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Z KUSAGI, KURUMSAL GiRiSIMCILiK VE LIDERLIK ARASINDAKI iLiSKi
UZERINE

On The Relationship Between Generation Z, Corporate Entrepreneurship and
Leadership

oz

Bu c¢alismanin amaci, kurumsal girisimcilik ile
liderlik arasindaki iliskinin Z kusagt acisindan
incelenmesidir. Kurumsal girisimcilik ve liderlik
literatiiriindeki yakin tarihli ¢aligmalarin kavramsal
bir analizinin yapildig1 ¢calismada, Z kusag ile ilgili
yakin tarihli ampirik veriler ve bulgular da
derlenerek Z kusaginin is yasamindan ve liderlikten
beklentileri kavramsal bir agidan ele alinmis ve
liderlik  kuramlartyla  iligkilendirilmistir.  Z
kusaginin is yasami ve liderlik konularinda
kendisinden once gelen kusaklardan farkli bir bakis
acisina sahip oldugu tespit edilmistir. Bu bulgular
1s18inda Z kusagimin kurumsal girisimcilikteki roli
icin farkli ve yeni bir liderlik anlayisina gereksinim
duyabilecegi vurgulanmistir. Bu liderlik anlayisi,
degerlere 6nem veren, Z kusaginin beklentilerini
yonetebilen ve Z kusaginin degerlerini paylasan bir
liderlik anlayisi olmalidir. Bu kavramsal calisma,
gelecek ampirik arastirmalara 1sik tutacak bir
baslangi¢ noktasi olarak literatiire dort mantiksal
oneri ile katkida bulunmaktadir. S6zkonusu 6neriler
hem kurumsal girigimcilik kapsaminda kolayca
uygulanabilecek bir nitelik tagimakta, hem de
arastirma ekseninde da test edilebilecek bir noktada
bulunmaktadirlar.

Anahtar Kelimeler: Kurumsal Girisimcilik,
Liderlik, Z kusag:.

ABSTRACT

The purpose of this study is to analyze the
relationship between corporate entrepreneurship
and leadership from the perspective of generation
Z. In this study, a conceptual analysis of the recent
literature on corporate entrepreneurship and
leadership will be carried out, also by identifying
recent empirical evidence on generation Z,
especially by focusing on what generation Z
expects from work life and leadership. It has been
identified that generation Z differs from its
predecessor generations. Based on this finding,
there is a need for a new and different leadership
approach when engaging generation Z in corporate
entrepreneurship. This leadership should be value-
oriented, it should manage the expectations and
share the values of generation Z. This study serves
as a starting point for future empirical work by
organizing its findings in four logical propositions
which can be easily implemented in a corporate
entrepreneurship setup; they are also testable in a
research framework.

Keywords: Corporate
Leadership, Generation z.

entrepreneurship,
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Introduction

There is a plethora of research contributions on the field of corporate
entrepreneurship. When considered that the term is used interchangeably with other
terms such as “intrapreneurship” or “corporate venturing”, the number keeps on
growing. The fact that firms need to work with restricted resources is not a new
phenomenon, but the intensity of the competition, the high speed of technological
change and the shortening of product life cycles seem to be phenomena defining
our age and challenging firms to remain in the game (Erdem, 2017). A way to
remain in the game goes through continuing to be innovative, entrepreneurial, and
shaping new market segments thereafter. Nevertheless, corporate entrepreneurship,
defined as “the carrying out of innovations by existing privately owned firms
(small or large)” (Granstrand & Alédnge, 1995: 136), is still far away from being a
clearly defined concept with its antecedents, consequences and theoretical
assumptions. As recently pointed out by Popowska (2020), both the domain and the
definition of corporate entrepreneurship keep on changing, and this poses a
challenge both to the researchers and the practitioners alike. Recent research points
out to four different strategic advantages of corporate entreprencurship for
organizations (Sahin & Sesen, 2021): Opportunity recognition, organizational
transformation, increasing operational capacity, and challenging uncertainty and
change. Focusing on these four strategic advantages, Sahin & Sesen (2021) deliver
empirical evidence in support of the process innovation-corporate entrepreneurship 401

link, and point out to the role of corporate entrepreneurship in creating innovations
in a turbulent environment.

The evolution of the corporate entrepreneurship concept cannot be thought
independently from the economic evolution that is posing new fields of
competitive battleground, new challenges, and new opportunities to shape markets
(Erkut, 2021). Since successfully managing these challenges of the economic
evolution goes through seizing new market opportunities, an important role is
played by humans who seize new market opportunities to transform these into
artifacts with a commercial value (Erkut, 2016). As recently pointed out by Singh
Ghura (2017), some groups are particularly challenging when it comes to utilize
their ideas for corporate entrepreneurship. One such group is generation Z.
Generation Z, in Singh Ghura's (2017) framework, is the group of people born after
1990. Flippin (2017) defines generation Z as those born after 1995. In both
frameworks, generation Z is referred to as the following generation to generations
X and Y (latter referred to as millenials). Whereas Erdem & Karadal (2020)
identify that for generations X and Y, corporate entrepreneurship seems to be a tool
for organizational innovation, Singh Ghura (2017) finds out that for generation Z,
engaging in corporate entrepreneurship requires more attention, effort and out-of-
box ideas. This is because corporate leaders have a hard time to manage generation
Z co-workers. The author focuses on Indian corporate leaders who have difficulties
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to work with generation Z intrapreneurs and finds out that this generation of
corporate entrepreneur’s value passion, flexibility, autonomy and trust more than
monetary incentives. Another recent approach by Verma & Mehta (2020) poses the
question of how different leadership styles influence corporate entrepreneurship,
and by conducting a critical review of the literature, the authors identify that the
impact of different leadership styles on corporate entrepreneurship remains
unanswered in the literature.

Based on this background, the current study poses the question of what kind of
leadership paradigm generation Zers require for promoting corporate
entrepreneurship. In particular, the current study aims to focus on different
leadership styles, their assumptions, and how these styles may influence the
antecedents and outcomes of corporate entrepreneurial activities. Even though
recent research started to view generation Zers as future leaders (Gabrielova &
Buchko, 2021), it did not yet consider their needs for leadership in a corporate
entrepreneurship setup, indicating a research gap. This study aims to make an
initial step towards closing this research gap, and the rest of the article is organized
as follows: Part 1 deals with basic concepts of leadership, leadership styles and
corporate entrepreneurship. Part 2 focuses on generation Z and corporate
entrepreneurship by focusing on empirical evidence regarding generation Z's
perspective of work and leadership. This part provides 4 logical propositions on the
leadership paradigm of generation Z corporate entrepreneurs. A conclusion follows, 402

with directions for future research, theoretical and practical implications, and
possible limitations of this study.

1. Leadership and Corporate Entrepreneurship

Leadership is a phenomenon that has attracted the attention of business scholars,
psychology scholars and practitioners alike since more than hundred years. It is not
an unknown issue that leadership can be recognized in practice, but when it comes
to defining it, things get more difficult (Antonakis & Day, 2017). This observation
implies that depending on what kind of leadership is observed, a different
definition emerges almost every time. To be more specific, some broad
perspectives of leadership need to be defined. According to Antonakis & Day
(2017), the most common features that define leadership include (1) the leader's
personality, (2) the leader's behavior, (3) the leader's effect, (4) the interaction
between the leader and the follower or the followers, and (5) the context in which
leadership occurs. To briefly summarize, leadership is about an influence process
and how this influence process is shaped by a leader, with his characteristics,
features, behavior, perceptions and so on.

The fact that leadership is observed as a process (not a static, but rather a dynamic
phenomenon) which involves the subjective perspective of a leader indicates that
there is a high degree of subjectivity in its nature. This subjectivity is reflected in a
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long discussion about different styles of leadership, going back to the seminal work
of McGregor (2006). In his book, McGregor (2006) poses the question of how
managers perceive human nature — whether they believe that human beings enjoy
work or not. This is a central question that should guide managers regarding their
assumptions about human nature and motivations, and how these assumptions
influence their management style. McGregor (2006) introduces two theories:
Theory X and Theory Y. Theory X is associated with direction and control of
human beings at the workplace, whereas Theory Y is associated with combining
organizational and personal goals at the workplace. Ouchi (1981) extends the
debate by introducing a third theory called Theory Z, which mainly emphasizes the
work-life balance and is derived from the collectivistic working practices of
Japanese firms. The assumptions of these three theories are given in Table 1.

Table 1. Assumptions of Theories X and Y according to McGregor (2006) and
Theory Z according to Ouchi (1981).

Concept Theory X Theory Y Theory Z
Worker- The average | Work is as natural | Work makes fun when
work human being | as play. connected with
relationship | dislikes work. coworkers.
403

Managing | Workers need to | Self-direction and | Workers need to be
workers be  controlled, | self-control  can | supported by the firm;

directed and | lead to achieving | work-life balance in the

punished in | organizational foreground.

order to achieve | goals.

organizational

goals.
Workers' Control over | Responsibility Responsibility matched
Preference | responsibility. over control. by support.

Source: Own illustration based on McGregor (2006) and Ouchi (1981).

Table 1 reflects that managing people at work is based on assumptions regarding
the nature of work, regarding how to manage people and especially what
management believes is the preference of people at work. This is a highly
subjective issue that is open to debate, and indicates that when performing
leadership, leaders bring their own styles into play (Khan et al., 2015). Khan et al.
(2015) distinguish between autocratic/authoritarian, democratic, laissez-faire,
bureaucratic and situational styles of leadership. According to the authors, an
autocratic/authoritarian leader is distinguished by holding as much power as
possible in his own hand, without consulting workers or giving them any
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responsibility. A democratic leader, on the other hand, involves workers to take
place in the decision-making processes in which the leader still maintains his
position to say the last word. A laissez-faire leader gives the workers big freedoms
but no clear direction. Workers need to decide on goals, and they are the ones who
need to make decisions. Finally, a bureaucratic leader is the one who manages
everything according to written rules and is described more of a police officer than
of a leader. Since situational leadership depends on the situation, it can go back to
any of the aforementioned styles. A leader can act democratic in one situation,
authoritarian in another and so on. Table 2 shows an overview of authoritarian,
democratic, laissez-faire, bureaucratic and situational leadership styles and how
they are related to theories X, Y and Z.

Table 2. Leadership Styles and Their Relations to Theories X, Y and Z.

00

Leadership | Worker-work | Managing Workers' Overall
Style relationship workers preference Closeness
to...
Authoritarian | Workers can | Workers need | Workers  need | Theory X
avoid work | a leader who | clear directions,
when not | control them. | control,
controlled . punishment and 404
rewards.
Democratic Workers can | Workers do | Workers  need | Theory Y
enjoy work as | not need a | responsibility,
long as the | top-down communication,
suitable leader = who | a team feeling.
conditions are | controls
provided. them, but
rather a
leader who
works  with
them.
Laissez-faire | Workers can | Workers do | Workers do not | None
choose to | not need | need any
enjoy or avoid | management, | guidance,
work. but freedom. | control, or
punishment.
Bureaucratic | Workers Workers need | Workers signed | Theory X
cannot avoid | to be | a contract; their
work because | managed preference is the
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rules do not | according to | realization of all
allow them to | their obligations  in
do so. contracts and | the contract.

the  written
rules.

Situational Work can be | As long as | Depending on | Either
enjoyable or | they behave | the situation, | Theory X,

not well, no need | workers may | YorZ
to intervene | need control or
responsibility.

Source: Own illustration.

Table 2 highlights the closeness of the bureaucratic and authoritarian leadership
styles to theory X, and the closeness of the democratic leadership style to theory Y.
The situational leadership style can be close to any one of the theories X, Y or Z;
and the laissez-faire leadership style is close to none of the aforementioned
theories, because it is practically the case of non-leadership. Furthermore, what can
be seen from Table 2 is that different assumptions about human nature, human
behavior and worker-work relations lead to the formation, and application of
different leadership styles. One should keep in mind that Table 2 reflects the ideal-
typical cases of each of the leadership styles and a real-world application may not 405
be restricted to easily distinguishable ideal-typical cases of leaders. Regardless of
an ideal-typical or a mixed one, leadership styles have implications for

entrepreneurship. To be more specific, there is a linkage between the two concepts
at the level of individuals and teams (Cogliser & Brigham, 2004) for the context of
corporate entrepreneurship.

In the literature, corporate entrepreneurship emerged as a tool for corporate
renewal, gaining and retaining new competitive positions, shaping new markets
and corporate survival (Erkut, 2021; Sahin & Sesen, 2021). Corporate
entrepreneurship, from the perspective of Covin & Miles (1999), involves (1) an
established firm starting a new business, (2) workers of an established firm
initiating new product development, or (3) a complete change in the organizational
culture resulted from an entrepreneurial philosophy. In all three cases, leadership is
an important determinant for success. Karol (2015) emphasizes this relationship,
assigning a central role to entrepreneurial leaders in a corporate entrepreneurship
setup. According to the author, the main role of the entrepreneurial leader is to
align the plans, resources and projects of the firm with its corporate vision, to
obtain resources required to realize plans and projects, to create an environment in
which new ideas can emerge, and to establish trust. The author says that
entrepreneurial leadership capacities are necessary for any established firm,
because this is associated with their survival in the competition. An important
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component of entrepreneurial leadership capacities is to be able to work in a highly
competitive, uncertain environment, also by enabling relevant decisions to be taken
on time.

Kuratko (2017) discusses the relationship between corporate entrepreneurship and
leadership. According to the author, the current challenge for the leadership is
“about promoting a new vision, fostering new possibilities, opening up new
horizons, and inspiring others to unleash their entrepreneurial mindsets to create
new venture concepts” (Kuratko, 2017, p. 295). An important issue the author
mentions is that the entrepreneurial leader's perception is the starting point for
corporate entrepreneurial activities: The entrepreneurial leader evaluates the firm's
internal conditions, climate and resources for their entreprencurial character. The
result of this evaluation gives an idea of how supportive the firm's present state is
for corporate entrepreneurial activities. In this sense, Kuratko (2017) follows the
perspective of Erkut (2016) by indicating that perceptions should be at the starting
point of the decision-making process in an economic model. The approach by
Sekerdil & Giines (2020) provides empirical evidence that leadership can provide
grounds for the emergence of corporate entrepreneurship. Similarly, Farrukh,
Meng, & Raza (2021) delivers empirical evidence on leader-follower exchange and
how this exchange process, together with expectations, can lead to a positive
impact on the employees’ corporate entrepreneurial behavior.

The approach by Pan, Verbeke, & Yuan (2021) focuses on the link between 406

transformational leadership and corporate entreprencurial activities. The authors
highlight that an organization’s chief executive officer is typically considered as the
leader who has a transformative role on the corporate entrepreneurial activities of
the firm, but how this process is mediated is not clear. They identify that
organizational ambidexterity, together with structural differentiation, top
management team collectivism, and environmental dynamism is responsible for
mediating this effect.

Kuratko (2017) identifies three challenges that should define the link between
leadership and corporate entrepreneurship in today's world. These are (1) the
decision regarding the type of innovation the firm is aiming to realize, (2) the
decision regarding how operational control mechanisms can be used together with
an entrepreneurial strategy, and (3) the necessary interaction with the employees on
the entrepreneurial process, on how they can be useful for it, and what is the
ultimate goal. Whereas Erkut (2021) as well as Sahin & Sesen (2021) focus on the
first challenge, namely, to reconcile product and process innovations with corporate
entrepreneurship respectively, in the following, the second and third challenges
would be highlighted for the specific group of generation Z workers.
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2. Corporate Entrepreneurship and Generation Z
2.1. Generation Z's Perspectives

Corporate entrepreneurship has proved itself to be useful for firms, especially when
they try to adopt themselves to the changing conditions of their external
environment — market conditions and technology conditions in particular (Erdem,
2017). In order for a firm to catch the speed of technological evolution and market
evolution, new ideas are needed which can be transformed into artifacts with a
commercial value (Erkut, 2020). This process cannot be thought independently of
those who can find the ideas, and those who can transform these ideas into
artifacts. Hence, the human component plays a very central role in seizing new
market opportunities, and shaping new markets (Erkut, 2016). A lot has been
written on the human component, especially on how to create the conditions for
employees' entrepreneurial behavior (Hornsby, Kuratko, & Zahra, 2002; Kuratko,
Hornsby, & Covin, 2014), yet not much has been emphasized in the literature on
the inter-generational work environment and its implications for corporate
entrepreneurship (Palalar Alkan, 2020).

The issue that is challenging for understanding the human component in corporate
entrepreneurship is the heterogeneity of generations involved in the workforce. As
stated in the introductory part of this research, the time for generation Z has come
to enter the workforce and shape the markets of tomorrow. As a result of this 407

inevitable phenomenon, scholar community got interested in generation Z's
leadership perceptions in the last decade. Starting with the personal characteristics
of generation Z regarding work-related issues, a study that received attention was
that of Flippin (2017). According to Flippin (2017), the top 6 personal values of
generation Z are, according to the ranking of their importance, (1) happiness, (2)
relationships, (3) health, (4) financial security, (5) career, and (6) faith. Ranked by
their importance, the top 6 professional values of generation Z are (1) doing well in
role, (2) making more money, (3) work-life balance, (4) promotion, (5) changing
career, and (6) retirement,

The results of the survey conducted by Flippin (2017) reveal that generation Z
requires very clear directions but also freedom to take initiative and opportunities
to utilize their full potential — these are their requirements from their bosses. There
are certain characteristics of generation Z, which makes this generation a different
one from the previous generations. The study by Gentina (2020) identifies
generation Zers as digital natives (in comparison, generations X and Y are digital
immigrants), and by managing separate identities online and offline, a generation
with multiple identities. These two features, in comparison with previous
generations, identify that conditions and interactions with the digital sphere is
different for generation Zers than the previous generations. Dolunay, Kasap, &
Kambur (2021) indicate that generation Zers have a hard time trying to focus;
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especially with the ease of digital technologies enabling high frequency
interactions, they tend to reach conclusions in a very short time. Meyer-Ramien
(2019) considers generation Zers as especially sensitive to internet and social
media, also by having a different consumption perspective than previous
generations. Schroth (2019) focuses on the expectations of generation Z and
indicates, based on the results of a survey conducted with undergraduate students,
that generation Z has a very idealistic image that “the work will be interesting and
meaningful” (p. 7) and can be quickly disillusioned when they notice that the
conditions do not meet their expectations. The author advises to focus on managing
the expectations of generation Z workers.

Regarding their career choices and values, Titko, Svirina, Skvarciany, & Shina
(2020) find out that generation Z values personal development at the start of their
careers, but they believe that once they make progress in their careers (with a lag of
5 years), they will value professional development more than personal
development. A recent contribution by Altan (2019) focuses on the intrapreneurial
and innovative perspectives of generations X and Y, identifying more innovative
perspectives in case of generation X in comparison to generation Y. Nevertheless,
generation Z differs from generations X and Y significantly. Mahmoud, Fuxman,
Mohr, Reisel, & Grigoriou (2020) conduct a comparative study on the workplace
motivations of generations X, Y, and Z and identify that generation Z is more
sensitive to amotivation (defined as the absence of intrinsic and extrinsic 408
motivations) than generations Y and X. In addition, generation Z's workplace

motivation is influenced by intrinsic motivation more than the workplace
motivations of generations Y and X. The authors conclude that generation Z is not
a mere reincarnation of generations Y and X. Regarding their entrepreneurial
intentions, Mahmood, Lateef, & Paracha (2020) focus on a sample of Pakistani
youth from generation Z, whereas Kaya, Erkut, & Thierbach (2019) focus on
samples of East German and Cyprus Turkish youngsters from generation Z; both
set of authors find out that generation Z has a strong entrepreneurial intention.
Kaya, Erkut, & Thierbach (2019) indicate that generation Z is very sensitive to
social problems. Mahmood, Lateef, & Paracha (2020) highlight that social
pressures cannot be considered as a significant factor contributing to the
entrepreneurial intentions of generation Z. Meyer-Ramien (2019) considers
generation Z as the digital generation as a source of new ideas for corporate
entrepreneurial activities and practices.

Recently, scholars started to give their attention to the leadership-generation Z
nexus. Bako (2018) asks how leadership style choices differs across four
generations (baby boomers, generation X, generation Y, generation Z) of academics
in Turkey. The author conducts a statistical analysis based on a conducted survey
with 256 participants and identifies that generation Z describes risk-taking, self-
sacrificing and being convincing as leader properties, whereas generation X does
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not find these properties as meaningful. She concludes that generation Z values
these properties more than generation X because the former is more individualistic
and career-oriented. Similarly, Palalar Alkan (2020) asks the question of who
would be the leader for generation Z based on semi-structured interviews with 56
students from a leadership class. The results of the interviews reveal that the
property of a leader that was most often named is ethical values, followed by being
a visionary and being inspirational. The author concludes that generation Z has a
different perspective on leadership than previous generations. Singh Ghura's (2017)
study, which was mentioned earlier, deserves more attention at this point. The
author's point of departure is the proposition that generation Z is best suited to
become corporate entrepreneurs due to the unique properties this generation
possesses. He conducts semi-structured interviews with leaders on the difficulties
of working together with generation Z to find out that challenges are mainly
associated with retention, anti-hierarchic attitudes, and providing good quality
work. The author concludes that organizational structures need to be adopted for
overcoming these challenges, since generation Z requires a different attitude than
previous generations.

To the knowledge of the author, no study exists which questions what kind of
leader generation Z corporate entreprencurs require. Therefore, as a first step,
recent empirical findings need to be summarized and compared with known
leadership styles to generate an interpretative framework for action, testing and 409

further research. This is a gap in the literature, because the studies mentioned above
imply that a new approach is needed to work together with generation Z. In what
follows, specific logical propositions about leadership, corporate entrepreneurship
and generation Z are derived from the research findings, following the ideas found
in Erkut (2021).

2.2. Towards the Leadership Paradigm in the Corporate Entrepreneurship —
Generation Z Setup

The focus on generation Z and their role in corporate entrepreneurship with a
support of leadership can be summarized in 4 logical propositions. The first
proposition in this case is one that serves as the point of departure. Together with
the following propositions, they open the space for testing and further research.

Proposition 1: Generation Zers differ from their predecessor generations in terms
of motivations, aspirations and vision for corporate entrepreneurial activity.

As it has been empirically shown in previous literature, generation Z is different
than its predecessors in many aspects (Bako, 2018; Mahmoud, Fuxman, Mobhr,
Reisel, & Grigoriou, 2020). Especially in the case of corporate entreprencurship,
organizations cannot continue with the same organizational structures, leadership
styles, and entrepreneurial conditions that used to be present for previous
generations for generation Z. Therefore, one needs to distinguish between
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leadership support for corporate entrepreneurial activities of generations X and Y
and that for the same activities of generation Z. Previous literature shows that
established firms already started to engage generation Z corporate entrepreneurs in
their firms; however, they do not know how to deal with this particular group
(Singh Ghura, 2017). Therefore:

Proposition 2: Generation Zers require a different leadership approach for
corporate entrepreneurship than previous generations.

Based on the first two propositions, it can be identified that a new leadership
approach for corporate entreprencurship is needed when corporate entrepreneurs
are from generation Z, because this generation is different than previous
generations. This is very general, and needs to be specified, especially, how this
generation is different, and what kind of leadership style is closer to this
generation. Table 3 focuses on the three components of the assumptions of
McGregor (2006) and aims to assign results of recent empirical studies to these
three components.

Table 3. Generation Z and Its Work-Related Perspectives.

Worker-work relationship | Managing workers Workers' preference
Personal development | No hierarchies (Singh | Clear directions but also 410
(Titko, Svirina, Skvarciany, | Ghura, 2017) freedom and
& Shina) encouragement (Flippin,
2017)
Intrinsic motivation | Value-oriented and | Not sensitive to social
(Mahmoud, Fuxman, Mohr, | inspirational (Palalar | pressure (Mahmood,
Reisel, & Grigoriou, 2020) | Alkan, 2020) Lateef, &  Paracha,
2020)
Solving social problems | Convincing (Bako, | Reluctant to amotivation
through work (Kaya, Erkut, | 2018) (Mahmoud,  Fuxman,
& Thierbach, 2019) Mohr, Reisel, &
Grigoriou, 2020)
Interesting and meaningful | Valuing their ideas | Positive attitude
(Schroth, 2019) (Schroth, 2019) (Schroth, 2019)

Source: Own illustration.

Based on Table 3, it can be identified that generation Z's perspective on managing
workers goes through values over hierarchies, and this generation idealizes work
by giving it special meanings, especially when it comes to social problems and
solving these. The preferences of generation Z reflect a combination of freedom to
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seek new directions and new ideas, but also clear directions and positive attitude.
Therefore:

Proposition 3: Generation Zers expect a balanced leadership based on managing
expectations by clear directions and giving the freedom to generate new ideas.

According to Karol (2015), there are certain skills required for the entrepreneurial
leader to proceed with enabling the conditions of corporate entrepreneurial
activities. He summarizes these set of skills by means of (1) perspective taking and
influence, and (2) remaining agile. Accordingly, perspective taking, and influence
is about communication and people skills of the entrepreneurial leader. He or she
needs to take the perspective of all stakeholders, including top management,
workers, customers, suppliers and so on. By observing phenomena from different
perspectives, problem-solving capabilities will be influenced in a positive way.
Remaining agile, on the other hand is about convincing the top management for the
need for change. This is important, as many truly innovative ideas could not pass
the top management test and left big firms for the sake of being embodied in a
start-up (Erkut, 2021). Both factors considered together requires a good balance
between stakeholders of the corporate entrepreneurship process. Therefore:

Proposition 4: Generation Zers need an entrepreneurial leader who understands
their perspective, values their opinion and encourages them.

Conclusion and Further Research 411

Corporate entrepreneurship can yield useful results for the firms utilizing it. A very
central role in this process is the role played by corporate entrepreneurs, i.e. human
beings, employees who find new ideas which can turn into new artifacts. Linkages
are established between corporate entrepreneurs and corporate entrepreneurial
success through leadership (Cogliser & Brigham, 2004). The current situation
considering the workforce indicates that generation Z is entering the workforce,
and is about to determine the course of events in corporate life. With a dynamic,
value-oriented, humane look, generation Z can bring fresh air to big, bureaucratic
corporations that are quickly losing their innovative character. Hence, this research
shows how corporate entrepreneurship can be addressed towards generation Z
employees, and how aspirations, intentions and perspectives of generation Z
employees can be addressed by different leadership styles. The proposed
perspective observes leadership as something wider than human resources
management, or corporate governance. Leadership supporting generation Z
employees would be a useful mechanism to provide grounds for corporate
entrepreneurial activities, regardless of whether we consider these as “corporate
venturing” or “intrapreneurship”. Supporting generation Z employees towards this
target goes through understanding under which conditions they can be creative and
pursue new ideas.

00



Yrd. Dog. Dr. Burak ERKUT - Z Kusagt, Kurumsal Girisimcilik ve Liderlik Arasindaki Iliski Uzerine /| On The Relationship Between Generation
Z, Corporate Entrepreneurship and Leadership

The research has the following theoretical and practical contributions. On the
theoretical level, the current study poses a challenge to the corporate
entrepreneurship-leadership nexus by emphasizing its contingent character with
respect to the generation of employees. Generation Z is unique in its own way, and
how top management can utilize this generation’s aspirations, motivations,
perspectives and new ideas by means of corporate entrepreneurship needs a
reconsideration of leadership paradigms, which is done by this study. On the
practical level, the study contributes to the implementation of corporate
entrepreneurship practices by means of four testable propositions, which can assist
corporate entrepreneurship programs and can provide grounds for developing a
new leadership paradigm in this setup. This is a necessity for top management,
since failing to identify the new leadership paradigm need of generation Z may
need to conflict as well as low employee engagement ( Mahmoud, Fuxman, Mohr,
Reisel, & Grigoriou, 2020). As this research provided a conceptual proposition,
more research is needed at all levels to understand the process of generation Z's
corporate entrepreneurial activities involving (an active or a passive) leadership.
Therefore, a possible limitation of this study is its conceptual nature, and the fact
that it relies on empirical evidence around generation Z that is gathered from
different contexts, with different questions. However, this also reflects the need for
a more organized perspective on generation Z. Currently, generation Z drives

attention of scholars, but empirical evidence about their aspirations, perspectives, 112

and motivations is either very general, mixed or — when it comes to corporate
entrepreneurship — very few. Evidently, different styles of leadership have different
implications for corporate entrepreneurship — and placing generation Z employees
in this picture indicates a more complex scenario. As recent empirical evidence
shows, generation Z is not a mere “reincarnation” of generations X or Y (or both),
but a different generation with different motivations and perspectives. This is not
merely associated with their personal attitudes, but also professional attitudes
which determines their behavior at work. Different motivations of generation Z
means a paradigm shift for corporate leadership aiming corporate entrepreneurial
success: Using the same old leadership styles with which generations X and Y were
satisfied, and could be active in terms of corporate entrepreneurship, does not
guarantee a success when it comes to generation Z. Future research can shed light
on this complex scenario. Practitioners of corporate entrepreneurship would be
advised to focus on the implications of their leadership styles on generation Z
employees, as this group of employees is associated with a new perspective on
carecer and life goals. A lot has been written in the past about the support
environment towards achieving corporate entrepreneurial success. Therefore, the
question that practitioners should answer is not about whether a supportive
environment is necessary, but what kind of support environment is most useful and
efficient when targeting generation Z employees. Indeed, it is subject to further
research whether generation Z needs a leader, or not — but even the case of non-
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leadership (“laissez-faire”) requires a specific leadership style to be implemented.
Hence, by introducing generation Z employees into the picture, new avenues of
research are opened that would influence the next decade of corporate
entrepreneurship.
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