ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOR? (FROM NOT IMPORTANT TO VERY IMPORTANT)

According to the respondents the most important management skill for fostering intrapreneurship is a goaloriented acting followed by ability to make good decisions and confident appearance. On the bottom of the
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ranking the ability to coordinate staff, the ability to influence others and negotiation skills can be found, but
each of the items have a majority of “extremely important” or “important” answers.

2.2.6 SOCIAL SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR
ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOR? (FROM NOT IMPORTANT TO VERY IMPORTANT)

According to the respondents the most important social skill to enhance intrapreneurial behaviour is
communication skill followed by networking skills and conflict management. On the bottom of the ranking
intercultural skills can be found, but each of the items have a majority of “extremely important” or
“important” answers.
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2.2.7 EXPERT KNOWLEDGE: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR ABILITY TO
ENHANCE INTRAPRENEURIAL BEHAVIOR? (FROM NOT IMPORTANT TO VERY IMPORTANT)

These questions shows clearly that the ability to connect knowledge from different fields is more important
than having specific skills.
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2.2.8 PERSONAL SKILLS/COMPETENCES: HOW WOULD
SKILLS/COMPETENCES LISTED? (VERY POOR TO EXCELLENT)

YOU

RATE

YOURSELF

REGARDING

THE

According to the respondents they perceive themselves most competent in problem solving followed by
analytical thinking and having a proactive personality. On the bottom of the ranking the ability to take risks
can be found but each of the items have a majority of “excellent” or “good” answers.
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2.2.9 MANAGEMENT SKILLS/COMPETENCES: HOW WOULD
SKILLS/COMPETENCES LISTED? (VERY POOR TO EXCELLENT)

YOU RATE YOURSELF REGARDING THE

According to the respondents they perceive themselves most competent in coal-oriented acting followed by
ability to make good decisions and having a confident appearance. On the bottom of the ranking
negotiation skills can be found but each of the items have a majority of “excellent” or “good” answers.
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2.2.10 SOCIAL SKILLS/COMPETENCES: HOW WOULD
SKILLS/COMPETENCES LISTED? (VERY POOR TO EXCELLENT)

YOU

RATE

YOURSELF

REGARDING

THE

According to the respondents they perceive themselves most competent in communication skills followed
by ability to work in teams and intercultural skills. On the bottom of the ranking the ability to deal with
criticism can be found but each of the items have a majority of “excellent” or “good” answers.
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2.2.11 EXPERT KNOWLEDGE: HOW
LISTED? (VERY POOR TO EXCELLENT)

WOULD YOU RATE YOURSELF REGARDING THE SKILLS/COMPETENCES

According to the respondents they perceive themselves most competent in the ability to connect
knowledge from different fields followed by project management skills. All other skills/competences are less
prevalent, but still on a relatively high level.
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2.2.12 PLEASE RANK THE FOLLOWING COMPETENCE FIELDS FROM MOST IMPORTANT TO LEAST IMPORTANT:

The majority perceive personal skills as most important followed by management skills and social
competences. Expert knowledge is less important according to the majority of the respondents.
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2.2.13 ARE

THERE ANY OTHER SKILLS/COMPETENCES YOU THINK COULD BE IMPORTANT TO FOSTER

INTRAPRENEUSHIP? PLEASE STATE THEM BELOW.

Of the 59 respondents 19% believe that besides the above mentioned skills and competences other
competences to foster entrepreneurship are important. These are the answers:













Self-motivation
Focusing, self-reflection, mental strength, to stay on top of things
A right mindset, mental strength
Change Management, as being an intrapreneur means there is some kind of change taking place in
the company and it is not easy to change existing structures
Recognize, assess and analyse resistance within the company and draw accurate conclusions out of
this process. A high degree of innovation is not taking place due to internal reasons. The intrapreneur
himself/herself has to constantly evaluate if he is able to win through and to become happy, as there
can also be negative consequences, which is the primary reason for the importance of drawing
accurate conclusions.
Having visions
Foreign languages: One should have at least a good command of English, every additional knowledge
of another language is advantageous
Capacity for enthusiasm
Ability to recognize innovation, joined-up thinking, profiling
Professional competences
Working practice in two different branches would be advantageous to enable having the view of an
insider and an outsider
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2.2.14 DO YOU THINK THERE ARE DEPARTMENTS IN A COMPANY THAT SHOULD FOCUS MORE ON FOSTERING
INTREPRENEURIAL ACTIVITIES THAN OTHERS?

40% of the respondents think that specific departments should focus more on intrapreneurial activities than
others. These are the answers:



















In the area of innovation
R&D => Research and development
Top-level executives have to approve
Business Development, Corporate Development, product development, etc.
R&D
Everything
R&D
Communication Departments, Community & Partner Management
Research & Development
HR-Departments, R&D
distribution and board of directors
Project management
Corporate management
All departments
All
R&D and distribution / Technical sales
Departments, which are exposed to constant change
Product management of the specialized and development departments, the executive board, the HRdepartment (especially recruiting and HR development), marketing
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Innovation, executive board
R&D, Sales, marketing, distribution, logistics
R&D, process management,
Departments which are highly IT affine
Research service

2.2.15 HOW MANY PEOPLE ARE EMPLOYED WITHIN YOUR COMPANY? (FTE)

The relative majority of majority is working in big company. Almost a quarter is working in a company with
100 to 249 employees. 12% and 10% of the respondents respectively work in a company with 0 to 9
respondents and 50 to 99 employees.
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2.2.16 WHAT IS THE HIERARCHICAL LEVEL OF YOUR CURRENT JOB POSITION?

46% of the respondents work in a mid-level job in their company. 36% are working in the top level. Only
18% are working in the first level.
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2.2.17 WHICH DEPARTMENT ARE YOU CURRENTLY WORKING IN?

The majority of the respondents is working in an other department than the ones listed above. From the list
most are working in R&D followed by marketing & sales.

Communication

General management

Executive board

Technical
department
within
the
planning
process

Technology transfer

Administration

Back office

After sales

Project management
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CEO, executive board

HR

Operations

Research management

Research service

Innovation management

Project
management,
technical department and
production

3. QUALITATIVE SURVEY: INTERVIEWS WITH EXPERTS
To complement the results obtained through the quantitative survey, partners also interviewed national
experts in intrapreneurship to support the process of competence definition, needs assessment and
corporate entrepreneurship good practices identification. A minimum of 10 experts per country
(Teaching/training experts, intrapreneurship experts, stakeholders, employees, managers etc.) were
interviewed.
A total of 10 experts were interviewed in Austria by FH JOANNEUM and FH CAMPUS 02 between 7/2/2018
and 19/3/2018.

a. ORGANIZATION / IMPLEMENTATION
Please describe how experts were selected, dates, schedule/agenda/ type of interview (face to face, skype,
telephone).
Number

Expert name

Function

Selection

A#1

Harald Petschnik

Global Business Development
Manager

selected from a pool
enterprise contacts

of
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A#2

Dietfried Globocnik

Innovation
scientist

Consultant

and

A#3

Jana Deprez

Scientist

Researcher
with
jounal
publications (ranked journals)
in intrapreneurship

A#4

Kurt Völkl

president of an insurcane
(public body)

Professor
at
university,
supervisor for master theses
in intrapreneurship

A#5

Thorsten Lambertus

Scientist and consultant

scientist
at
Frauenhofer
Institut with a focus on
intrapreneurship

A#6

Jasna Zemljic

Corporate development

Manager in a big company in
Styria

A#7

Erich Schuster

CIO

Head
of
innovation
department Casinos Austria,
introduced some measures in
corporate entrepreneurship
and intrapreneurship

A#8

Wolfgang Bretschko

Entrepreneur

Managing Director of an SME

A#9

Christina Schweiger

FH Professor

Professor with publications in
intrapreneurship

A#10

Christina Blanka

University
Professor

Assistant

Researcher
with
jounal
publications (ranked journals)
in
intrapreneurship,
Consultant for innovation
management/corporate
entrepreneurship

Professor with publications in
intrapreneurship

b. EXPERTS’ PROFILE
Please define the experts professional profile (field of education, experience, level of responsibility etc.).

Number

Field of Education

Experience in Years

Level of Responsibility
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A#1

electrical engineering,
innovation management

20

Global Business Development
Manager

A#3

business administration,
PhD with major in
innovation management

15

Head of Consultant Service
Development, project team
leader

A#4

technical mathematics

40

Managing Director

A#5

industrial engineering
and business
administration

8

Tem Leader (4 persons)

A#6

MBA

19

Head of Innovation incubator

A#7

Commercial high school

37

Head of Innovation department

A#8

Lawer .

25

entrepreneur SME

A#9

Economic

16

head of research cluster

A#10

Economic

7

assistant professor i nstitute of
entrepreneurship

A#2
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DEFINITIONS
Intrapreneurship

#1

#2

#3

Corporate Entrepreneurship

the classical entrepreneur meaning that you act
like an entrepreneur. For that you need to know
who your customers are, which value you create
for these customers. Further you need to know
how to manage your sales organisation, how to
organise the enterprise internally in order to be
capable of creating the proposed value. Who are
your partners, what are your core competences,
what do you develop inhouse, what to you deliver
to partners. And you have to organize your
enterprise in order to be profitable (profit and loss
account and balance sheet). For me the classic
entrepreneur is someone who constructs the
business model of his/her company and always
thinks about how he/she can permanently
after explaining the theoratical definition he says develop the business model for the customers and
that intrapreneurship is maínly the same as for the enterprise. This means to have an
entrepreneurship but in relation to ordinary enterprise that is profitable and which can
employees
refinance itself as well as r&d expenses.
An intrapreneur is an employee that is intrinsicly
motivated to initiate innovation, is willing to
coordinate innovation activities. Based on Pinchot
in the 80s
Synonymous to intrapreneurship!
intrapreneurship to me is the whole of corporate
entrepreneurship and intrapreneurial behavior. So
the whole of corporate entrepreneurship is
organizational-wide policies which are set by
boars, which are helped by HR policies and stuff
like that. So that’s really on the organizational
level, it’s more of a top down thing, while
intrapreneurial behaviors, we believe that a person
is not born as an intrapreneur but that this
behavior can be fostered, that can be aided, and
then it’s actually more of a top down approach. An
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to me, intrapreneurship is both. Intrapreneurships
is a combination of intrepreneurial behaviors from
a bottom up approach and corporate
entrepreneurship which is a top down approach

#4

#5

employees taking on responsibility

taking action out of own motivation
The opportunity for employees to act like an
entrepreneur and to pursue and develop own
ideas within an existing enterprise. Therefore, it is
a bottom-up process. The management offers
support and allows an open and “Fail fast learn
fast” culture.
empower the employee on an individual basis, to
bring in oneself in an independent and creative
way and, additionally, to also offer a systematic
process for that.

basicaly synonymous to intrapreneurship
entrepreneural thinking and acting, link between
organization and organizational environment

#8

A company culture which demands for innovation
and provides a framework for change. This is
mostly done via a top-down process. The stimuli
are coming from the top management.
corporate entrepreneurship is about jointly taking
over the responsibility to launch new products
and processes, which means to act as one
corporate entity and to do things jointly.
entrepreneurship is, if someone builds something
from scratch, and has a new idea which he
develops until it is ready for the market in a way
that a sustainable process can be created out of
that. This is what I would describe with the term
entrepreneurship. For me a corporate is an
enterprise of a certain size, meaning it is no SME,
but an enterprise with a certain size, number of
employees, amount of profit, etc. and in
I would define the term intrapreneurship as corporations, innovation is taking place in a more
someone developing something new within an structured way than if an entrepreneur is doing
existing organization.
something on his own.

#9

integration of external entrepreneurship, for
example when I integrate startups in an existing entrepreneurial activities within one established
company
company

#6

#7
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company is trying to remain innovative despite
existing structures and it, for that purpose, also
sets up spin-offs for certain products and product
ideas which are pursued, but rather a little apart
from the main business

#10

Most important competences of intrapreneurs

#2

An intrapreneur is like an entrepreneur in a bigger enterprise who drives things. You can look at the
business model canvas in terms of competences. It is very important to know who the internal and
external customers are. You need to take care of the relationship with internal and external customers.
In this sense you need to think about the problems of internal and external stakeholders and how you
can help them with it. You should permanently ask yourself wich additional value you could generate to
satisfy them. You have internal core competences and when you organise a team you have to think about
the competences of the people in that team. Where are the gaps and which people do you need to fill
these gaps? Finally you need to keep an overview of the costs. Social skills are particularly important.
You won't be successful without social skills. People will exclude you, they will disregard you. You musst
build aliances and partnerships with people. Motivation for innovation is also very important. You have
to think about which kind of value you want to create and where you want to go on the long run.
Furthermore, you should know if you want to do radical or incremental innovation in the company. Am
I tough enough to foster radical innovation? You need to have a high level of frustration. You need to like
to be the frontman, but you have to work on the same level as other people in the team.
entrepreneural self efficacy, expert knowledge, technical and technological knowledge, financials,
generate urgency, issue selling, leadership competence, transformational leadership,
stakeholdermanagement, proavtive personality, readiness to assume a risik, personal initiative, personal
achievement or need for achievement,

#3

intrapreneurship is linked to three different types of behaviors: proactive behaviors, innovative
behaviouirs and risktaking behaviors. Further approaches look at ventureing and strategic renewal.

#4

leadership competences, being a change agent, expert knowledge, analytical thinking, creativity

#5

to DO, being emppatic, being able to understand customer/stakeholder needs, being able to cope with
resistance

#1
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#6

Passion, creativity, courage, perseverance, teamwork

#7

should be able to enthrall people for an idea, a product, an initiative, expertise going not only in the
direction of business administration and business cases, to think outside the box and to think about the
frame

#8

#9

#10

of creativity and he has to be convinced by the new idea; endurance and competence
entrepreneurial spirit, taking the external factors into account, meaning what is currently happening on
the market, identifying current demands, to have the ability to think outside the box and to generate
innovative ideas; to think about how to utilize the ideas favorably for the company, in which I am
integrated in, meaning some kind of absorbance competence; highly developed communication skill, as
I am within the area of tension to the management and to the leadership
capable of thinking outside the box, capturing things systematically, meaning that one cannot only
capture things in the own department, but also the bigger connections; be able to implement the ideas
and for him to commence the process of doing, a high degree of networking within the company; to
saying to oneself I think I am capable of that, meaning the daring to do something and to have this ability
is essential, because only if I trust myself to be capable of doing that

Most important competences of managers

#1

#2

Executive forces should personally live innovation in terms of acting strategically innovative to make their
position in the organisation clear right from the beginning. Innovation leaders are entrepreneurs who
promote intrapreneurs. Her or she must have the ability to drive change and therefore must have a high
willingness to change
allow employees a certain degree of autonomy, managerial support, giving organizational
boundarise/structure within those an employee can be innovative, bonuses, feedback, accelerate ideas
to higher management levels, transformational leadership, employee involvement, open leadership
member exchange

#3
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#4

social competences, being a good listener, emapthie, paricipative leadership approach

#5

giving intrapreneurs space (time, money), protecting intrapreneurs, exemplify entrepreneural behaviour,
being a "coach"

#6

Conduct mentoring, inspire employees, create trust, an entrepreneurial mindset and to be open for new
things

#7

open-minded, be able to self-critically reflect things, be technologically savvy, allegedly, agile
management

#8

#9

#10

highly developed social skills, good communication skills, negotiation skills and he has to be solutionoriented
absorbance competence, meaning a mental flexibility and that I am open-minded; capacity for reflection
to be able to reflect different perspectives and standards and to easily handle contradictions; strong
leadership competence; certain amount of strategic flexibility; management strategy: direction of
effectuation
about the employees is having the possibility to try out intrapreneurship in a relatively safe environment
and that they get feedback for the activities they do, meaning they should be able to evaluate the
activities they do, so they can learn something; leadership style itself, to how they communicate with
employees, how they are connected; manager also has this social network, so one can establish a certain
base of trust to the employees; an authentic leader, and one involves the employees in important
decisions; granting employees access to resources that that plays a more important role. One does not
have to be an expert in the field to support an intrapreneurial project of an employee

Measures to foster intrapreneurship

#1

Example: Giving someone in the production unit the chance to further develop a mechanical process or the
machine itself. Giving him/her time and motivate him/her in terms of a promotion, a price, money or
whatever when he/she succeeds. Do not force him/her to be innovative.
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#2

Corporate venturing, separeted (local and thematic) innovation units, implementation of intrapreneural
structures, internal funding, business plan competitions, internal venure boards where ideas can be
pitched, Red Box/Blue Box system (Adobe), education of employees (technical, financial know-how,
marketing), funding of ideas in combination with a no-questions-asked policy, hire people with high self
efficacy, skunk work

#3

#4

coroprate ID, common rules for cooperation, investments in employees in the beginning of their career,
keep one's promises, self-disciplin of managers

#5

Red box/blue box system, incubational programmes, building own start-up teams, business innovation
business modells, pitching systems

#6

#7

#8

#9

For instance, introducing education and inviting keynote speakers concerning the topic of innovation to
promote entrepreneurial culture. Open communication throughout the whole company, for instance to
speak boldly about success, but also about failure.
Casinos Austria as an Austrian company, have a relatively broad-ranged initiative for corporate
entrepreneurship and intrapreneurship. Wiener Linien also introduced a corresponding initiative. activity
purely related to intrapreneurship was also introduced by the Austrian railway company. In addition, the
Caritas conducted something like that.

bigger companies are starting to build accelerators and incubators to get external innovation in the
company.
? Well, first of all we have the new working styles, including flexible worktime models, flexible offices and
of course the models with flat hierarchies, holocracy for instance. Currently, everyone talks about the
combination of those two methods, which goal it is to create flexible conditions, that is what comes to my
mind right now.

Silhouette, the company which produces spectacle frames in Upper Austria which goes in the direction that
they say we build special teams for certain projects, for certain ideas which are at an early stage, this already
#10 touches the area of intrapreneurship to a small extent
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Framework conditions to foster intrapreneurship

#1

#2

innovation friendly business culture, developing a learning culture and failure culture, giving "dircetions"
in which employees should refine their ideas

#3

#4

good middle management - further education for middle management, talent scouting

#6

commitment to intrapreneurship in all units and of board of directors, seperated intrapreneurship teams
(e.g. in another building), organizational culture: accept failure but learn from them, readiness to assume
risks, long term measures, promoter networks, trainings/workshops
We started the Innovation Incubator in the company three years ago. All employees can register with their
own ideas regarding new products and services. If an idea is selected, it receives company support
regarding the execution and the respective employees receive premiums on the basis of the idea’s success.
Throughout the last three years, nine projects have been conducted and a substantial amount of the
company’s budget has been invested in the ideas of employees.

#7

enterprise with flat hierarchies; freedom for employees to think outside the box, time budget for
employees, information about different innovation projects, innovation hub. Employee for trend
reseearch, three persons working for design thinking

#5

#8

#9

give the people who actually create something new a sufficient amount of freedom and, on the other
hand, one has to allow making mistakes and that one can learn out of mistakes, one has to have the ability
and the patience to overcome failures, on the other hand he has to have the ability to accept setbacks
a good culture of discussion and good conditions for reflection. This means that there is some exchange
on a regular basis which is done throughout various departments, that the own actions are
institutionalized and reflected and what is also very important is a solid culture of mistakes, meaning that
if a mistake happens, the attitude is that that is ok; institutionalized measures which enable creating
entrepreneurial spirit and that this can grow, like an Innovation Lab or I also frequently see in companies
that they implement SCRUM methods which are originally coming from the IT sector to foster a
spontaneous exchange of ideas
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#10

believe it is very important to show the employees this kind of behavior, to go beyond the own role and
to make this behavior possible, which means that I can shape that in a way that levels of hierarchy can be
flattened and that the employees can work relatively autonomous; , so that they can pursue these ideas
and that one grants them access to resources. This also entails how intrapreneurs are “rewarded” to some
extent, which should be used with care, because that is also in the sense of appreciation which not only is
meant monetarily, but strictly in the sense of appreciation. employee who are involved in important
decisions will more strongly identify with the company and its goals.

A3 response to “Most important competences of managers”, “measures to foster entrepreneurship” and
“framework conditions”

So we see in those cases the direct supervisors, their most important function is that as a shield, is creating
flexibility and creating possibilities within their team, right? Challenging people, what we often hear is that,
when you’re, the direct supervisor of an intrapreneur is at its best to give that person challenges, is to give
that person, for example assignments or just small ideas, but no specific solutions, let them come up with
their specific solutions by themselves. When you look at the other end of the spectrum, the proactive people,
the people who are just there, because either they don’t feel comfortable, so they don’t have self efficacy,
they don’t have perceived behavioural control, they don’t feel that they, the have habits or they just don’t
want to do it for whatever reason. What you want to do with those people, is actually to build small successes,
what you want to do there is, help them see that they do have the possibility to make a difference. So, for
example that would be people like, we’ve talked to let’s say a bunch of accountants, yes, accountants and
legal people, that’s very typical examples of what we saw in our interviews, is what you see there is that these
people there have a lot, a lot, a lot of regulations, they have a lot of rules to follow. So, even if they want to
be proactive, even if they have the personality that leads them to be proactive, you still see that they feel
very much captured. They have the norm, they have the attitude that in their job, given all those rules and
regulations, it is impossible for them to do something intrapreneurial. So, with them it’s more a question of
helping them see that even in their job there is some specific things that they can do. Even, given that rules
and regulations, there are some smaller or larger things that still they can do to make a difference. When it
comes to people that are low on perceived behavioral control, who don’t feel confident, who don’t feel that
they can make a difference, than you have to do something else, right? Then you have to give them small
opportunities to make a difference. You have to let them have a first small experience of success. So, if you
encourage them to take a small step towards something small, if they succeed in that with your guidance, it
should increase their self-confidence, it should increase self efficacy which helps them actually to take more
and more challenges or to go a bit beyond, beyond, beyond. So that’s actually some different types of people
we see on different types of interventions directed by their supervisors. I think that every specific job, for
every specific individual, if we can get people to once a month spend 10 minutes to think about, okay so what
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am I actually doing here, can I get things better, can I do things differently, I think that would be very beneficial.
It could be a bit more than 10 minutes per month obviously, but I mean for all the people this mindset and
this reflects and all this thinking about what am I doing here or can I make a difference or what else, you
know? We see that for a lot of people that’s still lacking. So in that sense, yes, everyone can benefit from
being at least a little bit more entrepreneurial.

Personal attitude

#1

It is very important because it increases the employee’s bond to the enterprise. It promotes the enterprise.
It is important in order to find the talents in the enterprise.

#2

Intrapreneurship is great! Entrepreneurs are those who generate growth

#3

#4

Work without intrapreneurship would not be fun! A living/modern company needs intrapreneurs

#5

intrapreneurship
is
problems: sometimes CEOs don't see the
not everyone needs to be/become an intrapreneur

#6

To grow organically, companies have to be innovative. An important step on the path to innovation are
intrapreneurship and initiatives which promote intrapreneurial activities.

#7

source for new ideas, products, processesm

#8

#9

long

very
term character

of

this

positive
approach

. I believe, those are two different tasks. The one thing is to optimize an existing business and to be
innovative, the other thing is to develop something new. That means, we need a different team, different
types of leadership and the respective people have to be managed differently.
Corporate entrepreneurship has surely been hyped about since the mid of the 2000s. Nowadays, I observe
that this trend is stagnating desperate attempt to create innovation, because the European area is not really
at the forefront concerning this area and entrepreneurs; I am more confident, because if I am doing interups
which means integrating startups into an existing company and giving them room, I integrate another
organizational logic in my existing organizational logic.
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#10

the topic of intrapreneurship in the sense of saying there are entrepreneurially thinking employees who
think outside the box and are capable of capturing the overall connections within a company becomes
more and more important regarding innovations in a company, but also regarding the competitiveness of a
company one possible way of combining that is the so-called middle management, meaning the managers
who are very close to the employees on the one hand, but on the other hand they have relationships to
the top management and know all the processes very well. They can play a decisive role in implementing
intrapreneurship successfully in a company.

WILLINGNESS TO IMPLEMENT INTRAP.
Companies

#1

Educational institutions

It is already happening in terms of the rapid
innovation teams

#2

#3

#4

in the entrepreneurship program in the business
faculty, a faculty of economics, they did a new
course, a new class on intrapreneurship. But I think,
like the last time I looked at it, it was more of a
general, like more of a theoretical approach, like
what is entrepreneurship vs. intrapreneurship, so
theoretical definitions and stuff like that. While,
when you look at entrepreneurship courses you
have, like, I once did a course where you had to
develop your own business plan with a small group
to have your own company and stuff like that so
that’s more of the traditional entrepreneurship
approach that is very well or very often used. And
intrapreneurship, as far as I know there is one course,
but it’s very theoretical.
absolutely,
it
is
important
that
you
people/employees experiance that there is a positive
x
effect and that it makes fun if they bring and develop
ideas in an organization
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#5

definitly, innovation goes fast, have to catch up and
that's possible by good intrapreneurs

#6

Yes

#7

#8

#9

#10

Yes, Hierachy of needs; first cost controll, but then
intrapreneurship could be a solution
I absolutely believe it is, as I think, every company is
required to continuously develop its future and to
look out for where a new business can be established
and where can the abilities the company has today
be transferred to a new business area.

x
Within our study program, we are strongly focused
on entrepreneurship, in other words, founding
companies, startup, etc. but throughout recent years
the focus has shifted in favor to this direction.
Although we always included things like
organizational
development,
including
the
development of the company after the foundation,
but we focused on that throughout recent years. We
included topics like innovation, innovation
management, design thinking, which all can be used
at a broader scope and where one can work with
students within a special focus and one can say ok,
there are some approaches, these are some skills an
entrepreneur certainly needs, but they are also
needed by employees in a company or by managers.

Well, we already have included that in all our study
programs.
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4. CONCLUSIONS
Short summary of the main conclusions gathered and the most important aspects that should be
highlighted regarding the research in your country.
The main outcomes of the quantitative survey are the following:













With 61% the majority of the respondents have experienced intrapreneurship in their personal work
environment.
Only one out of 5 respondents has heard from trainings in the field of intrapreneurship
Two third of the respondents would be interested in participating in a training on intrapreneurship.
The most important personal skill for intrapreneurship is a proactive personality followed by problem
solving skills and creativity.
The most important management skill for fostering intrapreneurship is a goal-oriented acting
followed by ability to make good decisions and confident appearance.
The most important social skill to enhance intrapreneurial behaviour is communication skill followed
by networking skills and conflict management.
The ability to connect knowledhe from different fields is more important than having specific skills
s.a. IT skills, marketing skills or legal knowledge.
The majority of the respondents perceive themselves most competent in problem solving followed
by analytical thinking and having a proactive personality.
The majority of the respondents perceive themselves most competent in coal-oriented acting
followed by ability to make good decisions and having a confident appearance.
The majority of the respondents perceive themselves most competent in communication skills
followed by ability to work in teams and intercultural skills.
The majority of the respondents perceive themselves most competent in the ability to connect
knowledge from different fields followed by project management skills.
The majority perceive personal skills as most important followed by management skills and social
competences. Expert knowledge is less important according to the majority of the respondents.

The qualitative part of the analysis showed that even among experts definitions of the term intrapreneurship/
corporate entrepreneurship is not clear.
Important skills and competences for intrapreneurs are:


Creativity



Passion,



courage,



perseverance,
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teamwork



persuavenisess



thinking outside the box

A manager fpostering intrapreneurship should have:


social competences,



emapthie



paricipative leadership approach



open minded



self reflecting



good communication skills.

Space is not that important resource. Giving employees time and freedom is more important than financial
or technical resources. Another big issue is the education/ training of employees. Some companies already
offer trainings/education in the area of innovation/entrepreneurship. Communication about innovation of
the company can encourage employees too.
The interviewees have diverse point of views on intrapreneurship/corporate entrepreneurship. While one
stated that intrpreneurship is the desperate approach of Europeans to catch up with more innovative regions
others tell that it is very important for the development of a company.
The interviewees from the company side would like to implement intrapreneurship in their enterprises.
Interviewees from the educational side told that it is already included in their programmes and courses.
Additionally they have already conducted research on the topic.

5. REFERENCES, CONTACTS AND LINKS
Please add any reference (books, links, audio-visual materials,…) you used for research, identification of
best practices, etc.

https://mooc.house/courses/bizmooc2018
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1. INTRODUCTION
This document is conceived to present the main national outcomes obtained as a result of the
implementation of Skills for Corporate Entrepreneurship (SCOPE) project in Greece.
As a first step in the development of the project, IO1 had as final objectives the following:
-

To collect existing cases and good practices on intrapreneurship mechanisms and incentives.
To identify competences and needs of intrapreneurial employees.
To identify the needs of innovative companies in terms of intrapreneurship.

To achieve these goals, some concrete activities have been implemented in all partner countries with the aim
of providing a true reflection of the perception about intrapreneurship in each of them. A research
methodology was developed by INCOMA, leading organization for IO1, and Campus 02, responsible for the
expert interviews and quantitative survey, and was later revised by the remaining partners.
Once the methodology had been defined, activities were implemented as described in the following sections
of this document.
This report will compile the results of all the activities carried out in Greece by The University of Thessaly
(Partner 1) and Dimitra (Partner 2), who worked together to get national outcomes. Therefore, the Greek
National Report will serve as an overall picture of Intrapreneurship State of the Art in Greece.

2. QUANTITATIVE SURVEY: ON-LINE QUESTIONNAIRE
As part of this first activity, a quantitative survey was designed to detect an intrapreneurship profile and
existing gaps in each country. As established in the project proposal, each partner collected a minimum of 50
responses.
The survey was created by Campus 02 using the Survey Monkey online platform and was shared with
interviewees by each partner country. Five versions of the survey, one per partner language, were
implemented.
The
Greek
version
of
the
survey
can
be
found
on-line
at:
https://de.surveymonkey.com/r/scopegreek.
A total of 56 people answered the online survey in Greece between 8th and 28th of February, 2018.
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2.1 TARGET GROUPS FOR THE DISTRIBUTION OF THE SURVEY
The target group of the quantitative survey was primarily the business community. Therefore, the
questionnaire was sent to executives of companies, both at a regional (Periphery of Thessaly) and a national
level. Given the composition of the Greek economy – with Small and Medium Enterprises (SMEs) comprising
the vast majority of companies - the research team sent the questionnaire to both SMEs and large companies.
Responses came from companies of various sizes, too. In both cases, however, the focus was the
manufacturing sector.
The key criteria taken into consideration when sending the questionnaire were:
a. The recipients to be business executives.
b. The companies to be in the secondary sector.
Initially, the questionnaire was sent to more than 700 recipients and 25 responding. After a reminding e-mail,
another 31 questioannaires were filled, yielding an overall response rate of 3.5%.

2.2 FEEDBACK
Not all questions were answered by all respondents, although the overall responses’ coverage rate is 99.3%.
In particular, from the total of 17 questions, 13 had been answered by all 56 respondents, 2 questions had
been answered by 55 respondents and 2 questions were answered by 54 respondents.
Generally, it is worth noting that those companies that responded do have already some experience with the
intrapreneurship and are quite interested in attending some training in this field. In the paragraphs that
follow, respondents’ response to each question is analyzed.

2.2.1 HAVE YOU ALREADY EXPERIENCED INTRAPRENEURSHIP IN YOUR PERSONAL WORK ENVIRONMENT?
The first question was answered by 54 respondents (2 skipped it). Most of the respondents (almost 67%) have
already experienced intrapreneurship in their personal work environment. One third of the respondents (or
33%) didn’t experience any intrapreneurship in the work environment. The visual depiction of the answers
can be seen in the Figure 1 below.
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Figure 1. The answers to the question “Have you already experienced intrapreneurship in your personal
work environment?”

2.2.2 HAVE YOU HEARD OF TRAINING IN THE FIELD OF INTRAPRENEURSHIP?
The second question had 55 replies and just one missing. The majority of the respondents (60%) hadn’t heard
of any training in the field of intrapreneurship. On the other hand, 40% of the respondents had heard of such
training.

182

The European Commission support for the production of this publication does not constitute an endorsement of the contents which reflects the
views only of the authors, and the Commission cannot be held responsible for any use which may be made of the information contained therein.
Project Code: 2017-1-AT01-KA202-035043

Figure 2. Answers to the question “Have you heard of training in the field of intrapreneurship?”

2.2.3 WOULD YOU BE INTERESTED TO ATTEND INTRAPRENEURSHIP TRAININGS?
The third question had again 55 respondents and one missing. Most of the respondents (more than 80%)
would be interested to attend training in intrapreneurship while approximately 1 out of 5 respondents
wouldn’t be interested in such training. The Figure 3 below shows the graph of the responses.
Figure 3. Answers to the question “Would you be interested to attend intrapreneurship trainings?”
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2.2.4 PERSONAL SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR
ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOR? (FROM NOT IMPORTANT TO VERY IMPORTANT)
The following question aimed at identifying the personal skills/competences an intrapreneur. Noteworthy is
the fact that all respondents offered an answer to this question. Among the 8 personal skills, the respondents
identified Problem Solving Skills (4.52) as the most important. That is, 58.9% of the respondents considered
this skill extremely important and 35.7% - important. The second most important personal skill was Creativity,
with mean score of 4.38. This skill was considered extremely important by 51.8% and important – by 37.5%
of the respondents. On the third position, two skills – namely Proactive Personality and Ability to take risks –
were ranked, with a mean score of 4.30 and 4.29 respectively. Proactive Personality was considered
important by 55.4% and extremely important – by 39.3%, while the skill Ability to take risks was considered
important by 42.9% and extremely important – by 44.6% of the respondents. The rest of the abilities were
also considered important, but had a smaller mean score, spreading between 4.09 and 4.13. Figure 4 shows
these results.
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Figure 4. Answers to the question “Personal skills/competences: How would you rate the competences
below regarding their ability to enhance intrapreneurial behaviour?

2.2.5 MANAGEMENT SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING
THEIR ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOR? (FROM NOT IMPORTANT TO VERY IMPORTANT)
The next question sought to identify the management skills/competences an intrapreneur would need. Again,
all the respondents offered an answer to this question. The mean scores for these skills are lower compared
to those of personal skills aforementioned. Among the 8 personal skills, the respondents seem to value the
Ability to make good decisions (4.41) the most. That is, 51.8% of the respondents considered this skill
important and 44.6% - extremely important. On the second position (in terms of mean score) lies Persistence
(4.21). That is, 55.4% of the respondents considered this skill important and 33.9% - extremely important. On
the third position there are again two management skills: Confident appearance and Negotiation Skills, both
with 4.20 mean score. Confident appearance is considered important by 48.2% and extremely important - by
35.7%, while Negotiation skills are considered important by 67.7% and extremely important – by 26.8% of
the respondents. The mean score of the rest management skills ranges between 4.11 and 4.14, as can be
seen in the Figure 5 below.
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Figure 5. Answers to the question “Management skills/competences: How would you rate the competences
below regarding their ability to enhance intrapreneurial behaviour?”

2.2.6 SOCIAL SKILLS/COMPETENCES: HOW WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR
ABILITY TO ENHANCE INTRAPRENEURIAL BEHAVIOR? (FROM NOT IMPORTANT TO VERY IMPORTANT)
Question 6 tried to explore the reflection of the respondents upon the social skills an intrapreneur would
need to succeed. Again, the question was answered by all Greek respondents. The most important skill seems
to be the Ability to work in teams, with a mean score of 4.34. That is, 48.2% of the respondents consider this
skill important and 44.6% - very important. On the second position one can see Communication Skills, with a
mean scor of 4.21. The particular skill is considered important by 50% of the respondents, and very important
– by 37.5%. On the third position lies Conflict Management, with a weight of 4.13. This competence is
considered important by 51.8% of the respondents and extremely important – by 33.9%. There are three
more social skills in the list: Networking Skills (with a mean score of 4.11), Ability to deal with criticism (with
a mean score of 3.96) and Intercultural Skills (with a mean score of 3.73).
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Figure 6. Answers to the question “Social skills/competences: How would you rate the competences below
regarding their ability to enhance intrapreneurial behaviour?”

2.2.7 EXPERT

KNOWLEDGE:

HOW

WOULD YOU RATE THE COMPETENCES BELOW REGARDING THEIR ABILITY TO ENHANCE

INTRAPRENEURIAL BEHAVIOR? (FROM NOT IMPORTANT TO VERY IMPORTANT)

The Question number 7 aimed at examining the importance of skills in relation to Expert knowledge. The
skills that gathered the biggest mean score are Project Management Skills (with a mean score of 4.27), Ability
to connect knowledge from different fileds and Risk Assessment Skills, with a mean score of 4.25 and 4.18
respectively. In particular, 53.6% and 37.5% of the respondents considered the Project Management Skills
important and very important, respectively. The skill Ability to connect knowledge from different fileds was
considered important by 50% and extremely important by 37.5% of the respondents. The Risk Assessment
was considered important by 51.8% and extremely important by 33.9% of the respondents. The least
important skill, with a mean score of 3.32, was Legal Knowledge. That is, only 28.5% and 8.9% of the
respondents considered this skill to be at least important. The rest of the skills (Marketing skills, Financial
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knowledge, Technical Undertanding and IT skills) collected a mean score that ranged between 3.75 to 3.98.
Results can be seen below, in Figure 7.
Figure 7. Answers to the question “Expert knowledge: How would you rate the competences below
regarding their ability to enhance intrapreneurial behaviour?”
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2.2.8 PERSONAL SKILLS/COMPETENCES: HOW WOULD
SKILLS/COMPETENCES LISTED? (VERY POOR TO EXCELLENT)

YOU

RATE

YOURSELF

REGARDING

THE

Question number 8 sought to find out how respondents assess their own personal skills. As can be seen in
Figure 8, the personal competence that collected the highest mean score (4.39) is Problem Solving. In
particular, 50.0% of the respondents considered themselves as good and 44.6% - as excellent in relation to
this skill. On the second position lies the Analytical Thinking with a mean score of 4.13. That is, 66.1% of the
respondents considered themselves as good and 23.2% - as excellent in possessing this competence. On the
third position is the skill Proactive Personality, with a mean score of 4.11. 57.1% of the respondents assessed
themesleves as good at Proactive Personality and 26.8% as excellent. The competence rated as the poorest
is the Ability to cope with stress, with a mean score of 3.68. The rest of the competences (Planning skills, Selfmanagement, Creativity and Ability to take risks) had a mean score ranging from 3.95 to 4.02). It is noteworthy
that the Greek respondents didn’t consider themselves as creative.
Figure 8. Answers to the question “Personal skills/competences: How would you rate yourself regarding
the skills/competences listed?”
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2.2.9 MANAGEMENT SKILLS/COMPETENCES: HOW WOULD
SKILLS/COMPETENCES LISTED? (VERY POOR TO EXCELLENT)

YOU RATE YOURSELF REGARDING THE

This question focused on examining how respondents would rate themselves in temrs of management skills.
As can be seen in Figure 9 below, the management competence that collected the highest mean score (4.29)
is the Confident appearance. In particular, 37.5% of the respondents considered themselves as good and
46.4% - as excellent in relation to this skill. On the second position there are two skills: the Goal-oriented
acting and Persistence, both with a mean score of 4.14. That is, 53.6% and 30.4% of the respondents
considered themselves as good and excellent, respectively in acting goal-oriented. 51.8% of the respondents
rated themselves as being good in Persistence whereas 32.1% as being excellent. On the third position one
can see Ability to coordinate staff, with a mean score of 4.05. 53.6% of the respondents rated themselves as
being good at this skill while 30.4% as being excellent. The competence most poorely possessed by the
respondents is Negotiation Skills, with a mean score of 3.84. Important to note is that Greek respondents did
not consider themselves as being excellent in Negotiation Skills. The rest of the competences (Ability to
influence others and Ability to make good decisions) gathered a mean score of 3.89 and 4.00, respectively.
Figure 9. Answers to the question “Management skills/competences: How would you rate yourself
regarding the skills/competences listed?”
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2.2.10 SOCIAL SKILLS/COMPETENCES: HOW WOULD YOU RATE YOURSELF REGARDING THE SKILLS/COMPETENCES
LISTED? (VERY POOR TO EXCELLENT)
The Question number 10 tried find out social skills that respondents possess. As can be seen in the the Figure
10, among the 6 social competences investigated, the competence at which the Greek respondents were
mostly excellent at is the Ability to work in teams, with a mean score of 4.29. In particular, 51.8% of the
respondents considered they were good at this competence and 39.3% considered themselves as excellent.
On the second position lies the Cultural Skills, with an mean score of 4.11. In relation to this competence,
50% of the respondents considered themselves as good and 32.1% - as excellent. On the third position, and
slightly behind the previous competence, is the Communication Skills with a mean score of 4.09. In relation
to this skills, 48.2% of the respondents considered themselves as good and 32.1% as excellent. On the last
position one can found the Ability to deal with criticism, with a mean score of 3.80. This doesn’t imply that
the Greek respondents are not good at this competence. It only means that they are not as excellent at this
competence as they are at the rest. There are 2 more skills in between: Conflict Management, with a mean
score of 3.86, and Networking Skills, a mean score of with 3.89.
Figure 10. Answers to the question “Social skills/competences: How would you rate yourself regarding the
skills/competences listed?”
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2.2.11 EXPERT KNOWLEDGE: HOW WOULD YOU RATE YOURSELF REGARDING THE SKILLS/COMPETENCES LISTED?
(VERY POOR TO EXCELLENT)
The next question aimed at identifying the expert knowledge of respondents. As can be seen in the the Figure
11, the competence at which the Greek respondents are mostly excellent at is the Project Management Skills,
with a mean score of 4.14. In particular, 58.9% of the respondents considered themselves as good at this
competence and 28.6% considered themselves as excellent. On the second position is the Ability to connect
knowledge from different fields, with a mean score of 4.02. In relation to this competence, 62.5% of the
respondents considered themselves as good and 21.4% as excellent. On the third position is the Risk
Assessment Skills, with a mean score of 3.86. In relation to this skills, 51.8% of the respondents considered
themselves as good and 28.6% as excellent. On the last position is the Legal Knowledge with a mean score of
2.79. This competence got the smallest mean score from the entire survey. The rest 4 competences (IT Skills,
Marketing Skills, Financial Knowledge, and Technical Understanding) have a mean score ranging from 3.50 to
3.73.
Figure 11. Answers to the question “Expert knowledge: How would you rate yourself regarding the
skills/competences listed?”
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2.2.12 PLEASE RANK THE FOLLOWING COMPETENCE FIELDS FROM MOST IMPORTANT TO LEAST IMPORTANT:
Question number 12 investigates which group of skills/competences are the most important. As can be seen
in the the Figure 12 below, from the 4 groups of competences, the Management skills/competences got the
highest mean score – 2.98. That is, 41.9% of the respondents considered this type of competences as most
important and 27.9% as important. The type of competences with the smallest mean score is the Social
skills/competences, which got only 2.12. That is, these competences are considered as less important by 38%
of the Greek respondents and as least important by 32%. The other two groups of competences, Personal
skills and Expert Knowledge, got a mean score of 2.73 and 2.46, respectively. It is worth to note that in this
question the respondents did nt express their opinion on all the sets of competences. That is, even though all
56 respondents replied to the question, only 44 of them expressed their opinion on the Personal skills, 43 on
the Management skills, 50 on the Social skills and 54 on the Expert knowledge.
Figure 12. Answers to the question “Please rank the following competence fields from most important to
least important:”
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2.2.13 ARE THERE ANY OTHER SKILLS/COMPETENCES YOU THINK COULD BE IMPORTANT TO FOSTER
INTRAPRENEUSHIP? PLEASE STATE THEM BELOW.
The following question (number 13) tries to see if there are any other skills/competences important to foster
intrapreneurship. As can be seen in the Figure 13 below, 77.8% of the respondents replied with a NO, and
only 22.2 replied with an YES. The question was replied by 54 persons. The ones that replied with yes,
suggested as additional competences - Emotional intelligence, Risk & Unexpected Circumstances Preventive
Capabilites, Quick Decision Making, Time management, Flexibility & Adaptability, Critical thinking,
Combinational thinking ability and Big Picture visualisation, Innovation Competence, Design thinking &
Creative thinking.
Figure 13. Answers to the question “Are there any other skills/competence you think could be important to
foster intrapreneurship?”

2.2.14 DO YOU THINK THERE ARE DEPARTMENTS IN A COMPANY THAT SHOULD FOCUS MORE ON FOSTERING
INTREPRENEURIAL ACTIVITIES THAN OTHERS?
The next question (number 14) examined if specific departments in a company should focus more on fostering
intrapreneurial activities. According to 73.2% of the respondents, this should not be the case. That is, only
26.8% of the respondents believe that a particular department in a company should be held responsible for
fostering intrapreneurial activities. The rest believe that all departments should engage in such activities.
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Figure 14. Answers to the question “Do you think there are departments in a company that should focus
more on fostering intrapreneurial activities than others?”

2.2.15 HOW MANY PEOPLE ARE EMPLOYED WITHIN YOUR COMPANY? (FTE)
Question 15 sought to find out how many persons are employed in the company of the respondents. As can
be seen in the Figure 15 below, the sample is spread among SMEs (including very small, small, medium) and
large enterprises. In particular, 37.5% of the companies represented by the respondents belong to the
medium size enterprises with 50-249 employees. In more details, 26.8% belong to companies with 100-249
employees, and 10.7% belong to companies with 50-99 employees. The next 25% of the respondents’
companies belong to the large enterprises (+250 employees). Finally, 23.2% of the respondents come from
small companies (with 10-49 employees) while 14.3% of the respondents come from very small companies.
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Figure 15. Answers to the question “How many people are employed within your company?”

2.2.16 WHAT IS THE HIERARCHICAL LEVEL OF YOUR CURRENT JOB POSITION?
Question 16 asked respondents to report the hierarchical level of their job position. As can be seen in Figure
16, 39.3% of the respondents are in the mid level (supervisor, etc.), 35.7% of the respondents are at the top
level (general manager, CEO, etc.) and 25% of the respondents hold lower level job positions (team member,
etc.).
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Figure 16. Answers to the question “What is the hierarchical level of your current job?”

2.2.17 WHICH DEPARTMENT ARE YOU CURRENTLY WORKING IN?
The last question (Question 17) asked participants to report the department they currently work in. As can
be seen in the Figure 17, 28.6% of the respondents work at the Marketing & Sales Department, 21.4% at the
Financial Department (Accounting & Controlling), 12.5% at the Human Resources Department, 12.5% at the
Research & Development Department, 3.6% at the Production Department, and 1.8% at the Purchasing
Department. An additional 23.2% of the respondents declared the category Other. Among the other
departments noted are Corporate Relations, Corporate Communications, Corporate Social Responsibility
Department, QHSE Department (Quality, health, safety, environment), Risk Management, Sales, Finance,
Audit, and General Management.
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Figure 17. Answers to the question “Which department are you currently working in?”
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3. QUALITATIVE SURVEY: INTERVIEWS WITH EXPERTS
To complement the results obtained through the quantitative survey, partners also interviewed national
experts in intrapreneurship to support the process of competence definition, needs assessment and
corporate entrepreneurship good practices identification. A minimum of 10 experts per country
(Teaching/training experts, intrapreneurship experts, stakeholders, employees, managers etc.) were
interviewed.
A total of 10 experts were interviewed in GREECE by UNIVERSITY OF THESSALY (Partner 1) and Dimitra
(Partner 2) between February 1st and February 25th.

3.1 ORGANIZATION / IMPLEMENTATION
Please describe how experts were selected, dates, schedule/agenda/ type of interview (face to face, skype,
telephone).
UNIVERSITY OF THESSALY
Five (5) interviews were conducted by University of Thessaly between 01/02/2018-15/02/2018. Most of the
participants were founders or cofounders and were selected from the register of the companies that have
been supported by University of Thessaly in the past. Two companies were selected from the personal
contacts of interviewer. Except one, all interviews were contacted my phone.

3.2 EXPERTS’ PROFILE
Please define the experts professional profile (field of education, experience, level of responsibility etc.).
UNIVERSITY OF THESSALY





Four out of Five experts held an undergratue degree
Three of them were electrical engineers, one was artist and one was economist
Four out of five had more than 10 years of experience in the field of expertise
Three out of five were founders. Two were cofounders.
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4. FEEDBACK
FIELD OF ACTIVITY
Educational background

Current position

#1

Electrical eng.

cofounder

#2

Electrical eng.

cofounder

#3

Finance

Founder

#4

Artist

Founder

#5

Electrical eng.

Founder

Economics, MSc in Entreuprenership

Self Employed Consultant

Management, Marketing, PR

PR Manager

Management - marketing

Team leader

Management - Economics

President

Graduate degree in IT

CTO

#6

#7

#8

#9

#10
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DEFINITIONS
Intrapreneurship

#1

The entrepreneurship you exercise from
executives and employees

The process of developing entrepreneurship
within the enterprise. Mostly r & d

I can not answer

It concerns the implementation of r & d
procedures within the company by its employees

It is encouraging entrepreneurial mindset for
executives and employees

Employee involvement in company development
processes

#2

#3

#4

#5

#6

#7

#8

Corporate Entrepreneurship

To involve many in the business venture
Who is more concerned with the company's
internal environment
As the development actions by business
executives
The process of cultivating the business to the
workers
Are all the initiatives, projects, new products and
companies that may derive from the ideas of the
Human resource of an existing organisation

The one who is more concerned with the
company's internal environment

The process of cultivating the business to the
workers
Pretty much the same as intrapreunership
however it would be more driven by coorporate
initiatives

It is a process in an organisation that rises when
someone finds a problem/or a gap and use new
developed tools and ideas to solve this problem
fill this gap. In continuance this may derive to a
totally new product, project or service in the
organisation that may use it for profit.

Ithe only recognisable difference with
intrapreneurship would be that corporate
entrepreunership has to do with the final
decision of what to further implement and what
not.

It is the practice that takes advantage of the
experience and ideas of the people that are
working in an organisation in order to develop
new practices, services and products. Those
experience may derive from both personal and
professional experience.

Same as intrapreneurship
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#9

#10

First of all it's a mindset, in continuance it's a
practice through which the organisations may
benefit by the developmet of new ideas nad new
products that may be used for problem solving
but also for enhancing their performance and
further development of their operations.

Corporate entrepreunership has to do more with
how the organisation takes advantage of
everithing that is developed via the
intrapreunership mindset.

Agree with definition

Agree with definition
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Most important competences of intrapreneurs

#1

#2

#3

#4

#5

#6

#7

#8

• Creative skills
• Patience
• Innovation management skills
• Imagination
• Courage
• Teamwork
• Risk taking
• Leadership
• Specialized technical knowledge
• Market knowledge
•Technical Knowledge
• Creativity
• Imagination
• Insight
• Knowledge of the market
•Patience
•Crisis management
•Quality of work
• Flexibility
• Chills
• Flexibility
• Rigorousness
• Creativity
• Patience
• To listen
• Stubbornness
• Technical skills
 Creativity
 Social skills
 Risk taking
 Problem Solving
 Expert knowledge on the matter





Imagination
Ability to get insperation from daily and work life
Proactive personality
Self Management
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All competences may foster intrapreneurship as it is a holistic approach. However if I had to choose
three I would choose :

#9

#10

 Promblem Solving
 Persistance
 Creativity





Promblem Solving
Expertise
Risk taking
Working under pressure

Most important competences of managers

#1

#2

#3

#4

#5

• Patience
• Flexibility
• Leadership
• Critical Thinking
• Insight
• Inspiring,
• Leadership
• Guidance
• Intelligence
• Flexibility
• Leadership
• Teamwork
• Inspire
• To show confidence
• Collaboration
• Rigorousness
• Workload better than the worker
•meetings
• Inspire
• Leadership
• Critical Thinking
• Incorporation
• Encourage initiatives
• Teamwork
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#6

#7

#8

#9

#10

 Supportive
 foster creativity
 goal oriented
 Communication
 Conflict management
 Ability to influence and inspire others
 Ability to coordinate
 Persistance
 Conflict resolution
 Foster cooperation and teamwork
 Enhance the intrapreneurial mindset
 Persistance
 Communication
 Ability to make sound decisions
 promote equity and avoid stereotypes
 Inspire confidence
 communication

Measures to foster intrapreneurship

#1

I dont know any business that has introduced such measures

#2

Not many companies follow a similar tactic. In general, young people with specialized technical
knowledge to develop new products and technologies

#3

Mostly social enterprises

#4

I dont know any business that has introduced such measures
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#5

#6

#7

#8

#9

#10

Beyond meeting with employees, I do not know anything else
Intrapreneurship in Greece is not that popular, however there are companies that have introduced
brainstorming sessions and a more of an "open door" and know that they are going to be listened

For sure there are no specific policies for fostering intrapreunership, however there are consultancy firms
that take the initiative to propose schemes to foster intrapreunership.

N/A

Only European Projects and only about Training on intrapreunership.

No particular knowledge, however under the impression that some companies are training their Human
Resource on intrapreunership

Framework conditions to foster intrapreneurship

#1

Frequent meetings
Management with 6sigma
Address employees as co-ownNERS

#2

Involving initiatives
It rewards them
Provides them with the required resources

#3

#4

Listening to employees
Internal marketing
Employee involvement in decision-making
Involving initiatives
He rewards them
He trusts them
He checks them regularly
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#5

#6

#7

#8

#9

#10

Consider the employee's opinion
Give opportunities
There is motivation and reward

Supportive environment, show that there are no stupid ideas

Inform organisations about the benefits of intrapreunership and propose them specific tools that they
may use to foster intrapreunership

Freedom of thoughts and speech as well as support from the management, Measures to foster well
being in the workplace, Support to new ideas

Measures to foster open innovation and an enviromenment that promote sharing of ideas and collective
decision making.

Supportive environment that stimulates new ideas and their expression

Personal attitude

#1

Especially in our own technology business), intrapreneurship is an end in itself
I try to encourage the new technicians of our company to originate and create their own solutions. I give
them every possible support

#2

#3

I think there should be the right conditions, but the type of business is playing a roll

#4

The personal view is that I have not experienced anything like that. In a very small percentage, I think
that employees can act as intra-business ones
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#5

#6

#7

#8

#9

#10

We try to apply it to our own new business
Without intrapreunership, in any possible form the organisations cannot gain and sustain competative
advantage
At the moment there is a problem with the information provided concerning intrapreunership, thus I find
it very important for all companies to find out how beneficial intrapreunership is for an organisation.
Intrapreunership is a changing force of our times

The organisation is very fond and supporting of the intrapreneurship, due to which it has experienced
great results during the past years.

Intrapreunership is of vital importance both for the private and the public sector.

Very open towards and intraprenership and any possible way to foster it.

WILLINGNESS TO IMPLEMENT INTRAP.
Companies

#1

We try to achieve it everyday

#2

Yes, as long as possible.

#3

Definitely yes

#4

Of course.

Educational institutions
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#5

We try to achieve it everyday

#6

YES

#7

YES

#8

YES

#9

YES

#10

YES

YES

4. REFERENCES, CONTACTS AND LINKS
Please add any reference (books, links, audio-visual materials,…) you used for research, identification of
best practices, etc.
https://www.beiersdorf.gr/

www.talosavionics.com
https://www.cyta.com.cy/kentro-kenotomias
https://training.intraprise-project.eu/el
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1. INTRODUCTION
This document is conceived to present the main national outcomes obtained as a result of the
implementation of Skills for Corporate Entrepreneurship (SCOPE) project in SPAIN.
As a first step in the development of the project, IO1 had as final objectives the following:
-

To collect existing cases and good practices on intrapreneurship mechanisms and incentives.

-

To identify competences and needs of intrapreneurial employees.

-

To identify the needs of innovative companies in terms of intrapreneurship.

To achieve these goals, some concrete activities have been implemented in all partner countries with the aim
of providing a true reflection of the perception about intrapreneurship in each of them. A research
methodology was developed by INCOMA, leading organization for IO1, and Campus 02, responsible for the
expert interviews and quantitative survey, and was later revised by the remaining partners.
Once the methodology had been defined, activities were implemented as described in the following sections
of this document.
This report will compile the results of all the activities carried out in Spain by INCOMA and EUSA, who worked
together to get national outcomes. Therefore, the Spanish National Report will serve as an overall picture of
Intrapreneurship state of the art in Spain.

2. QUANTITATIVE SURVEY: ONLINE QUESTIONNAIRE
As part of this first activity, a quantitative survey was designed aimed at detecting an intrapreneurship profile
and existing gaps in each country. As established in the project proposal, each partner collected a minimum
of 50 responses.
The survey was created by Campus 02 using the Survey Monkey online platform and was shared with
interviewees by each partner country. Five versions of the survey, one per partner language, have been
implemented.

The

Spanish

version

of

the

survey

can

be

found

on-line

in

https://de.surveymonkey.com/r/scopespanish.

A total of 51 answered the online survey in Spain between 15.01.2018 and 25.02.2018.
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2.1 TARGET GROUPS FOR THE DISTRIBUTION OF THE SURVEY
The link to the online questionnaire was directly sent to either innovation managers, CEOs, members of the
board of directors, innovation consultants, technicians and people working in the wider field of innovation
management in those conducted organizations.

In Spain, a total of 307 organizations and companies were contacted, 79 by INCOMA and 227 by EUSA.

Companies have different needs according to their particular field of activity, and intrapreneurs have to adapt
their competences and ideas to those specifics. That being said, we believe a set of transversal skills are
common to all intrapreneur spirit. One of the main goals of our survey is to identify the necessary
competences that will help enhance the intrapreneurial behaviour amongst employees and foster corporate
entrepreneurship initiatives in organisations.
That is why, we made sure to interview employees from many sectors and from a variety of organisations of
different types and sizes. Our sample group of respondents include workers from medium and large
companies from (but not limited to) ICT, Marketing, International Business, Logistics and Media sectors, VET
institutions, Higher Education Institutions, Chamber of Commerce, Public Bodies, Consulting Companies and
start-ups.
We proceeded to interview, as much as we could, managers, directors of departments, executives and
employees with higher level of responsibility and/or people with enough years of experience that would allow
them to have the necessary insight, both broad and precise, of the required competences for the
implementation and development of a functional and effective corporate entrepreneurship in their (or any
other) organisation.
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2.2 FEEDBACK
1. Have you already experienced intrapreneurship in your personal work environment?
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2. Have you heard of training in the field of intrapreneurship?

3. Would you be interested to attend intrapreneurship trainings?
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4 Skills/competences measurement
4.1 Personal skills/competences
a. How would you rate the competences below regarding their ability to enhance intrapreneurial
behaviour? (from not important to very important)
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b. How would you rate yourself regarding the skills/competences listed? (very poor to excellent)
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4.2 Management skills/competences
a. How would you rate the competences below regarding their ability to enhance intrapreneurial
behaviour? (from not important to very important)
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b. How would you rate yourself regarding the skills/competences listed? (very poor to excellent)
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4.3 Social skills/competences
a. How would you rate the competences below regarding their ability to enhance intrapreneurial
behaviour? (from not important to very important)
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b. How would you rate yourself regarding the skills/competences listed? (very poor to excellent)
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4.4 Expert knowledge
a. How would you rate the competences below regarding their ability to enhance intrapreneurial
behaviour? (from not important to very important)
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b. How would you rate yourself regarding the skills/competences listed? (very poor to excellent)
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4.5 Please rank the following competence fields from most important to provide training in to least
important (1 is most important, 4 is least important):
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4.6 Are there any other skills/competences you think could be important to foster intrapreneurship? Please
state them below.

The following skills/competences were suggested by the experts:

-

-

To be able to find a balance between work and personal aspects
Flexibility/availability
“Lean Startup” Methodology and the use of innovation and iteration tools Research existing projects
that were successful. Study their methodology and learn their weaknesses so as to avoid making the
same mistakes.
Evaluation of ideas that are based on trends
Structural competencies of each organization ( organization can allocate certain resources (rooms,
time, tools, etc.) to the use of their employees in order to foster and develop their ideas).

Comments on already mentioned skills/competences:
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-

Team members value soft skills and leadership (ability to coordinate staff) as they generate trust (in
the leader and amongst members)
Public speaking ( falls under communication skills from the Social Skills field)
Goal-oriented ( Management Skills field)

4.7 Do you think there are departments in a company that should focus more on fostering intrapreneurial
activities than others?

The results to this question show that almost half of the experts that were questioned consider that specific
departments of the organization should focus more on fostering intrapreneurial activities that others. The
(number) indicates how many times the entries were mentioned.
-

Human Resources department (7)

-

Commercial department (6)

-

Marketing & Communication (6)

-

Management/Direction (5)
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-

Department of Innovation and Research & Development (4)

-

Technical and Production department (4)

-

Accounting Department (2)

-

All departments (2)

-

Business development (1)

4.8 How many people are employed within your company? (Full Time Employee)

4.9 What is the hierarchical level of your current job position?
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4.10 Which department are you currently working in?
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Some interviewed experts are currently working in other departments:
-

Management / Direction (10)

-

International Department (3)

-

Logistical Department (1)

-

Engineering (2)

-

ICT Department (1)
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-

Quality Department (1)

-

Project Management (1)

-

Consulting (2)

-

Reception Desk (1)

-

Legal department (2)

3.QUALITATIVE SURVEY: INTERVIEWS WITH EXPERTS
To complement the results obtained through the quantitative survey, partners also interviewed national
experts in intrapreneurship to support the process of competence definition, needs assessment and
corporate entrepreneurship good practices identification. A minimum of 10 experts per country
(Teaching/training experts, intrapreneurship experts, stakeholders, employees, managers etc.) were
interviewed.
A total of 10 experts were interviewed in Spain by INCOMA and EUSA between 15/2/2018 and 20/3/2018.

3.1 ORGANIZATION / IMPLEMENTATION
To implement this activity, EUSA and INCOMA have worked, in a first moment, in the selection of potential
interviewees that could fulfil the requirements agreed by the partnership. To this purpose, a desk research
was carried out by Spanish partners to identify experts who had a deep knowledge on this issue. Bibliography
and online resources were used as a reference to contact the most convenient experts on intrapreneurship.
Because of the tight schedule of experts, partners tried to adapt the procedure to the specific individual
circumstances. Therefore, interviews were carried out through different channels: in-person interviews, by
telephone, e-mail, and Skype. We reached the shortlisted experts by e-mail and telephone in order to provide
them with extensive details about the project and the layout of the interview. We scheduled face to face or
remote meetings to carry out the interviews depending on the experts’ availability. The interviews were
carried out in the workplace of the expert or remotely through telecommunication software. Each interview
lasted approximately between 45 minutes and 90 minutes, according to the schedule and talkativeness of the
experts. we attach the experts’ filled in questionnaires in the annexes of this report. The questionnaires have
been completed during the conduction of the interview. The interviews were undertaken in Spanish, and the
conclusions obtained have been translated into English for the completion of this report.
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Number

Expert name

Function

Selection

A#1

Montse Utset

Manager in Your make up
studio

Manager of a company with
intrapreneurial practices

A#2

Teresa de Dios Alija

Vice Dean of Teaching Staff
and Innovation. Manager of

Experienced academic and
professional in the fields of
innovation and
entrepreneurship

A#3

Anonymous

Researcher at University

Experienced researcher and
expert in intrapreneurship

A#4

Luis Tramón

Manager in Aratech
Technological SME

Manager of a company that is
a benchmark in
intrapreneurship in Spain

A#5

Antonio Pires

Chief
Executive
Officer, Young entrepreneur in the
Business
Development service
industry
with
a
Specialist
demonstrated growth in recent
years

A#6

Juan Manuel Santos

Advisor
and
trainer
executives, consultant
international projects

A#7

Javier Fernández
Noriega

Head of training department Professional in the field of
(business school and VET) in competencies training, youth
Chamber of Commerce
employment and business
development

A#8

Mario Muñoz

Head of career centre in VET Professor in human resources
school
and expert in coaching,
mentoring
and
team
management

of Experienced
researcher,
for professor and professional in
the field of professional
development for executives
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A#9

Rafael Benitez Moreno

Head
of
marketing
and Manager of a team of 50
business development in new employees, manager of an
technologies
innovative business

A#10

Diego Sánchez

Marketing analyst Manager

Experience in business
development and marketing in
start-up companies in the field
of logistics and technology

3.2 EXPERTS’ PROFILE
To have a multidisciplinary and complete overview on intrapreneurship, the research focused on different
areas, all of them related to this type of practices from various perspectives. Therefore, experts from
innovative and technological companies, startup companies, chamber of commerce, educational institutions
(VET and HEI), NGOs and charitable foundations were contacted.
In order to work with a heterogeneous sample of experts in the field of intrapreneurship, we selected
professionals and experts from diverse organizations with transversal skills in their field. Most of the experts
have a level of responsibility within their companies/organizations between high and very high. The selected
interviewees are managers, executive directors, heads of department, founding members of companies, with
a high level of responsibility and usually leading a team of professionals.

Number

Field of Education

Experience in Years

Level of Responsibility

A#1

Aesthetics and business
management

12 years

Manager

A#2

Social Sciences and
Humanities

27 years

Vice Dean

A#3

Economics and Business
Management

9 years

Main researcher at university
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A#4

Business Management
and SMEs & Startups
Internationalization

19 years

Executive manager in a
Technological SME

A#5

Marketing, PR and
business

10 years

Founder and chief executive

A#6

Military career, MBA

38 years

Consultant and project
manager

A#7

Psychology, and
Coaching

26 years

Head of career center and
human resources

A#8

Psychology and Human
Resources

28 years

Director of training, business
school and VET school

A#9

Psychology, Human
Resources and
Management

15 years

Business Development, Team
manager in innovation and
new technologies

A#10

Law and Business
Administration

3 years

Marketing and Business
Development specialist

4.3 Feedback
FIELD OF ACTIVITY
Educational background
#1

-Higher Education at VET School

Manager

-PhD in Social Sciences and Humanities

Vice Dean of Teaching Staff and Innovation.
Manager of Innovation and Entrepreneurship.

-PhD in economics and business management

Main researcher in a research team

#2

#3

Current position
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-Bachelor degree in Business Management
#4

-Master degree in Management of International
Businesses and Specialized training in SMEs and
Start-ups Internationalization.
-Graduate in Advertising and Public Relations

Founding member and chief executive of a
services company. Sales manager in a company
of industrial materials.

-Military career

Freelance, consulting in projects for personal
development for executives, mentoring, coaching
and professor

#5

#6

#7

#8

Executive Manager in a Technological SME
employing 13 people. Member of Steering
Committee in charge of the business
management; Manager of business development
and global strategic planning

-Master in Business Administration
-Graduate in Psychology
-Master in Human Resources
-Graduate in Psychology and Master in Human
Resources

Managing director and Head of the employment
department
Professor, and Director of Career Centre

-Training in coaching and team leadership
-Graduate in Psychology and Marketing
#9

Manager of a team of 55 professionals

-Master in Human Resources
-Master in Management

#10

-Graduate in Law

Marketing analyst

-Graduate in Business Administration

Business Development Specialist
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DEFINITIONS

#1

#2

#3

Intrapreneurship

Corporate Entrepreneurship

People who work in an organization, group or
company and that are capable of launching new
ideas and implement them with the help and
support of the company.

In an organization or company, it would imply
the development by the team of new ideas and
solutions to implement them

Intrapreneurship lies in the talent of a company's
employees and it is aimed at detecting and
developing new business opportunities
improving the existing ones.

It consists in the development of new business
projects under the umbrella of an existing
company, in a way such that employees can
work on their own projects without taking the
risks associated to being self-employed. The
company explores new areas of development.

Both concepts are similar

It is a process developed within an existing
company that can lead to new entrepreneurial
initiatives, the development of new products,
services or processes
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#4

#5

#6

#7

Intrapreneurship can, in some aspects, be
confused with corporate entrepreneurship
because the process of entrepreneurship
happens within the organization. However, the
difference with corporate entrepreneurship lies
in the fact that intrapreneurship is more an
attitude, an entrepreneurial culture or a
personal/entrepreneurial philosophy.
Intrapreneurs have entrepreneurial attitudes and
values and apply them inside the organization
where they work. Therefore, in every corporate
entrepreneurship there must be
intrapreneurship to make it happen.

Corporate entrepreneurship refers to the
innovative activities carried out by employees
with a personal entrepreneurial culture that are
related to entrepreneurship in the creation of a
new business line, process or product/service as
a result of innovation within a
company/organization whose main activity does
not correspond o is not exactly the same as the
new line. It refers to an entrepreneurship that
counts on the support and resources from the
company and can lead to the constitution of an
independent legal entity (similar to a spin-off)
and with direct links with the company of origin.
The advantage, compared to independent
entrepreneurship, is the reduction of risks
because it is the company the one assuming
them by providing the necessary resources at
the beginning. To sum up, it means innovation
inside the company in which the employee
works, and it is usually associated with mediumbig size companies that can assume those risks
within their structure.

The definitions stated are very complete, I
cannot provide a new one.

Idem

Intrapreneurship is the ability of employees to
develop the opportunities created.

Corporate entrepreneurship is what a company
is able to generate with its employees in terms
of development of new projects that are useful
and profitable for the company.

Intrapreneurship refers to the same
competences but without having to assume
personally the same risks, as they are assumed
by the organization until a certain point. It is the
competency to give strength to the company,
without necessarily being the strategic leader,
any improvement inside a company can be
considered as intrapreneurship.

Personal competencies enabling to do certain
things in the professional world, assuming the
risks that others are not able to assume.
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#8

The concept of intrapreneurship is associated to
personal competencies. It refers to certain
profiles that you can find in individuals willing to
create, innovate, and improve procedures. An
intrapreneur is a non-conformist, and he will
need a good environment to flourish. It is
essential that the company allows the
intrapreneur to do things differently.
Intrapreneurs are like mushrooms, they need
certain conditions to bloom.

Corporate Entrepreneurship refers to a
behaviour linked to a company or to an
organization that is innovating, adapting to
changes, answering the need of the market,
starting new projects and doing things
differently. It is a behaviour, a way to understand
the market and to diversify services and
products.

N/A

In our company we define corporate
entrepreneurship as the procedures intending to
give to our employees all the means, time,
financial, technical, and space to develop their
own projects, either personal projects or
through our company. It can be achieved
through the cocreation of start-ups.

Intrapreneurship indicates the improvement of
procedures. In a start-up it means to improve our
work methodologies, such as using LEAN
improvement systems

Corporate entrepreneurship relates to the
initiatives of each department to improve
procedures, services and products.

#9

#10
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Most important competences of intrapreneurs
#1

Have viable and operational ideas. Being ready to accept changes. Have a clear idea of the target
group. Passion for your profession and willingness to enjoy the projects. Mentoring and empathy skills

#2

Social and personal competences: leadership; self-knowledge; feeling responsible, engaged and
determined with the projects he/she is starting; having clear ideas and passion for what he/she is
doing; high level of tolerance towards frustration to face the problems that may arise. Organizational
competences: high sense of loyalty to the company and its values; critical thinking to identify the
areas that need innovation and renovation; company must provide independence and flexibility to the
intrapreneur so he/she can develop his/her project. Specific competences: knowledge of technical and
economic areas in the sector; basic legal and financial knowledge to manage and understand the
environment where the project will be implemented.

#3

Leadership and willingness to be placed at the service of the team.

#4

The most important competencies for an intrapreneur are similar to the ones for an entrepreneur,
highlighting the following ones. Personal competences: resilience, analytical skills, negotiation and
sales, creative skills, oratory, continuous self-training, self-criticism and customer orientation.
Organizational competences: planning and strategic skills, time management and technology and IT
knowledge. Social competences: active listening, empathy, leadership and team management.

#5

Understanding the market and knowing the needs of our clients, an intrapreneur must be aware of
the market needs, and he must innovate, or copy and improve an existing product to become
successful. An intrapreneur must be successful.

#6

Negotiation capacity, teamwork and problem-solving skills, creativity, planification skills, passion and
initiative.

#7

Personal competencies are more important than technical or professional competencies. I think that it
is more important to work with good persons than with good professionals. To be a successful
professional 85% depends on your personal competencies and 15% on your technical competenciesAn intrapreneur must be: creative, good confidence, sure of himself, good leadership skills.
Social and personal competencies are very important and are tightly connected.
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-Analysis skills, how to solve problems, understand your surroundings, giving answers to problems
-Confidence
-Goal oriented behaviour and achievement of results
-Sense of responsibility
#8

-Problem resolution skills: technical problems, but also human issues in order to break resistance to
change.
-Initiative is essential, it is a complex competence as it implies the rest of competences mentioned
above. Initiative means to be able to foresee actions and consequences not only in the short term but
also in the long term. It is important to act soon in order to implement something in the future.

The competences mentioned are useless if the company is not supportive.

#9

The same competencies as the ones learned in an MBA. Marketing, Sales and teamwork, can be
transversal competences.
Also, technical competences are more and more linked to the new technologies needed to develop a
product or a service.
Initiative is essential, even though in young start-ups you feel that changes happen too often and
without a clear direction.

#10

Persistence: it is very important to iterate procedures that should become repetitive so we can
provide new solutions. Sometimes solutions will not work at first, but it is important to attempt to put
them in practice. We have to try several times and repeat procedures until we discover the error.
Meticulous: We need to become owners of our role in the process, following a method, in order to
identify changes and improvements.
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Most important competencies of managers
#1

Communication skills for team management and from the perspective of training. Listening skills.
Leaving no space for egocentricity in the team. Have a clear final objective. Empathy. Ability to
transmit passion for the work to the team.

#2

Some level of confidence with the staff he/she manages so he/she can identify talent and willingness
to launch a new business and to assess and support them in the development of these skills.
Coordinator must also has creativity and leadership that can be a reference to the rest of the staff and
inspire them to give their best.

#3

Resilience, selflessness and ability to motivate the team.

#4

A coordinator should be placing value on the following competences when trying to introduce and
foster corporate entrepreneurship within the company: action and proactivity, resilience, analytical
skills, negotiation and sales, continuous self-training, customer orientation, planning skills in agile
methodologies, time management, technology and IT knowledge, active listening, empathy,
leadership, team management, languages, networking and ability to motivate members of the team.
What is the market demanding? Nowadays the markets are asking for more and more technologies.
Applications and new technologies are essential to become a successful manager.

#5

Outsourcing and delegating are essential for a good manager. Delegating allows manager to continue
focusing on new tasks and growing his competencies as well as the skills of the team members.
Managers should foster a collective awareness of the team concerning the company's objectives.

#6

Ability to delegate: delegating is essential in the process of intrapreneurship, as it is necessary to give
responsibility to the members of the team in order to partake decisions and improve commitment.
Managers should trust the members of his team. A manager should be able to give feedback and to
communicate with the workers in which he delegated. Teamwork and the ability to set goals are
essential for a good manager.

#7

Team management is essential, as well as empathy and assertiveness. Managers should create an
open communication channel with his team in order to listen to proposals and to implement projects.
It is important to give feedback and to maintain a good communication relationship with the team
members. A good manager should give explanations, instead of justifications. Transparency allows to
foster intrapreneurship and creativity to improve products and services. Managers should be involved
and prepared to listen and to recycle ideas.
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Companies must accept the culture of innovation and entrepreneurship and accept the risks of failure.
A manager should give space to innovation and guide the team through their functions, which implies:
Capacity to delegate and empowering team members to assume more and more responsibilities in
order to understand better the complexity of the organization
#8

Management of confidence means that employees will accept the challenge if they are given the
opportunity to assume responsibilities.
Inclusive leadership: it is essential to listen to the team members before taking a decision, the team
must know that they will be heard and that they can be involved in the project. It is the best tool to
engage a team in the project.

#9

Idem: The same competencies as the ones learned in an MBA. Marketing, Sales and teamwork, can be
transversal competences.
Also, technical competences are more and more linked to the new technologies needed to develop a
product or a service.
Managers should have empathy with the team, he must handle the ambitions and personality of
everyone. A good strategy to manage a team is related to the measurement of performance of each
employee and each department. Managers should suggest ideas to the team, and also listen to new
ideas and to discuss them in periodical meetings. It is also very important to schedule one to one, face
to face interviews with the employees (2-3 minutes every week) to discuss performance and to see if
the employee is happy.

#10

Employees should have the chance to rate the performance.
Dashboards are very helpful to coordinate and stimulate corporate entrepreneurship: it can be virtual
or physical (a panel hanging in the wall). It allows to witness performance, KPIs of each department.
Dashboards should be public to see how every department and each employee is achieving his goals,
in order to motivate the team to work harder to reach the goals. Public dashboards motivate
employees and allow manager to see how every department is working.
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Measures to foster intrapreneurship

#1

Regional governments in Spain foster corporate entrepreneurship through initiatives such as "Programa
INNOempresa", from Generalitat Valenciana, that supports innovation in SMEs or "Programa Genera",
from Generalitat de Cataluña, that facilitates companies to improve their entrepreneurial capacity.
Indirectly, they also promote other projects supporting entrepreneurship that also foster corporate
entrepreneurship, such as "Program to boost corporate competitivity" from the regional government of
Madrid or "Programs for internationalization, innovation and entrepreneurship" from the regional
government of Murcia and Cantabria.

#2

Intrapreneurship contest among employees of the company. The most interesting idea would win and
it would be funded.

#3

Measures must be orientated to provide intrapreneurs with the appropriate environment to develop
their ideas. As a recent and close example, in our company we have internally developed CREATECH
initiative, thought to provide resources for the development of projects inside the company and
support the most innovative ideas for their launching to the external market.

#4

-

#5

I am not aware of national measures to foster intrapreneurship.

#6

Within programs for development of leadership and high potentials it is very useful to develop projects
to execute and generate initiatives of entrepreneurship. Training programs for the development of
these skills should be executed, and not only be conceived as an exercise.
We call those projects “Action Learning”, and they are designed to be developed in a training context,
but we should put efforts to allow the projects to be executed.
I do not know an example of standard models that are being enforced in companies.
In our company we have implemented an activity through the business school called Lego Serious Play,
a team building exercise to come up with ideas and bring changes.

#7

In order to develop the commercial area of the company we had to create new departments, define
new functions and procedures, coming up with the procedure to bring change from inside the company.
We give reminders to employees about the new procedures to bring changes through periodical
meetings. The idea is to develop ideas through a constant workflow to foster intrapreneurship
behaviours.
It is essential to trust your team, giving them responsibility and confidence. Delegating responsibilities is
an essential condition to foster intrapreneurship in a team. Delegating allows to assume new tasks and
to keep growing.
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#8

The first thing is to improve our educational system, it cannot be based only in the development of
knowledge. We have to develop a system that allows to foster analysis skills, responsibility, and results
oriented programs. Education should be focused on projects, rewarding innovative projects, and with
space to develop creativity and initiative. Governments should stimulate the creation of companies and
allow entrepreneurs to create their own initiatives.
In our company we have a service to look for the appropriate actions to co-create new business models
with our clients. It might be done with clients or internally.

#9

We use the following methodology: someone has an idea, he has a meeting with an expert in the topic,
afterwards he meets someone from the business development department, and then we build a new
team. The head of the innovation team will validate or not the ideas and the strategic development
plan. The project will receive a budget. Only projects approved by heads of departments will receive a
budget.
Every Monday morning, we have a meeting to talk about upcoming ideas that could be developed. We
also have an open talk system where anyone can display their ideas and colleagues can ask questions.
Everyone can partake in the project and share their opinions. Empowering people in the company
allows to create new teams and new business options that will make the company gain new services
and products.

#10

I know that some companies finance young companies and entrepreneurs that are starting or give
awards to new projects. start-ups incubators help to develop ideas, but usually it is done by consulting
firms looking to obtain a large profit level after giving the sponsorship. Sometimes start-ups just receive
a space and counselling in change of possible benefits.
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Framework conditions to foster intrapreneurship
#1

Ignorance about external measures but in the company, it is essential to leave the door open to new
ideas and show to all employees that new ideas are always welcome.

#2

Intrapreneurship is developing in companies with working environments where confidence prevails and
that allows employees to communicate the mistakes the perceive and the possible solutions they find
and they are acknowledged for that. It must be an environment that values ideas and decision-making
even when sometimes they may end up in failure, because not always the first attempt is successful
and, therefore, opportunities must be offered. Furthermore, the company must provide enough
flexibility and independence to their employees so they can develop their project in a creative way, not
being an obstacle to their work for reasons of bureaucracy, rigidity or lack of communication.

#3

Pioneering culture, learning and innovation in feasible business models.

#4

The most important framework conditions to implement intrapreneurship within a company are:
planned, repetitive and regular time devoted to entrepreneurship projects; mentoring, support and
help in areas such as strategic, financial and legal marketing; opportunity to have your projects
acknowledged with support in the launching and start-up; possibility of active societal participation of
managers in the project with the aim of promoting the creation of new companies led by intrapreneurs.

#5

It is essential to work towards a common goal, and to head to the same direction. The team must have
good self-confidence and trust in each of the members of the team.

#6

It is very important that the measures introduced are sponsored by the executive directors of the
company and that they are supported at all the different levels of the hierarchy.

#7

A good working environment is essential to foster intrapreneurship, encouraging confidence to your
team and giving feedback. It is important to establish a reward system to strengthen entrepreneurship
attitudes between employees.

#8

A company must learn how to recruit and keep the talent. Selecting and identifying talent and
intrapreneurs is a complex job.

#9

Companies should be committed to finance the project. The should be commitment from both sides:
the company appoint a budget to develop a project, and the employee should stay in the company long
enough to develop the project. It is an engagement that allows to invest in training of the employees.
Transparency is essential: disclosing information about the costs, payments and benefits. Companies
should distribute the benefits in a fair manner between the people involved.
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In my company, we had to change our work system: from individual objectives we tried to reach
objectives by department and by transversal teams. The idea behind the change was to obtain new
work procedures and new services.
#10

Brainstorming meetings are very useful in order to solve recurrent issues. Managers should be aware of
the new solutions and ideas coming up in each meeting, and he should evaluate if they can be
implemented. An idea coming from a brainstorming meeting can be implemented in one way or
another or can help to improve a procedure.

Personal attitude
#1

It is essential to count on professionals who have the ability to contribute with new businesses inside the
company. Otherwise, it is impossible to move forward.

#2

Intrapreneurship improves interaction between employees and the company through innovative projects
from which each part benefits. Employees because they can get involved in the development of their
own idea with the support of the company, which improves products and services offer through people
that share their entrepreneurial culture. The company assumes less risk because the employee knows
how the company works, shares its values and its business vision and it is an opportunity for the
development of employees’ talent for its own purposes.

#3

Very positive attitude towards intrapreneurship as it intends to innovate through new business models

#4

From my point of view, intrapreneurship is an attitude and the set of values that make a person start up
new creative and innovative initiatives within an organization. These initiatives impact positively in the
company and work environment, help to retain talent and human capital and help also to dynamize and
create future innovative business lines for the sustainable growth of the company. This way,
intrapreneurship becomes the basic tool from where to build corporate entrepreneurship that helps to
retain talent and discover new ways to develop the business.

#5

I believe that it is essential to have a team of intrapreneurs in order to be comfortable in your work. Also,
a team that is comfortable in their workplace is a team that achieves intrapreneurship, allowing
everyone to be happy at their work.

#6

We have to be careful with the notion of intrapreneurship as it can lead someone to professional failure.
We have to back up the professional that is starting to work as an intrapreneur and it is essential to give
him support and to work as a team.
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#7
#8

Intrapreneurs are the driving force of companies to stay competitive and to grow.
Entrepreneurship is what makes companies and organizations improve.

#9

Intrapreneurship without control is useless: without a strategic business plan allowing to develop
intrapreneurship it will not function. We have to give the necessary resources to intrapreneurs.

#10

It is very important and necessary that companies implement measures to foster intrapreneurship to
allow growth and avoid becoming inefficient. However, it should be controlled and measure correctly the
indicators of success. Measures to foster intrapreneurship should foster the creation of a space and a
forum for dialogue and suggesting new ideas.

WILLINGNESS TO IMPLEMENT INTRAP.
Companies
#1

It is a prerequisite in my company.

It is necessary to endow people with creativity.

-

Intrapreneurship consists in an opportunity both
for companies and for people working there; it is
an occasion to grow where both parts can be
benefitted. For this reason, it is very important to
foster this opportunity through training in all areas
and not only in the business area.

-

It should be included in practical activities, not in
handbooks.

Indeed, it is. In fact, as mentioned before, we have
implemented an initiative to foster
intrapreneurship.

-

Yes

Yes

#2

#3

#4

#5

Educational institutions
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#6

We are using this concept in humanitarian projects
and we are also implementing it in MBAs and
business schools.

This concept is already in use in educational
institutions in some way, as well as in programs to
develop businesses and business incubators.

As an example: in a multinational company we
gather 40 future leaders to develop a training
program to foster entrepreneurship.

I think that it is important to make clear that
projects developed during training programs can
be executed in real life. It is necessary to reinforce
the fact that a project developed during your
masters can be executed.

Yes, it is included in the strategic plan of the
company.

We include the concept in training programs of the
Business School.
We have to distinguish between entrepreneurship
and creating new products. Indeed, an
intrapreneur can create a new procedure or
improve a service, without necessarily creating a
new product.

#7

Yes, it is very desirable in most of companies. But
there might be some cases where the concept will
not6 apply, in certain fields

Yes, it is very important. We have to move from the
theory to practice. We have to understand the
concept and put it in the centre of attention. We
should include the concept in trainings given to
companies.
Yes, I think that it should be included and
developed at national level and public education. It
is already done in private schools.

#9

Yes, it is very important. A company grows because
of the people working in it, not because of the
brand. We have to look for talent, and we attract
talent by allowing intrapreneurs to grow. We have
to give to employees the opportunity to develop
their project and to obtain the resources to do it.

#10

Yes, it is being developed in large companies, but
also in young start-ups. In big companies,
sometimes it is more difficult to suggest changes to
a formula that is already providing great results. A
new employee will have more struggles to suggest
a new idea in a large company than in a small one.

Yes, I believe that it could be very useful. During
my studies in business administration, I do not
remember seeing this term.

#8
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4.CONCLUSIONS
As a realistic opinion, this study does not pretend to constitute a comprehensive review of the state of
intrapreneurship in Spanish organisations or Spain in general. However, the results of this quantitative survey
can help us deepen our knowledge about the intrapreneur profile and let us draw some clear conclusions by
identifying the common and necessary competences to enhance and develop the intrapreneurial spirit and
behaviour.
This survey will be of use when identifying good practice cases and to find country-specific data related to
corporate entrepreneurship. At a later stage, these results will help to develop and establish the competence
matrix for manager and employees and the corporate entrepreneurship training programme.

Hereunder you may find the main outstanding conclusions and highlighted aspects of the study:

General information:
Even though almost two thirds (roughly 65%) of survey participants have experienced
intrapreneurship in their work environment, only 37% of the respondents had heard of training in
this field. Nonetheless, more than 84% of the interviewees would be interested in taking an
intrapreneurship training.

Personal skills/competences:
-

-

Out of 8 personal skills indicated, 5 were rated as “important” or “very important” by more than 90%
(Analytical thinking, Planning skills, Proactive personality, Creativity and Problem-solving skills). The
2 competences Proactive personality and Problem-solving skills specifically stand out with
respectively 98,04% and 96,07%. This shows us that, according to the respondents, the main
preoccupation (and necessity at the same time) is the ability to solve problem and to anticipate them
by acting proactively.
Conversely, the Ability to cope with stress and the Ability to take risks were considered as “neutral”
to “extremely unimportant” by respectively 39,21% and 33,33% of survey participants. This could be
explained by the fact that risks and accountability of the entrepreneurial activity inside the company
are assumed by the organisation and not the intrapreneur.
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-

When coming to the self-assessment of personal competences, more than half of the participants
rated themselves as excellent in their ability to be proactive (56,86%), and almost half of the poll
believes that they are excellent in self-management (45,10%) and problem-solving (43,14%). Skills
like Analytical Thinking or Planning skills come in “good” position with respectively 50,98% and
52,94%. Competences where respondents excel the less are Creativity, Ability to cope with stress and
Ability to take risks.
These results go in the same direction as what has been pointed out for the personal competences:
Proactive personality and Problem-solving skills are necessary skills whereas the Ability to cope with
stress and the Ability to take risks are considered much less important.

Management skills/competences:
-

According to the interviewees, the most important management skills for the intrapreneurial
behaviour are the Ability to make good decisions, the Confident appearance and the Ability to be
persistent, respectively rated as “extremely important” by 64,71%, 62,75% and 50,98%.
The Ability to influence other and to coordinate staff were also rated as a “important”by respectively
60,78% and 54,90%.

Social Skills:
The next field of competences studied in the survey makes reference to social skills, understood as the skills
and competences used by human beings to interact with each other. Respondents to the survey have shown
that it is clearly not a primary field requiring to provide training.
Indeed only 5,8% (three respondents out of 51) believe that social skills are one of the most important and
needful of training. We should also highlight that 59,8% (30 respondents out of 51) responded that socials
kills are less important or not important, compared to other competences that should be developed as a
matter of priority. We can acknowledge these results as a sign that social skills are not viewed as a
competence that needs to be developed through training. However, 18 out of 51 respondents stated that is
important to include these skills in training programs, so we cannot draw definitive conclusions in this field.

Expert Knowledge:
The last field of competence analysed in the surveys asks about the importance to deepen and provide
training to improve expert knowledge, which can also be defined as the skills of workers specialists in their
technical and professional life. On the one hand, we should note that 60,7% of respondents (or 31 out of 51
respondents), view technical skills as a not important, or less important competence to be developed through
training. On the other hand, 40% or 20 out of 51 respondents to the survey, believe that technical skill is an
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important or most important competence needful of receiving training. Again, we cannot draw conclusions
in Spain in this topic, as respondents are divided in similar proportions in this field.

In the framework of IO1, partners have interviewed national experts in intrapreneurship to support the
process of corporate entrepreneurship good practices identification. Additionally, the results will be used for
competence identification and needs assessment.
A total of 10 experts were interviewed in Spain by EUSA and INCOMA between February and March 2018.

The 10 experts interviewed by INCOMA and EUSA have shared with us good methodological approaches,
some good practices developed in their companies, and the measures implemented to foster
intrapreneurship. We have obtained a reasonable understanding of the competencies needed (and sought)
in a professional to be a good intrapreneur. Most particularly, we have looked into the competences that
make someone stand out from the crowd to become an intrapreneur and to grow into a talented professional.
Interviewees have outlined the importance of delegating responsibilities to your team members as a mean
to obtain more time and resources to allocate to new projects. Confidence and trust in your team members
is essential to achieve a good environment to foster intrapreneurship and creativity.

The analysis of the interviews has given us important information about some of the most important
framework conditions allowing to foster intrapreneurship inside a company’s team. It is essential to create a
space of dialogue to listen to proposals of new projects and ideas. Innovation can only be achieved and be
successful if professionals feel that they will be supported with time, budget and counselling whenever it is
needed to develop this new project. Feedback is an indispensable tool to promote intrapreneurship in a
company, indeed, if a project proposal is not studied and analysed, new projects will never be developed.

Professionals interviewed have shown a great interest to study the concept of intrapreneurship in higher
education institutions and including this term in education programmes in areas related to Business
Administration and Commerce. Also, experts have displayed a very positive attitude towards this concept in
their respective areas of work. Interviewees have expressed their interest to develop the skills of
intrapreneurs in their teams as it has been proved that is a very desirable competence. Corporate
Entrepreneurship make companies grow and become more competitive, as well as helping to build dynamic
and creative spaces inside companies to continue improving and offering better services, products and
procedures.
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We notice that experts think that intrapreneurship is already included in educational programs to some
extent, but that it should be updated and analysed in more detail. Experts believe that training programs for
professionals, as well as practical activities and teamwork exercises are very important to achieve good
understanding of corporate entrepreneurship in a professional context.

Finally, most of the experts have personally stated that they see intrapreneurship as the driving force of
companies and as one of the causes of growth and competitivity in a fast-evolving market, more and more
focused in technological advances.
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