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Abstract
What role does ‘working from home’ play in the relationship between transformational
leadership (TL) and intrapreneurial behavior (IB)? Innovation and intrapreneurial behavior as
a stimulating factor of it, is crucial for companies in order to survive in global competition.
Although prior research has shown a positive association between perceived TL and an
employee’s IB, it is critical to investigate this relationship in the changing work environment
of today in which people work from home more frequently. To answer this question, this study
carried out a survey within a company that is specialized in document solutions for whom
innovation is of great importance due to changing demand. The results confirmed the positive
impact of TL on IB, although it turned out that not all dimensions of TL have a positive effect;
it is primarily a manager’s encouragement and recognition to his or her staff that leads to an
increase in IB. In addition, the function level has been found to determine the extent to which
someone exhibits IB. Working from home, on the other hand, has no impact on this relationship
according to this study. Future research has to show whether a larger-scale study with a larger
sample size will lead to the same results. It is also valuable to test the influence of other aspects
related to the changed work environment. Nevertheless, this study emphasized the need for an
appropriate leadership style to stimulate innovative actions from employees in a company.

Keywords: Intrapreneurial behavior, intrapreneurship, innovation, transformational
leadership, working remotely, working from home

3

Master Thesis Dionne Luimes – 2022

Table of contents

1.

INTRODUCTION .......................................................................................................................... 6

2.

LITERATURE REVIEW AND HYPOTHESES......................................................................... 9

2.1
2.2
2.3
2.4

INTRAPRENEURIAL BEHAVIOR AND INTRAPRENEURSHIP........................................................... 9
TRANSFORMATIONAL LEADERSHIP............................................................................................ 10
TRANSFORMATIONAL LEADERSHIP AND INTRAPRENEURIAL BEHAVIOR ................................ 12
THE MODERATING ROLE OF WORKING FROM HOME (WFH) ................................................. 14

3.

METHODOLOGY ....................................................................................................................... 17

3.1 RESEARCH CONTEXT ................................................................................................................... 17
3.2 DATA COLLECTION...................................................................................................................... 17
3.3 MEASURES.................................................................................................................................... 18
PERCEIVED TRANSFORMATIONAL LEADERSHIP ..................................................................................... 18
INTRAPRENEURIAL BEHAVIOR ............................................................................................................... 19
WORKING FROM HOME .......................................................................................................................... 21
CONTROL VARIABLES ............................................................................................................................. 21
3.4 ANALYTICAL STRATEGY ............................................................................................................. 22
3.5 RESEARCH ETHICS....................................................................................................................... 23
4.

FINDINGS ..................................................................................................................................... 24

4.1 DATA PREPARATION .................................................................................................................... 24
RECODING VARIABLES ........................................................................................................................... 24
FACTOR ANALYSIS.................................................................................................................................. 24
RELIABILITY ANALYSIS .......................................................................................................................... 25
4.2 UNIVARIATE ANALYSIS ............................................................................................................... 25
4.3 ASSUMPTIONS .............................................................................................................................. 26
LINEARITY OF THE PHENOMENON .......................................................................................................... 26
CONSTANT VARIANCE OF THE ERROR TERM (HOMO-/HETEROSCEDASTICITY) ...................................... 26
NORMALITY OF THE ERROR TERM DISTRIBUTION .................................................................................. 26
INDEPENDENCE OF THE ERROR TERM ..................................................................................................... 26
MULTICOLLINEARITY ............................................................................................................................. 27
4.4 REGRESSION ANALYSIS ............................................................................................................... 27
5.

DISCUSSION ................................................................................................................................ 34

5.1
5.2
5.3

THEORETICAL IMPLICATIONS .................................................................................................... 34
MANAGERIAL IMPLICATIONS ..................................................................................................... 36
LIMITATIONS AND FUTURE RESEARCH ..................................................................................... 37

6.

CONCLUSION ............................................................................................................................. 39

REFERENCES ..................................................................................................................................... 40

4

Master Thesis Dionne Luimes – 2022
APPENDICES ...................................................................................................................................... 49
APPENDIX A: SURVEY (IN DUTCH) ...................................................................................................... 49
APPENDIX B: FACTOR ANALYSIS ......................................................................................................... 55
APPENDIX C: RELIABILITY ANALYSIS ................................................................................................. 62
APPENDIX D: ASSUMPTIONS MULTIPLE REGRESSION ANALYSIS ..................................................... 65
APPENDIX E: ADDITIONAL REGRESSION ANALYSIS .......................................................................... 67

5

Master Thesis Dionne Luimes – 2022

1. Introduction
In today’s increasingly complex and fast-changing environment, innovation is a crucial
element for companies in terms of surviving in global competition, maintaining
competitiveness, improving economic performance and growth, and contributing to national
economic development (Dereli Deniz Dilara, 2015). Therefore, businesses need to know when
to change their business model and how to execute the change (Giesen et al., 2010). This can
only be accomplished by establishing strategies that are compatible with the organization's
structure, logic, and culture to build inventive abilities and efficiently manage the innovation
process (Dereli Deniz Dilara, 2015). According to Rigtering and Weitzel (2013) intrapreneurial
employees and intrapreneurial projects are seen as essential drivers of innovation and strategy
renewal within businesses. Furthermore, corporate entrepreneurship and intrapreneurship are
widely regarded as critical strategies for achieving organizational success (Antoncic & Hisrich,
2001). However, the structure, processes and culture of an organization often hinder rather than
encourage intrapreneurship, making it difficult for employees to apply their new ideas (Moriano
Juan et al., 2014).
Prior research has shown that leadership style has a significant impact on individual
intrapreneurial engagement and opportunity pursuit (Krause, 2004; Moriano et al., 2014; Saeed
& Wang, 2014). As a result, management should try to figure out which leadership style can
encourage entrepreneurial behavior and intentions among their workers (Afsar et al., 2017).
According to Moriano Juan et al. (2014), transformational leadership is the most suitable type
of leadership to intrapreneurship, as research has demonstrated that this style increase the
employees’ creativity and innovation (Elenkov & Manev, 2005; Eyal & Kark, 2004; Jung et
al., 2003; Ling et al., 2008; Shin & Zhou, 2003). The term transformational leadership refers to
a leader who inspires his or her followers to adopt the organization's vision as if it were their
own and focus their efforts to achieving common goals (Moriano Juan et al., 2014). In addition,
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transformational leaders give their employees the leverage they need to break through
organizational barriers and obtain support for their ideas (Rosing et al., 2011). An example is
the vital role that managers have in encouraging and supporting individual employees' efforts
to explore new possibilities: management support has been identified as one of the most
important elements of the organization that influence intrapreneurship in earlier studies
(Elenkov & Manev, 2005; Hornsby et al., 2002; Kuratko et al., 1990).
However, this existing relationship between transformational leadership and
intrapreneurial behavior has often been studied in a traditional work situation: a situation in
which the employee physically works in the office. Currently, the context has changed as
individuals, organizations, and society have all been affected by the COVID-19 pandemic. As
numerous traditional practices became unsustainable and no longer feasible, organizations were
forced to pivot and focus resources towards new ways of working (Franken Esme et al., 2021).
Empirical research has shown that when remote working arrangements are used, the managers
have a key role in ensuring business continuity. However, they should employ more relational
management tactics, shift away from task-oriented approaches, and place a greater emphasis on
outputs rather than inputs (Choi, 2018; Golden & Fromen, 2011). In addition, Howell et al.
(2005) describes that both work units and individuals suffer when transformational leaders and
their followers are physically separated.
Yet, despite we know the importance of the managers’ role in stimulating employees to
engage in innovative activities that go beyond their role prescriptions, the influence of working
from home is poorly understood in the literature. This study investigates the moderating role of
the extent to which employees are working from home, on the relationship between
transformational leadership and intrapreneurial behavior. The following research question is
central to this:
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What is the effect of Working from Home on the perceived managerial actions
(transformational leadership) that stimulate the intrapreneurial behavior of individual
employees?

By giving insight in the potential influence of the extent to which an employee works in a
remote setting rather than in a traditional office setting, this study makes two main
contributions. First, the study will advance the stream of literature about leadership in relation
to enhancing intrapreneurial initiatives on the employee level of an organization. Until now,
much has been discussed in literature about the proven relationship between the extent to which
a person receives transformational leadership and the amount of intrapreneurial behavior he or
she exhibits. This study will contribute to this theoretical flow by examining the effect of the
extent to which the individual concerned works from home. Second, this study will contribute
by bringing to light the practice-oriented actions that should be done differently from the
traditional situations, generating consequential implications for both scholars and managers.
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2. Literature review and hypotheses
2.1 Intrapreneurial behavior and intrapreneurship
In the literature, the terms of corporate entrepreneurship (CE) and intrapreneurship are
frequently used interchangeably (Urban & Wood, 2017). However, a closer examination reveals
that corporate entrepreneurship relates to organizational-level activities such as commercial
ventures, strategic renewal, and product innovation, whereas intrapreneurship is a behavior
beginning at the person level (Escriba-Carda et al., 2020). Ideas are the foundation of
innovation, and it is the individual that develops, reacts, carries, and modifies ideas, not
organizations (North, 2015). Therefore, CE can be described as a top-down initiated process
within organizations, while intrapreneurship is seen as a bottom-up process launched by
employees (Christine, 2018; Rigtering & Weitzel, 2013). This makes the two phenomena
related but distinct (Gerards et al., 2021). However, these processes are symbiotic, because both
self-initiated employee behavior and organizational antecedents are required to observe
employees’ intrapreneurial behavior (Åmo & Kolvereid, 2005; Blanka, 2019). As a result,
corporate entrepreneurship can have an impact on the incitement of employees’ intrapreneurial
actions and vice versa (Blanka, 2019).
Intrapreneurial behaviors are a mix of proactive, innovative, and risk-taking behaviors
utilized to create more value than expected with the resources available (Stevenson & Jarillo,
2007)). Stull and Singh (2005) confirm that the construct of employees’ intrapreneurial
behavior comprises of those three key elements. Risk taking is described as the willingness of
an individual employee to venture into new activities for the organization without knowing the
outcome (Covin & Slevin, 1991). Innovativeness refers to the ability of an employee to develop
new ideas, technologies or practices that are creative and may end up in new processes,
products, or services (Lyon et al., 2000). Proactiveness reflects the process of action taken in
advance of future demands, developments, or obstacles that may lead to new possibilities
(Lumpkin & Dess, 1996).
9

Master Thesis Dionne Luimes – 2022
In addition, according to Gawke et al. (2017, 2019) behaviors that distinguish
intrapreneurs different from innovative and proactive employees, are those that specifically
focus on new venture creation and strategic renewal. New venture creation involves “an
employee’s agentic and anticipatory behaviors with the goal of creating new business or new
organizations for an existing organization” (Gawke et al., 2017, 2019; Gerards et al., 2021)
Strategic renewal behavior includes “behaviors that aim to increase an organization’s ability to
react to internal and external developments” (Gawke et al., 2017, 2019; Gerards et al., 2021).
In today’s economy, intrapreneurship is becoming increasingly important for
companies, industries, and even consumers (Hisrich & Kearney, 2012). Intrapreneurship has
several advantages for businesses, including the creation of a new dynamic organizational
culture, improved morale, lower employee turnover, energized employees, the development of
new business ideas, the creation of innovative business processes, organizational learning, and
a positive impact on profits and revenues (Hisrich & Kearney, 2012). According to previous
studies, entrepreneurial orientation is a key component in becoming an entrepreneur or
intrapreneur (Miller, 1983), and if employees exhibit these characteristics, they are more likely
to have intrapreneurial intention and consequently engage in intrapreneurial behavior (Bolton
& Lane, 2012).

2.2 Transformational leadership
According to Burns (1978) transformational leadership results in a relationship between
leaders and followers consisting of mutual stimulation and elevation. As a result, the followers
are converting into leaders and the leaders convert into moral agents. This involves shifts in the
beliefs, the needs, and the values of followers. In addition, transformational leaders strive and
succeed in raising people to a greater awareness about critical issues. This increasing awareness
requires a leader with vision, self-confidence, and inner strength to argue successfully for what
the person sees is right or good, not for what is popular of acceptable (Bass, 1985, p.17). The
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model of Bass (1985) measures the concept of transformational leadership on four different
dimensions: (a) idealized influence (also known as charisma); (b) inspirational motivation; (c)
intellectual stimulation; and (d) individualized consideration. Idealized influence, or
"charisma," refers to leaders who exhibit high moral and ethical standards. They are selfassured, hold themselves in high regard, and serve as great role models for their followers. The
goal of inspirational motivation is to energize people by communicating a motivating and
exciting vision. Leaders that inspire people to share a vision and enable them to realize it are
transformational. Leaders that enhance their followers' creativity by giving challenging new
ideas and innovative methods to address problems are characterized as intellectual stimulation.
Finally, individualized consideration entails paying attention to the unique needs of followers
in terms of achievement and progress, as well as giving coaching and mentorship.
However, despite much empirical evidence (Avolio, 2004; Bass & Avolio, 1995), the
model of Bass (1985) with the four dimensions has been extensively criticized in the literature
as well (Alvesson & Kärreman, 2016; McCleskey, 2014). In line with this, Edwards et al. (2010)
noted that the model misses certain key components. While the approach of Bass (1985) is
effective when assessing the global construct of transformational leadership, it falls short when
examining transformational leadership in more detail (Edwards et al., 2010). According to
Podsakoff et al. (1990), transformational leadership is in nature multidimensional, and they
describe that there are at least six key behaviors associated: (1) Identifying and articulating a
vision; (2) Providing an appropriate model; (3) Fostering the acceptance of group goals; (4)
High performance expectations; (5) Providing individualized support; (6) Intellectual
stimulation. Carless et al. (2000) largely agree with this more detailed dimensional distribution
of transformational leadership. However, they differentiated between the leader behaviors of
offering assistance to employees (Podsakoff et al, 1990) and promoting their personal
development. As a result, they came up with a list of seven behaviors. In contrast to the narrower
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idea of "high performance expectations," they preferred the larger concept of charisma. Their
description of the different dimensions includes providing a vision, giving empowerment, and
being a role model. For an extensive explanation of the different dimensions, see Carless et al.
(2000).
According to Avolio (2004) prioritizing and understanding the needs of everyone in the
company is the foundation of transformational leadership. Those leaders are positive, eager to
lead, highly sociable, confident and have a strong belief in themselves and their capabilities. In
addition, they are prepared to take risks, have a strong feeling of inner control, and can persevere
in difficult situations. Furthermore, transformational leaders create leaders at all levels of the
company. Which leads to a culture in which everyone feels empowered to take the initiative
and do what it takes to solve an issue or make a good change (Avolio, 2004; Bass & Riggio,
2006). Transformational leaders empower their followers by enabling them to operate
independently, confident that their aims are aligned with the organization's (Martin, 2016).

2.3 Transformational leadership and intrapreneurial behavior
The common perspective on transformational leadership is that “effective leaders
transform or change the basic values, beliefs, and attitudes of followers leading to willingness
to perform beyond the minimum levels specified by the organization” (Podsakoff et al., 1990).
This corresponds to the basic principle of intrapreneurial behavior: intrapreneurs often pursue
actions that deviate from the status quo (Wennekers & De Jong, 2008).
Managers have a significant role in encouraging and supporting individual employees'
efforts to explore new possibilities: management support has been identified as one of the most
important organizational elements that influence intrapreneurship in earlier studies (Elenkov &
Manev, 2005; Hornsby et al., 2002; Kuratko et al., 1990). Similarly, according to Boyne (2003),
managerial variables, rather than resources, legislation, market structure, or organization, are a
stronger source of performance improvement. Kuratko et al. (2005) and Moriano et al. (2014)
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mention top – and mid-level managers to be critical when it comes to creating an organizational
environment that supports and encourages intrapreneurship.
Among the different theories of leadership, the leadership style that has been identified
as most conducive for the stimulation of intrapreneurship, is transformational leadership. The
reason is that this type of leaders motivates their followers to be innovative and creative
(Elenkov and Manev, 2005; Ling et al., 2008; Moriano et al., 2014). Jung et al. (2003) mention
several reasons that support the expectation that transformational leadership encourages the
creativity and innovativeness of the employee. First, by actively engaging followers' personal
value systems, transformational leaders go beyond exchanging contractual commitments for
desired performance (Gardner & Avolio, 1998; Shamir et al., 1993). They provide ideological
explanations that relate followers' identities to their organization's collective identity, hence
improving followers' intrinsic drive to execute their work, rather than only giving extrinsic
drive. Transformational leaders enhance followers' awareness of the importance and values
associated with desired results, raise their performance expectations, and increase their
willingness to transcend their own interests for the sake of the collective entity. Second,
managers that apply TL stimulate their followers to think “out of the box” and to engage in
innovative and exploratory thinking (Sosik et al., 1997). They urge their followers to confront
their own values, traditions, and beliefs by encouraging them to think about old challenges in
new ways (Hater & Bass, 1988). Third, transformational leaders can accomplish this shift in
the perspective of their employees by being a role model. In recent studies, it has been proved
that conducting a transformational style of leadership has a positive effect on the intrapreneurial
actions of employees (Moriano Juan et al., 2014). Hence,

Hypothesis 1 (H1). The more an employee perceives transformational leadership, the
higher his or her intrapreneurial behavior.

13

Master Thesis Dionne Luimes – 2022

2.4 The moderating role of Working from Home (WFH)
For leadership processes and outcomes to be effective, the leadership literature has
primarily assumed that leaders and followers must be physically, socially, and interactionally
close (Antonakis & Atwater, 2002; Collinson, 2005; Napier & Ferris, 1993). The individualized
consideration dimension of transformational leadership is described as "behaviors that provide
individualized and personalized attention to followers, implying leader–follower closeness and
intimacy," according to Antonakis and Atwater (2002, p. 12). Research has shown that distal
leaders have less opportunity to directly communicate with, support, and grow their followers,
which can negatively affect follower performance and well-being (Avolio et al., 2004;
Collinson, 2005; Podsakoff et al., 1990). In addition, distant leaders may struggle to establish
interactions of high-quality and high levels of trust with their followers because they are denied
the closeness required for positive relationship development (Torres & Bligh, 2012).
The degree to which followers perceive a high or low level of interaction with their
leader is measured by perceived interaction frequency. Information sharing, directions, social
support, and feedback are all examples of this interaction (Carsten et al., 2021) . Torres and
Bligh (2012) found that higher levels of interaction frequency enhance the level of
understanding between leaders and followers by bringing them together through frequent
contact (Oc & Bashshur, 2013). Physical and interpersonal proximity promotes improved
collaboration, creativity, and insight, as well as joint resolving problems (Griffith et al., 2018;
Hill et al., 2014; Howell et al., 2005).
The concept of “working from home" (WFH) has been described in a variety of ways.
A popular term for this concept often used in the past, was “telework”. Although there is no
universal agreement on what it entails (Alizadeh, 2013), it is often described as a technique to
work “away from the office” using electronic connections. According to Malik et al. (2016),
this means that employees can work not only from home, but also from any other location other
than the company's main office.
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Sarti and Torre (2017) mention several obstacles to a successful implementation of
WFH, including the required investments in information technologies, but also organizational
aspects: coordination and cooperation among employees is difficult and there is a fear of loss
of control by the management. Managers have a critical role in maintaining business continuity
when remote working arrangements are implemented (Choi, 2018; Golden & Fromen, 2011).
They should employ more relational management tactics, shift away from task-oriented
approaches, and place a greater emphasis on outputs rather than inputs. Cascio (2000) confirms
that managers need to shift from a focus on time to a focus on results to be most effective in
virtual workplaces. Similarly, a study from Kawaguchi Daiji et al. (2021) showed that remote
workers are more likely to be managed by Key Performance Indicators (KPI) and Management
by Objective (MBO). They state that employees whose output is easily visible are more likely
to engage in remote employment, because “shirking from home” is less of a problem for them.
As a result, any use of remote work as a COVID-19 countermeasure will necessitate
management adopting a human resource management style that assures individual worker effort
and output can be effectively monitored in a remote work situation (Kawaguchi Daiji et al.,
2021).
Since it has been proven that in the case of remote working there is a shift in focus
towards the output of an employee's work, it is expected that the more an employee works at
home, the less he or she can be stimulated to show intrapreneurial behavior through
transformational leadership. Hence,

Hypothesis 2 (H2). The extent to which an employee works from home will have a negative
influence on the relationship between perceived transformational leadership and the
intrapreneurial behavior of that employee.
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Figure 1
Conceptual model

Table 1
Summary of the combined effects of the extent of Working from Home and Perceived

High
Low

Hours Working from Home

Transformational Leadership on Intrapreneurial Behavior

Remote workers with low perceived TL

Remote workers with high perceived TL

The distance between the leader and the
employee makes the effectiveness of the
leadership difficult. In a situation where
the
employee
receives
low
transformational leadership, little to no
incentive for intrapreneurial behavior is
expected.

While
receiving
transformational
leadership
increases
employee
intrapreneurial behavior, this is hampered
by the high degree of home working. Both
the work unit and the individual suffer
from the distance between leader and
follower.

Office workers with low perceived TL

Office workers with high perceived TL

Although office work is expected to be
effective for leadership processes and
outcomes, because leaders and followers
are close, receiving a low degree of
transformational leadership reduces the
stimulation of intrapreneurial behavior.

Office workers are expected to be able to
experience closeness with their manager
on a physical, social, and interaction level.
In this way, transformational leadership
can be expressed with an increased chance
of intrapreneurial behavior as a result.

Low

High

Perceived Transformational Leadership
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3. Methodology
3.1 Research context
The information required for the analysis has been collected by means of a survey. The
survey used for this study is shown in appendix A. The survey is conducted at one single
company to ensure that the differences in outcomes are not caused by the differences between
companies of the markets the operate in. The selection of the participating company is based
on the extent to which the theory of the study is applicable to that company. For confidentiality
reasons the company does not want to be named in this paper, but it is a global supplier of
digital imaging technologies to business, consumers, and professionals. In their current
business, a large part of the company’s portfolio has been Document Solutions. However, with
the declining demand for traditional printers, the company has been forced to be innovative and
look for alternatives to offer. That is why innovation, and thus intrapreneurial behavior as part
of it, is paramount to the company and therefore an important topic. In addition, the company
has the preference to continue a ‘hybrid’ work setting for their employees, since the COVID19 situation has shown important advantages for employees. Because of this combination the
company was interested in this study and therefore willing to participate. In view of the size of
the company and the variety in distinct parts, it was decided to define the target group for the
survey into two compartments. It concerns the ‘Commercial Operations’ and ‘Professionals
Services’ department of the company, consisting of approximately 65 employees in total.

3.2 Data collection
A unified survey was employed in both departments, which was distributed by the manager
of the departments. After one week a reminder was sent by the researcher of the study
personally. Overall, the participants were given around 2 weeks to complete the survey. In total,
39 respondents of the 65 invited employees responded and filled in the survey. Hence, the
response rate was approximately 60%. Sample size is an important aspect when conducting
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research, because it affects the generalizability of the results by the ratio of observations to
independent variables, as well as it is determining for the statistical power of the multiple
regression analysis. Hair (2019) suggests that a level of 15 to 20 observations for each
independent variable is recommended. Although the sample size of this paper is limited, it
satisfies the minimum recommended ratio, which makes it sufficient.

3.3 Measures
To measure the constructs of perceived transformational leadership, intrapreneurial
behavior, and working from home, a cross-sectional and explanatory method has been used.
Participants have been asked to fill in a questionnaire that will cover questions about all three
constructs. The scales used have been established and evaluated in previous research, implying
that they have been validated. Furthermore, using existing scales allows for comparisons
between the results of this study and those of other studies. Employees measure all variables on
an individual basis.
Perceived transformational leadership
The seven-item Global Transformational Leadership Scale [GTL] from Carless et al.
(2000) is used to measure transformational leadership in this study. Because of its compactness
and clarity, this simplified and validated scale was chosen over the more frequently used
Multifactor Leadership Questionnaire (Bass & Avolio, 1995). The reduced number of items
meant that the survey required only a small amount of effort form the participants, to lower the
threshold and possibly achieve a higher response. GTL has been demonstrated to have a high
level of convergent validity (Carless et al., 2000). The Global Transformational Leadership
scale [GTL] is made up of seven components that are meant to reflect a global assessment of
transformational leadership. An overview of the seven items is given in table 2. Participants
have been asked to rate the frequency of their behaviors on a 5-point Likert scale with the
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following categories: 1 = never, 2 = rarely 3 = sometimes 4 = often 5 = always. The Global
Transformational Leadership Scale, consisting of seven items, has a Cronbach's alpha of .810.

Table 2
Items belonging to GTL Scale (Carless et al., 2000)
Global Transformational Leadership Scale (GTL)
Vision – Communicates a clear and positive vision of the future
Staff Development – Treats staff as individuals, supports and encourages their
development
Supportive Leadership – Gives encouragement and recognition to staff
Empowerment – Fosters trust, involvement, and cooperation among team members
Innovative Thinking – Encourage thinking about problems in new ways and questions
assumptions
Lead by Example – Is clear about his/her values and practices what he/she preaches
Charisma – Instills pride and respect in other and inspired me by being highly
competent

Intrapreneurial behavior
The construct of intrapreneurial behavior was tested on the basis of the Employee
Intrapreneurship Scale (EIS) from Gawke et al. (2019). The EIS evaluates the two subdimensions as earlier described in the theory section, called employee Venture Behavior and
employee Strategic Renewal Behavior. The first factor reflects strategic renewal behavior,
consisting of 8 items with a Cronbach’s alpha of .91. The second factor reflects the dimensions
of venture behavior, consisting of 7 items with a Cronbach’s alpha of .87. Employee strategic
renewal and new venture creation were significantly connected in the experiments, indicating
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that they are likely to coincide and can be considered two markers of employee intrapreneurship
as the higher order construct (Gawke et al., 2019). An overview of the items is presented in
table 3. Participants have been asked to rate their answers on a 7-point Likert scale with the
following categories: 1 = never, 2 = rarely, 3 = occasionally, 4 = regularly, 5 = often, 6 = very
often, 7 = always.

Table 3
Items belonging to EIS-scale (Gawke et al, 2019)
Employee Intrapreneurship Scale (EIS)
Strategic Renewal Behavior
I undertake activities to realize change in my organization
I undertake activities to change the current products/services of my organization
I contribute ideas for strategic renewal for my organization
I conceptualize new ways of working for my organization
I utilize insights of other experts to innovate in my organization
I undertake activities that change the structure of my organization
I undertake activities that change the work practices of my organization
I exploit opportunities in the labor market or society to renew my organization
Venture behavior
I undertake activities to set up new business units
I undertake activities to reach new markets or communities for my organization
I undertake activities that result in new departments outside of my organization
I conceptualize new ways of service for my organization
I undertake activities that result in new projects within my organization
I actively establish new collaborations with experts outside of my own profession
I conceptualize new products for my organization
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Working from Home
Given that the literature has shown that the effectiveness in which leadership is
expressed strongly depends on the extent to which the leader and follower experience closeness
with each other (Antonakis & Atwater, 2002; Collinson, 2005; Napier & Ferris, 1993), the
degree of working from home is measured in the number of hours that the particular
participating employee works from home. This number of hours, compared to the total number
of hours that the employee works, will provide the percentage of working from home per
employee. Participants are asked to fill in this percentage in the questionnaire on a metrical 0100 scale, 0 indicating that the person works completely in the office and 100 indicating that
he or she only works from home.

Control variables
In addition to the three constructs as described above, several additional questions were
asked to conduct information for the control variables of the analysis. The following five
concepts are included as control variables: gender, age, education level, job level and number
of years working for the company. The reason for this is that these elements of an employee
may be major predictors for his or her intrapreneurial behavior. Male and female, for example,
may differ in terms of being creative and innovative. In addition, young employees may have
stronger goals with respect to intrapreneurship than their elder colleagues, or vice versa.
According to Camelo-Ordaz et al. (2012) age is related to innovation which is an important
determinant for intrapreneurial behavior: as people get older, their resistance to change grows
stronger, and security concerns become more important. As a result, employees will be more
likely to use conservative techniques, which will result in less creativity. In addition, the number
of years an employee has been working for the company might influence the extent to which
he or she feels confident in bringing up innovative ideas or has the right relationships within

21

Master Thesis Dionne Luimes – 2022
the company to be able to implement new creative ideas. In conclusion, the control variables
are included in the model to eliminate them as possible explanation for the results. The variable
of gender, education level and job level were measured using a nominal scale: the answer
categories are shown in table 4. In addition, a metrical scale has been used to determine the
respondent’s age and number of years working for the company.

Table 4
Answer categories nominal control questions
Question

Answer categories

What is your gender?

•
•
•
•

Male
Female
Other
Prefer not to say

What is the highest degree or level of education
you have completed?

•
•

•
•
•

High school diploma
Intermediate Vocational
Education
Bachelor at University of
Applied Sciences
Bachelor’s degree
Master’s degree or higher
Other: (fill in)

•
•
•
•

Support / operational
Junior management level
Medior management level
Senior management level

•

Which of the following most closely matches
your job title?

3.4 Analytical strategy
The hypothesized relationships are examined by using a multiple regression analysis. In this
research, the employee’s intrapreneurial behavior is the dependent variable, the perceived
transformational leadership and WFH are the independent variables. Given the fact that this
study only has one dependent variable to be studied and the measurement scale of all three
variables is metric, the multiple regression analysis is the most appropriate method to use
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according to Hair (2019). Before conducting the regression analysis, a factor- and reliability
analysis was executed to determine the underlying structures in the constructs. In preparation
for the regression analysis, non-metric variables have been recoded into dummy variables and
the interaction term is created. After testing the corresponding assumptions, the actual
regression analysis has been performed in a hierarchical manner. This means that in the first
model only the control variables were added and in the second model the independent variables
were added. Finally, the third and final model then contains all variables, including the
interaction term. In this way it could be determined step by step whether an improvement of the
model occurred and to what extent the explanatory power increased.

3.5 Research ethics
While conducting this research, several ethical considerations have been considered. This
was important in order to create a safe and convenient environment for all participants involved.
First, the research topic, the research purpose, and the implications of how the findings may be
used was explained to the participants beforehand. Second, they had the option to withdraw
from the study at any moment, was it before completing the questionnaire, during or afterwards.
Lastly, it was stated up front that all material gathered throughout the research have been kept
confidential and published anonymously in the final product. In this way the privacy of the
respondents is acknowledged.
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4. Findings
4.1 Data preparation
Recoding variables
All of the variables included in a multiple regression analysis must be on a metric scale
(Field, 2018). In this study, the independent and dependent variables are on a metric scale.
However, some of the control variables are measured on a nominal scale: gender, level of
education and function level. As a result, dummy variables have been produced. All these
variables have become dichotomous variables with a 0/1 score, with each variable representing
one category of the original variables. Due to the lack of theoretical substantiation for choosing
a reference category, it was decided to choose the category with the highest number of
observations for all three. For the control variable gender this is the category ‘Male’. For the
control variable level of education this is ‘Bachelor at University of Applied Sciences’. Finally,
the reference category for the function level is ‘Support/Operational’.
Factor analysis
To determine the underlying structure of the constructs used in this study, a factor
analysis has been conducted. This method is used to find out the valid and reliable dimensions
that can be distinguished, and if this is in line with the expectations based on the theory.
Beforehand, a fixed number of 3 factors is applied in the analysis: Strategic Renewal Behavior,
Venture Behavior and Transformational leadership. Because the items of Strategic Renewal
Behavior and Venture Behavior are expected to be correlated, since they both belong to the
measurement of intrapreneurial behavior, Oblique rotation is chosen based on a theoretical
point of view. To determine whether the factor analysis was suitable to the data, the KMO and
Bartletts test was performed before running the analyses. In all cases, the test turned out to be
significant. Caused by cross loadings and insignificant factor loadings (< 0.5), 3 items in total
were deleted one by one. An extensive elaboration of the steps taken in performing the factor
analysis is presented in appendix B.
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Reliability analysis
The reliability analysis is done to assess the degree of consistency between the multiple
measurements of the variables. This analysis is conducted for each factor separately. The first
factor, including the items belonging to the Strategic Renewal behavior, has a Cronbach’s
Alpha of .930. The second factor, including the items of Transformational Leadership, has a
Cronbach’s Alpha of .938. The third factor, Venture Behavior, has a Cronbach’s Alpha of .802.
According to Hair (2019) a score higher than 0.6 means that there is a high amount of
consistency among the items which makes the analysis reliable. In this case, all three factors
meet this threshold. The analysis indicated that the Cronbach's alpha would not increase
substantially as more items were removed, so it was decided not to remove any additional items
based on the reliability analysis. An extensive elaboration of the reliability analysis is presented
in appendix C.

4.2 Univariate analysis
Some missing values can be noted in the data, for the variables ‘Percentage WFH’, Age,
‘Years working for the company’ and ‘Education level’. First, a Little’s MCAR Test is
performed to check whether the patterns of the missing values deviate from the normally
expected patterns. The outcome of the test is χ2(25) = 18.214, p = .833). It is not statistically
significant, so the H0 cannot be rejected which means that the data is missing in a completely
random way (MCAR). In total, 4 values of the dataset are missing which is less than the
threshold of 10 %. Due to the small number of respondents in the dataset, the imputation
technique used is pairwise deletion because in this way as little data as possible is lost.
Second, as part of the univariate analysis the skewness and kurtosis of the variables are
checked to determine the normality of the data. The values for skewness and kurtosis between
-2 and +2 are considered acceptable in order to prove normal univariate distribution (Field,
2018). All variables of the dataset had a value within this range, so acceptable.
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4.3 Assumptions
Before performing a multiple regression analysis, it is essential to meet the assumptions to
make sure that the results of the analysis are truly representative of the sample. This section
will examine the following 5 assumptions:
Linearity of the phenomenon
The first assumption is linearity of the relationship between the dependent variable and
each of the independent variables. The plot of the standardized errors by the regression
standardized predicted value must be inspected in order to check the data for linearity (Field,
2018). The scatterplots depict a common pattern of residuals when a relationship is nonlinear.
Figure 4 in Appendix D shows the scatterplot. Although some outliers can be noted, there are
no unusual patterns here; all the residuals are distributed around the horizontal zero-line. As a
result, the regression model is linear.
Constant variance of the error term (homo-/heteroscedasticity)
Looking for the possible presence of uneven variances, where the residuals are not
constant across the range of the independent variable, is an assumption for linear regression
analysis. The scatter plot in figure 4 in appendix D shows that the variance spread is constant
over the range. As a result, the homoscedasticity is sufficient, and the assumption is satisfied.
Normality of the error term distribution
The normal probability plots should be used to determine whether the distribution of the
error terms is normal (Hair, 2019). The residual line closely follows the diagonal line, indicating
that the error terms have a normal distribution, as seen in the P-Plot in figure 3 in appendix D.
Independence of the error term
A Durbin-Watson test, which is a formal statistical test that informs whether the
residuals (and consequently the observations) are correlated, is a good technique to see if this
assumption is met. Therefore, this test has been conducted in this analysis. In case of
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independence, the predicted value is not related to any other prediction (Hair, 2019). According
to Field (2018) the test statistic can vary between 0 and 4, with a value of 2 indicating that the
residuals are uncorrelated. Looking at table 21 in appendix D, the Durbin-Watson 2.208.
Therefore, it can be said that this assumption is met.
Multicollinearity
Multicollinearity is the last assumption for conducting a regression analysis and examines
the independent variables' correlation. An examination of correlation coefficients and
tolerance/variance inflation factor (VIF) values is conducted to determine multicollinearity. In
case the independent variables are strongly linked with each other, it becomes difficult to
evaluate the individual relationships and effects. To meet the assumption, the VIF value should
be 1.0 or higher (but not more than 10) and the tolerance value should be more than .20 (Field,
2018). All VIF values are greater than 1.0 (but not greater than 10) and all tolerance values are
greater than .20, according to table 22 in Appendix D. As a result, the multicollinearity
assumption is fulfilled.

4.4 Regression analysis
Before conducting the actual regression analysis, the bivariate analysis is performed. In this
analysis, the correlations among the variables included in the model are examined. Table 5
provides the correlations for the variables included in this study; there are both positive and
negative correlations. Altogether, there are five correlations in the model that turn out to be
statistically significant at the .05 level. The other correlations show no significance. First, there
is a significant positive correlation between Transformational Leadership and Intrapreneurial
behavior, r (38) = .363, p = .023. This gives initial support for the first hypothesis of this study,
saying that the more an employee perceives transformational leadership, the higher his or her
intrapreneurial behavior. Another significant correlation that can be noted is a positive
relationship between Function Level and Intrapreneurial behavior, r (38) = .517, p = .001. This
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correlation indicates that the hierarchy within (a department of) a company is determining for
the extent to which employees adopt intrapreneurial behavior. Other significant correlations to
note are those between age and education level, indicating that the younger people in the
surveyed population are more highly educated than the older people: r (38) = - .343, p = 0.35.
The positive correlation between age and years working for the company makes sense, older
people in the population work longer for the company, r (38) = .654, p < .001. Finally, the last
significant finding from this correlation matrix is the positive correlation between the number
of years someone has worked for the company and the extent to which he/she works at home,
r (38) = .425, p = .008. Apparently, based on this study, it matters how long someone works
within the company for the division between working at the office and working at home.

Table 5
Descriptive statistics and correlations

In total, three models have been run in the regression analysis. The first model includes
all the control variables (age, years working for the company and the dummy variables of
education level, function level and gender without the reference category). In the second model,
both independent variables (TL and WFH) have been added. And lastly, the final model 3
includes the interaction term TL * WFH. The regression table (see table 6) shows that there is
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an increase in the Adjusted R2 as additional variables are added to the model. The control
variables (model 1) have an explanatory power of .287, which means that 28.7% of the variance
in intrapreneurial behavior is explained by these variables. Adding the two additional
independent variables (model 2) causes an increase of .071 in the Adjusted R2 and the
interaction term in turn provides an additional increase of .035. Model 3 thus arrives at an
explanatory power of a total of Adjusted R2 = .364, which shows that 36,4 % of the total
variance in intrapreneurial behavior is explained by the variables used in this study. However,
the F-Change has not been found to be significant for model 2 at a p-level of .162, neither for
model 3 at a p-level of .167. Which implies that the variables added do not significantly
improve the model prediction.
The ANOVA F-test is shown in the last row of table 6, consisting of the calculations
that provide information about the levels of variability within the regression model and tells
whether the model is a significant fit to the data overall (Field, 2018). The ANOVA result for
model 1 is significant, F (11, 26) = 2.355, p = .036. Looking at model 2, the Sum of Squares
for regression increased to 18.196, while the residual in turn decreased to 13.745. Again, model
2 turns out to be significant as F (13, 24) = 2.444, p = .028. Finally, in model 3 the residual
decreased further to 12.628 and there is still significance because F (14, 23) = 2.513, p = .024.
The significance of these three models in the ANOVA table shows that they all can be used.
The coefficients according to this regression analysis (see table 6), represents the change
in the mean response associated with a change in the variable, while the other variables in the
model are held constant. The results in this table indicate that there are very few significant
effects between the variables. If we look at the coefficients belonging to model 1, significance
can only be noted for the variables Function level Junior (B = 1.474, p = .028) and Function
level Senior (B = 1.546, p = .005). Indicating that this study shows that junior- and senior level
employees score higher on intrapreneurial behavior compared to employees who perform a
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support/ operational function within the company (the reference category). Remarkable to
mention is the fact that in model 2 the significance at a level of 5% is not present for all
variables. From this it can be stated that, although the initial relationship between
Transformational Leadership and Intrapreneurial Behavior turned out to be significant in the
bivariate analysis, the addition of the control variables had an impact on the significance of this
relationship (b= .406, p = .072). The acceptance of H1 of this study should therefore be
withdrawn, when controlling for gender, age, education level, function level and years working
for the company. Furthermore, there is no significant support for hypothesis 2 of this study,
expecting that the degree of working from home has a negative influence on the relationship
between TL and IB. The interaction between transformational leadership and the extent to
which an employee works from home is B = .010, p = .249, which indicates that based on this
data working from home does not have any significant influence on the relationship between
perceived transformational leadership and the intrapreneurial behavior of that employee. The
small standard error of the interaction effect (SE = .007) and the limited confidence interval (95
% CI [-.004, .023], ensure that it can be stated with greater certainty that there is no moderating
effect of working from home.
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Table 6
Hierarchical regression predicting intrapreneurial behavior a

Given the fact that few significant effects were found in the regression analysis with the
independent variable 'perceived transformational leadership' and the dependent variable
'intrapreneurial behavior', it was decided to perform an additional analysis. The aim of this
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analysis is to nuance the two constructs. As shown in the literature, and later explained in the
TL measurement, the Transformational Leadership is made up of 7 different dimensions,
according to Carless et al. (2000). In order to increase the ultimate implications from this study,
it is useful to see whether there is a difference in effect and significance for the dimensions
individually. The theory also describes that the construct Intrapreneurial Behavior can be
divided into the dimensions 'Strategic Renewal Behavior' and 'Venture Behavior'. To see
whether there is a difference in effect on these two dimensions, 2 regression analyses are
performed in this additional analysis, with one of the two dimensions as dependent variable for
each analysis. The detailed elaboration of this analysis, including the tables, can be found in
appendix E.
The bivariate analysis, looking at the correlation matrix (see table 23, appendix E), shows
several significant values. Remarkably, there are only significant correlations between the
dimensions of Transformational Leadership and the dimension Strategic Renewal Behavior.
There is no significant correlation for the variable Venture Behavior. This implies that the
variation in the extent to which a person exhibits Venture Behavior does not depend on the
extent to which he or she experiences transformational leadership. Looking at the dimensions
of transformational leadership, there are four that show a significant positive correlation with
the variable Strategic Renewal Behavior. These are: Vision r (38) = .348, p = .030, Staff
development r (38) = .410, p = .010, Supportive Leadership r (38) = .472, p = .002 and
Empowerment r (38) = .320, p = .047. This means that employees who experience these
dimensions of Transformational Leadership from their manager score significantly higher on
Strategic Renewal Behavior. The correlation between function level and intrapreneurial
behavior is significantly confirmed on both dimensions of the construct: both a positive
correlation between function level and Strategic Renewal Behavior r (38) = .542, p = <.001 and
a positive correlation between function level and Venture Behavior r (38) = .326, p =.043.
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When running the regression analysis with the separate dimensions of TL and Venture Behavior
as dependent variable, the total model was insignificant. Both the F-change and the ANOVA
F-test were found to be insignificant, which makes the model unusable. The regression models
with the Strategic Renewal Behavior as dependent variable, on the other hand, turned out to be
useful according to the ANOVA F-test. The first model is significant, as F (11, 26), p = .036.
The same goes for model 2, F (19, 18), p = .013 and model 3, F (20, 17), p = .014. Again, the
regression analysis was performed hierarchically with three models (see table 24, appendix E).
By reducing the dependent variable to only the Strategic Renewal Behavior dimension, the
explanatory power of the final model (model 3) is increased to an Adjusted R2 of .513. However,
again there is no significant F-change for both model 2 (p = .060) and model 3 (p = .232).
In contrast to the initial analysis, which verifies the total score of Transformational
Leadership and Intrapreneurial Behavior, two significant effects can be noted in this additional
regression analysis when controlling for age, gender, educational level, function level and years
working for the company. Both Supportive Leadership (B = 1.158, p = .022) and Lead by
Example (B = -.917, p = .030) turned out to be significant (see table 24, appendix E). However,
it is remarkable that the latter shows a negative B coefficient, where a positive effect would be
expected based on theoretical grounds. Finally, no significance can be found in this additional
regression analysis when it comes to the moderation effect of working from home. The
interaction with the individual dimensions of transformational leadership and Working from
Home was also examined, but same as the initial analysis, this did not show a significant effect.
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5. Discussion
5.1 Theoretical implications
The results of this study give important implications for the existing theory. The aim of the
study was to examine the relationship between perceived transformational leadership and an
employee’s intrapreneurial behavior and to assess whether the increasing extent of working
from home affect that association. The first relationship is one that is well-established in the
existing literature. Previous studies state that a manager’s transformational leadership positively
affect the extent to which his or her followers exhibit intrapreneurial actions because this type
of leaders improve their followers’ intrinsic drive to execute work and stimulate them to engage
innovative and exploratory thinking (Sosik et al., 1997). The data obtained from the survey
conducted in this study (39 respondents), initially support this relationship. However, controlled
for other possible influencing factors, the effect turned out to be not significant anymore at a
.05 level (B = .406, p = .072). This shows that the intrapreneurial behavior of employees is
dependent on a combination of factors which brings nuance in the proved relationship with
transformational leadership. Especially the factor of function level should be taken in
consideration when studying this phenomenon, as the results has shown a significance
influence: people in a higher position (management) show more intrapreneurial behavior than
employees in an operational or support function. Although other factors turned out to be not
significant and cannot be generalized to the population, it can be noted that within the group of
surveyed people the education level made a difference as well. Employees that have finished a
master’s degree imply to score higher on IB in comparison with people who finished a bachelor
at the University of Applied Sciences.
Furthermore, the analysis in which the individual dimensions of TL were included in the
regression model showed a difference in the effects of the single dimensions. The theoretical
implication here is, that not all the aspects of transformational leadership contribute equally to
the positive relationship that exist according to prior studies. The moment that we delve deeper
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into the construct and the elements are taken apart, gives rise to a nuance of the effect. In this
way, the dimension Supportive Leadership has the greatest positive effect, which has also
turned out to be significant. However, against the expectations of the theory, there are even
negative effect to be noted. One of them, the dimensions Lead by Example, is significant as
well. This gives reason to believe that there is discrepancy.
Third, the same additional analysis has led to the fact that this current study can complement
the existing literature, as it emerged that there is no significant correlation between perceived
TL and the dimension ‘Venture Behavior’ of IB. Only significant effects were noted with
Strategic Renewal Behavior. This implies that the extent to which TL has a positive effect
depends on the type of intrapreneurial and innovative actions that employees exhibit.
Lastly, the theory led to the assumption in this study that the degree of working from home
can have influence on the relationship between TL and IB. This is because research has shown
that when transformational leaders and their followers are physically separated, both work unit
and employees suffer (Howell et al., 2005). Also, managers in a remote setting place a greater
emphasis on outputs rather than inputs (Choi, 2018; Golden & Fromen, 2011). The latter is not
in line with the principles of TL. However, according to the empirical results of this study, there
is no reason to assume that it has an impact in practice. That implies that the current theory does
not have to change in the light of the influence that working from home has. However, future
research should show whether this effect remain absent in a study with a larger sample size.
More importantly, besides the lack of effect of the number of hours working from home, there
are other aspects associated with WFH that may have an effect. The study could be extended
by assessing more constructs or dimensions of Working from Home, to gain more insight about
of aspects can cause an effect. This could be aspects like work-life balance, distraction from
work, isolation, and mental health.
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5.2 Managerial implications
Companies have been seeking for solutions to manage innovation and generate competitive
advantage in an increasingly turbulent and competitive economic environment (Blanka, 2019).
In this context, intrapreneurial behaving employees are crucial as they think across the
boundaries of organizational units (Pinchot, 1985). Therefore, these employees serve as the
foundation for innovation and the subsequent for a company’s competitive strength (Guerrero
& Peña-Legazkue, 2013). Given the importance of the phenomenon, some practical
implications resulting from this study will be provided for managers in organizations.
First, the bivariate analysis shows a significant relationship between the degree to which
someone receives transformational leadership and the amount of intrapreneurial activities that
the employee exhibits. Although this relationship has already been confirmed several times in
the literature on this subject, it is also important to emphasize this relationship here again.
Despite the small number of respondents to this study, this relationship has emerged in the
analysis. This is valuable information for managers because this can be an inducement to
critically evaluate and reflect on their leadership style. It can also be a reason for an organization
to bring the effects of different leadership styles to the attention of managers and to invest in
leadership training. Nevertheless, the findings in this study also proved that under the control
of certain other factors, the significance of the effect is immediately affected. A practical
implication that can be drawn from this is that intrapreneurial behavior and the extent to which
it occurs in an organization is dependent on many factors simultaneously.
Second, the study has shown that the hierarchy within a company or department of company
can be determining for the extent in which people behave intrapreneurially. Based on the
respondents who completed the survey, a certain pattern can be noticed that people in a higher
position show more intrapreneurial behavior than employees in a support or operational
function. This is valuable information for managers because innovation can take place in all
layers of the organization. It can be an incentive for managers to make people in these positions
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aware of the freedom to come up with new ideas that can improve for example work processes
or services. At the same time, an environment must be created in which people are heard and
dare to express their opinions. In addition, it is important to ensure that the employees in the
organization know where or to whom they should go in case they have an idea for innovation
or improvement.
Third, even though the second hypothesis of this study is not supported, as no significant
empirical evidence was found, there are theoretical implications about the effect of leadership
in a working from home setting. As explained in the theory section of this paper, distal leaders
have less opportunity to actively contact with, assist and develop employees, which can have a
detrimental important on the performance and well-being of that employee (Avolio et al., 2004;
Collinson, 2005; Podsakoff et al., 1990). Furthermore, since they lack the intimacy that is
essential for effective relationship building, leader may fail to generate high-quality and trusting
interactions with the people that often work from home. It is important for managers to be
aware of these pitfalls and to realize that the way of managing personnel can differ substantially
when the employee is physically present in close proximity of the manager or mainly works
remotely.

5.3 Limitations and Future Research
This study has several limitations which in turn lead to opportunities for future research.
First, this study has only studied the effect of working from home at one single company. A
straightforward extension of the study would be to expand the study to multiple companies
within different sectors. This will lead to a broader view on the phenomenon, in which a
researcher can test for more side aspects that might play a role. Second, although for the analysis
done in this paper the requirement of sample size was met, the total number of respondents is
limited. Due to restrictions set by the studied company it turned out to be impossible to collect
more data. The fact that only two departments have been surveyed caused limitation regarding
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the generalization of the findings on the entire population of the company. The small sample
size could be a reason why only few significant effects were found in the data. The limited
statistical power may be too little to detect an effect, which increases the chance of a type II
error occurring. The risk here is that it is concluded that there is no effect, while in reality the
effect does exist. A richer data set can provide a more well-founded analysis in which outcomes
about the phenomenon can be stated with more certainty and this can be translated into practice.
Third, a considerable limitation of this study is time. Due to deadlines, there was limited time
and that has led to bounded choices. The suggestion to investigate other aspects related to WFH
as mentioned in the theoretical implications section of this paper, is a valuable extension of this
research topic. Fourth, a limitation of this study is that the study was only conducted in the
Netherlands. This limitation is twofold. On the one hand, the survey in based on validated scales
that were originally in English but had to be translated into Dutch since all the respondents were
Dutch speaking people. On the other hand, the outcomes of this study cannot be generalized to
other countries. Differences in cultural aspects and background of people might cause different
outcomes of the study. Future research can provide insights in these differences and its effects
on the relationship of transformational leadership and intrapreneurial behavior including the
moderating effect of working from home. The final limitation is the fact that the results of the
survey are self-reporting. The respondents have scored themselves on innovative/
intrapreneurial behavior, which has the risk of wrongly judging themselves on this behavior:
they could think they behave innovative, but in practice they do not. To avoid this limitation,
future research could include a survey in which other types of measurement (scales) are used.
For example, a scale in which a manager assesses the degree of innovative behavior of
employees, or a way of measuring that objectively looks at the number of innovations /
innovative ideas that employees come up with in order to determine their intrapreneurial
behavior.
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6. Conclusion
Due to the important role of intrapreneurial behavior within organizations, this paper
intended to search for the effect of the changed working environment of nowadays by
investigating the moderating effect of working from home on the relationship between
perceived transformational leadership and intrapreneurial behavior. In this study the positive
influence of transformational leadership on intrapreneurial behavior is confirmed. It is mainly
the supportive leadership aspect of TL that has the greatest stimulating effect. However, the
expected negative influence of WFH on this relationship turned out to be absent. Therefore,
based on this study it can be concluded that the extent to which a person works from home does
not affect the stimulation he or she perceives through TL to exhibit intrapreneurial actions.
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Appendices
Appendix A: Survey (in Dutch)

Survey Master Thesis Dionne Luimes
Beste deelnemer,
U wordt uitgenodigd deel te nemen aan een enquête ten behoeve van een onderzoek naar de
invloed van thuiswerken op het ondernemend gedrag van werknemers. Dit onderzoek wordt
uitgevoerd door Dionne Luimes, studente aan de Radboud Universiteit.
U doet geheel vrijwillig mee aan dit onderzoek, wat betekent dat u op elk moment tijdens het
invullen van de vragenlijst uw deelname kunt stopzetten. Daarnaast wordt de data volledig
geanonimiseerd. Het beantwoorden van de vragen zal hoogstens 5 minuten duren.
Alvast bedankt voor uw deelname, daarmee helpt u mij enorm!
Bij vragen kunt u contact opnemen via dionne.luimes@ru.nl
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Geef aan in hoeverre u zich herkent in de volgende stellingen:
Nooit

Zelden

Soms

Regelmatig

Vaak

Heel
vaak

Altijd

Ik onderneem activiteiten
om verandering binnen de
organisatie te realiseren

o o

o

o

o

o

o

Ik onderneem activiteiten
om de huidige
producten/services van
mijn organisatie te
veranderen

o o

o

o

o

o

o

Ik draag bij aan
strategische vernieuwing
voor mijn organisatie

o o

o

o

o

o

o

Ik kom met ideeën voor
nieuwe manieren van
werken voor mijn
organisatie

o o

o

o

o

o

o

Ik gebruik inzichten van
andere experts om mijn
organisatie te innoveren

o o

o

o

o

o

o

Ik onderneem activiteiten
om de structuur van mijn
organisatie te veranderen

o o

o

o

o

o

o

Ik onderneem activiteiten
die de werkwijze van mijn
organisatie veranderen

o o

o

o

o

o

o

Ik benut kansen op de
arbeidsmarkt of in de
samenleving om mijn
organisatie te vernieuwen

o o

o

o

o

o

o
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Geef aan in hoeverre u zich herkent in de volgende stellingen:
Nooit

Zelden

Soms

Regelmatig

Vaak

Heel
vaak

Altijd

Ik onderneem
activiteiten om nieuwe
business units op te
zetten

o o

o

o

o

o

o

Ik onderneem
activiteiten om nieuwe
markten of
communities voor mijn
organisatie te bereiken

o o

o

o

o

o

o

Ik onderneem
activiteiten die leiden
tot nieuwe afdelingen
buiten mijn organisatie

o o

o

o

o

o

o

Ik kom met ideeën voor
nieuwe manieren van
dienstverlening voor
mijn organisatie

o o

o

o

o

o

o

Ik onderneem
activiteiten die leiden
tot nieuwe projecten
binnen mijn organisatie

o o

o

o

o

o

o

Ik ga actief nieuwe
samenwerkingen aan
met experts buiten mijn
eigen vakgebied

o o

o

o

o

o

o

Ik kom met ideeën voor
nieuwe producten voor
mijn organisatie

o o

o

o

o

o

o
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De volgende stellingen hebben betrekking op het gedrag van uw manager of leidinggevende.
Geef aan in hoeverre u het eens bent met deze stellingen.
Nooit

Zelden

Soms

Vaak

Heel vaak, zo
niet altijd

Mijn leidinggevende
communiceert een
duidelijk en positieve
toekomstvisie

o

o

o

o

o

Mijn leidinggevende
behandelt medewerkers
als individuen,
ondersteunt en
stimuleert hun
ontwikkeling

o

o

o

o

o

Mijn leidinggevende
moedigt personeel aan
en geeft erkenning aan
het personeel

o

o

o

o

o

Mijn leidinggevende
bevordert vertrouwen,
betrokkenheid en
samenwerking tussen
teamleden

o

o

o

o

o

Mijn leidinggevende
moedigt aan om op
nieuwe manieren over
problemen na te denken
en trekt aannames in
twijfel

o

o

o

o

o

Mijn leidinggevende is
duidelijk over zijn/haar
waarden en doet wat
hij/zij zegt

o

o

o

o

o

Mijn leidinggevende
wekt trots en respect op
bij anderen en inspireert
mij door zijn/haar hoge
bekwaamheid

o

o

o

o

o
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Wat is uw geslacht?

o Man
o Vrouw
o Anders
o Zeg ik liever niet
Wat is uw leeftijd?
________________________________________________________________

Hoeveel jaar bent uw werkzaam voor dit bedrijf?
________________________________________________________________

Wat is uw hoogst genoten opleiding?

o Middelbare school diploma
o MBO
o HBO
o Bachelor's Degree
o Master's Degree of hoger
o Anders, namelijk: ________________________________________________
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Welke van onderstaande categorieën beschrijft het beste uw functieniveau?

o Support/ operationeel
o Junior managementlevel
o Medior managementlevel
o Senior managementlevel
Op welke afdeling bent u werkzaam?

o Professionals Services
o Commercial Operations
Q9 Wat is de mate waarin u thuiswerkt ten opzichte van het totaal aantal uren dat u werkt?
(Geef een gemiddelde inschatting in percentage)
________________________________________________________________

Dit is het einde van de enquête, hartelijk dank voor uw deelname!
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Appendix B: Factor analysis
Table 7

Table 8
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Iteration 1
Looking at the Pattern Matrix, the item ‘I conceptualize new ways of services for my
organization’ is removed because the factor loading is <0.5 and there is cross loading on
multiple factors.
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Table 9

Table 10
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Iteration 2
After running the analysis again, it was decided to remove the item ‘I actively establish new
collaboration with experts outside my own profession’ for the same reason. The factor loading
is below 0.5 and it has a cross loading on multiple factors.
Table 11
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Table 12
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Iteration 3
The third and last item that was removed due to a low factor loading (< 0.5), was ‘I exploit
opportunities in the labor market or society to renew my organization’. Which has led to a
pattern matrix with only significant loadings and without cross loaders.
Table 13

Table 14
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Appendix C: Reliability analysis
Table 15
Strategic Renewal Behavior

Table 16
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Looking at the last column of the table 16 above, it turned out that the Cronbach’s Alpha would
slightly increase when the item of ‘I undertake activities to change the current
products/services of my organization’ is deleted. However, since it is only an increase of 0.03,
it is considered no substantial improvement and therefore the item is not removed.

Transformational Leadership
Table 17

Table 18
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Looking at the table above, the deletion of none of the items belonging to Transformational will
lead to a better Cronbach’s Alpha.

Venture Behavior
Table 19

Table 20

Deleting the item ‘I undertake activities to set up new business units’ would lead to an increase
of 0.032 of the Cronbach’s Alpha. However, given the fact that this factor contains only 4 items,
and the increase is not substantially high, the decision is made the keep the item in the analysis.
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Appendix D: Assumptions Multiple Regression analysis
Figure 2

Figure 3
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Figure 4

Table 21

Table 22
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Appendix E: Additional Regression Analysis
Table 23
Descriptive statistics and correlations

67

Master Thesis Dionne Luimes – 2022

68

Master Thesis Dionne Luimes – 2022
Table 24
Hierarchical regression predicting Strategic Renewal Behavior a
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