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The article focuses on characterizing the two kisfdantrepreneurship — individual and cor-
porate. Their development is the result of a coatlmin of various factors, dependent — both — on
the internal (subjective) predispositions of patic individuals who themselves conduct busi-
ness activities (individual entrepreneurship) amel persons realizing entrepreneurial ventures
(corporate entrepreneurship), as well as on therredtconditions determining the rate of entre-
preneurship development and influencing the effentiss of this kind of activities. In the study,
the subject of the in-depth analysis is the is$uiltural conditions for individual and corporate
entrepreneurship development. The authors of therpdraw the attention to the fact that the
analysis of entrepreneurship (both — theoreticdlempirical) cannot disregard its connection to
culture, which creates solid foundations for angnlan activity, including entrepreneurial activity.
Entrepreneurship is a social process which is glyatetermined by culture. It depends on pat-
terns and the values that are shaped historicaltii®level of a family as well as local communi-
ties. J. Schumpeter indicated that entrepreneudshiplopment requires a favorable social cli-
mate. Presently, cultural conditions are considévdahve the fundamental role in the develop-
ment of all types of entrepreneurship. It is emjzeaisthat entrepreneurship is deeply rooted in
and completely shaped by culture. Hence, the aralyentrepreneurship (also individual and
corporate ones) cannot disregard its relationsltare.

Keywords: entrepreneurship, individual entrepreneurship, a@te entrepreneurship, or-
ganisational culture

1. INTRODUCTION

Entrepreneurship is a multidimensional phenomendrich can be analysed at the
level of individuals, groups, organisations as vesllregions, countries and economies. In
each case, the analysis of entrepreneurship césimatld not) fail to take into considera-
tion its connection to culture. Hence, as a sqai@nomenon, it requires the research that
exceeds economic, formal, legal, technical, etadimns. It should take into account
cultural context and the relations in working greusince in each case, entrepreneurship,
independently from its type, “occurs” in a spedfieultural context. Culture constitutes a
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basis for its creation and development; it is aidg force for human entrepreneurship.
Although it is a very significant aspect, it is redsy to analyse. That has been empha-
sised, inter alia, by t. Sutkowski, who claims thatganisational culture is a term that
constitutes foundations, but simultaneously, aefws humanities and social sciences’

The subject of the paper is the issue related écsinificance of organisational cul-
ture for the development of individual and corperantrepreneurship. There have been
discussed the nature, functions and the signifieaofcorganisational culture. There has
been also emphasised its role in the process mf@eneurship

2. THE NATURE AND THE SIGNIFICANCE OF ORGANISATION AL CULTURE

Organisational culturfgs a notion that has many various definitforsccording to the
narrowest conceptualisation, it is ‘certain behawjstandards and values of a particular
individual [...], usual way of thinking, feeling aratting — shared, adopted and assimilat-
ed by employee¥’ The selected definitions depicting the natur@rgfnisational culture
are presented in Table 1.

Table 1. The definitions of organizational culture

Author Organisational culture is:
£. Sutkowski a learned product of group experience, which baseslues,
standards and cultural patterns that ensue from the
E. H. Schein a pattern of shared basis assumption that wasdddmya group as

it solved its problems of external adaptation artdrnal integra-
tion, which has worked well enough to be considenadidi and,
therefore, to be taught to new members as thecatomaey to per-
ceive, think, and feel in relation to those proldem

M. Kostera a set of prevailing values and standards of belawbaracteristic

5t. Sutkowski,Ewolucjonizm w zagglzaniu. Menetkrowie Darwina,PWE, Warszawa 2010, p. 71.

& The present article has been prepared in conmegiit the realisation of the projeRecruitment for Effective
European Cultural Workforce Diversity — REDIVigalised by Danmar Computers within the scope ef th
project Erasmus Multilateral, under the directidnTbe University School of Management and Induktria
Studies in Porto, in partnership with Rotterdamdatiof Management and IESE Business School. The pro
ject in question is aimed at analysing intercultdifferences in the management process, partigylar the
stage of recruitment, and indicating significanpexts of increasing the effectiveness and satiefadtom
working in diversified cultural environment.

" The term “organisational culture” itself was prbbaused for the first time by E. Jacques, who e@sducting
research in the factory Glacier in 1940s. The caltperspective at the macro-social level served as
a variable that enabled the explanation of the @winand social problems of colonial countries. ldaer, its
permanent place in management sciences organiahtiolture gained in 1980s — 1990s. This movement d
veloped owing to the influence of the internatiooaiparisons of working processes in the USA apdida
source: k. SutkowskKulturowa zmienné organizacjji PWE, Warszawa 2002, p. 53 and the following.

8t is not an easy task to define organisationdlice. E. H. Schein comments on this problem inftliewing
way: ‘generally, everybody agrees that “it” (whishcalled organisational culture) exists and thas iim-
portant in its effects, but when we try to defihewe have completely different ideas of what 1&". E. H.
Schein emphasises that the problems with definnggrosational culture can ensue from various caiego
that are used to explain its nature, e.g.: 1) groums; 2) espoused values, formal philosophyu®srof the
game; 4) climate; 5) embedded skills; 6) habithifiking, mental models and linguistic paradigmssfared
meanings; 8) formal rituals and celebrations — e®uE. H. ScheinQrganizational Culture and Leadership,
John Wiley &Sons Publisher, San Francisco 2004, pp. 12, 13.

8 M. Czerska, Kulturowe uwarunkowania przegbiorczoici w badanych przedsiiorstwach, [in:]
JPrzedsgbiorcza¢ — natura i atrybuty”, K. Jaremczuka, ed., PWSZambbrzegu, Tarnobrzeg 2012, p. 219.
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of a particular organisation, underpinned with aissumption on
the nature of reality and which is manifested iefacts (external,
artificial culture creations)

K. Bolesta - Kukutka unwritten code of values, patterns of organisatibe@aviour,
symbols, attitudes and orientations of organisapanticipants,
which is deeply embedded in organisational cultur@ passed on
from generation to generation

J. Kisielnicki a set of the elements that are crucial for thetfanmg of an
organisation, e.g., artefacts, values, norms, paffan organisa-
tion, which are formed by: employees, traditiond &re environ-
ment

G. Hofstede a specific “intellectual refinement”, which is mésted in educa-
tion, art and literature

Source: t. SutkowskiKulturowa zmienn@* organizaciji,op. cit.,p. 58; J. KisielnickiZarzzdzanie.
Jak zarzdza® i by¢ zargydzanym,PWE, Warszawa 2008, p. 34 and the following; E. H.
Schein,Organizational Culture and Leadershipp. cit., p. 17; G. Hofsted€ultury i orga-
nizacje PWE, Warszawa 2000, p. 39; http://geert-hofsteme/poland.html [retrieved: July
8, 2015].

En enormous contribution to the development ofttieory of organisational culture
was made by a Dutch scholar G. Hofstede, who ir0§%hd 1980s conducted complex
research in several dozen countries in the woiltjng to determine the influence of
culture on the values held in a workplace. Owindghiem, he indicated considerable dif-
ferences between people according to the natign@lihich is strictly bounded with cul-
ture) they represent. On this basis, he defineckélyedimensions of the differences be-
tween cultures, taking into consideration the follng aspects:

- power distance indexPDI) — determines the way in which inequalities betweeople
are treated in a society;

- individualism and collectivism (IDV) — is measures the relations of an individual with
other people and setting personal freedom agdiegteed of social ties,

- masculinity and femininity (MAS) — concerns the division of social roles by sexhin
masculine society, there is a considerable divisibsocial roles by sex, and in the femi-
nine society there is relatively little division,

- uncertainty avoidance (UAI)— determines the attitude of the society to theedinty
concerning the future,

- long and short term orientation (LTO) — indicates the manner of viewing the time and
the perspective on activity

The above-mentioned classification is very usefhilevdetermining behaviour, pref-
erences and desirable ways of communication wihrépresentatives of a given culture

10 G. Hofstede Kultury i organizacje.,. op. cit, p. 51; http://geert-hofstede.com/polatl
[retrieved: July 8, 2015].

1 Originally, G. Hofstede distinguished 4 basic dirsiens of organisational culture, namely: 1) podistance,
2) individualism and collectivism, 3) masculinitpdafemininity, 4) uncertainty avoidance. In 1991, Rbnd
together with G. Hofstede diagnosed the fifth défeiating factor — “long and short term orientatioThis
dimension determined the way of perceiving time trperspective of action in particular cultules2010,
basing on the research conducted by M. Minkov etlneere proposed two additional dimensions: "pragmat
and normativism” (PRA) and “indulgence versus setitraint” (IND). Whereas the former was a comyete
new category, the latter derived from the long simdrt term orientation. Thus, in the present resean cul-
tures, G. Hofstede proposes the use of the sixrdiifors of the differences in organisational culture
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and can be of much help, e.g., in choosing a pro@ragement style, in motivating and
planning trainings for groups in accordance torthelonging to a given culture.

Organisational culture performs a range of funaiddndoubtedly, the most signifi-
cant one is building the identity of a certain coamity that is conducive to the sense of
its belonging, and, therefore, identification witie organisation. What is also important is
that it reduces uncertainty and provides greatesesef security which translates into
engagement, and therefore, into individual and misgaional effectiveness. J. Kisielnicki
formulated the functions of organisational cult@@wing attention to its significance
within an organisation and in reference to the mment. This division is presented in
Table 2.

Table 2. Internal and external functions of orgaivsal culture

Internal functions: External functions:
«  offers common language and concep understanding (e.g., by clients, suppli-
tual apparatus, which enable commu ers, shareholders) of organisation’s aims

nication improvement, and strategy,
« establishes the boundaries of activity « employees’ integration and their focus
of particular groups, determines zones on means and aims,
of influence, ¢ the adoption (by owners and employ-
< influences people’s attitudes and be- ees) of uniform principles of the evalua-
haviour, tion of goals achievement, the function-
< informs what is allowed and what for} ing of the entire organisation and its
bidden, particular elements,
» determines the way the style of power <  the creation of a climate that enables
is realised, overcoming threats, and common activ-
« determines the principles of punishirg ities aiming to change present strategy.

and rewarding,

. increases the sense of security,

«  offers the ideology that enables em-
ployees to find motivation to activity.

Source: Own study based on: J. Kisielnidérzdzanie. Jak zaggza’ i byé zargzzdzanympop. cit., p. 37 and
the following.

Organisational culture translates into organisasidunctioning — it influences the ef-
fectiveness since'it
- enables quick, efficient and unambiguous comnatito between participants; makes
them understand each other better,
- standardises human behaviour increasing foresigand replacing immediate control;
hence, it enables (to some extent) the resigntion formalisation that stiffens organisa-
tions and counteracts entrepreneurship and inn@ragss,
- owing to this kind of culture, the members of@ganisation interpret and evaluate the
surrounding reality and the changes that occurimwith scope,
- cultural community causes that organisation’s Iners share aspirations, aims, desires,
hopes and fears, which eases tensions connecteds&s, conflicts, and heightens the
feeling of the success being achieved.

12 A, K. Kozminski, D. JamielniakZarzzdzanie od podstav@ficyna Wolters Kluwer business, Warszawa 2011,
p. 267.



Cultural conditions for... 105

Therefore, organisational culture is one of the tmoportant factors that stimulate, or
restrain (if the management underestimate its itapoe) organisations’ functioning and
development. It is also a complex tool for sha@ntrepreneurial behaviour and attitudes;
a source where emotional, cognitive and behavialeahents of entrepreneurial attitudes
come fron®®. It contributes to the creation and the developgroétentrepreneurial spirit”,
owing to which people are more creative and engmegurial.

3. THE ROLE OF ORGANISATIONAL CULTURE IN THE PROCES S OF INDI-
VIDUAL ENTREPRENEURSHIP DEVELOPMENT

Individual entrepreneurship consists in undertakdng running business activity (the
establishment of one’s own, independent enterpliged natural or legal person or other
organisational unit that is not a legal persois firobably historically the oldest depiction
of entrepreneurship.

In the literature on the subject, the significan€éndividual entrepreneurship was for
the first time emphasised by R. Cantillon, who tifesd an entrepreneur with a merchant
who buys goods at stable price, but sells at utestabe. The risk that is related to this
kind of activity (connected to lack of certainty aftivity, inability to anticipate future
state and situation in the market) makes — accgrtirR. Cantillon — a merchant an en-
trepreneur, since they take the risk of this typactivity*4.

Contemporary theories on entrepreneurship derieen fd. Schumpeter’s concept,
which is considered the prime one. He perceivedepreéneurship and the entrepreneurs
implementing innovations as the main acceleratogaminomic growth and development,
and the process of the so-called creative desbniétiwhich constitutes a source of entre-
preneurship, as a basis for every positive chaimgedccurs in enterprises and the econo-
my. According to him, this process bases on inriouatthat destroy the present (yet still
working) ways of production, introducing new, impea ones (the process is called moral
obsolescence of machines and equipment), simulteshebecoming a source of progress.
For J. Schumpeter, innovations are an endogeniindrforce for entrepreneurship.

What deserve particular attention in the processdiVidual entrepreneurship are an
entrepreneur and the economic functions they perfdthe above mentioned J. Schum-
peter called them demiurges, divine economy creairsource of all positive changes
and development. R. F. Hebert and A. N. Link creéaeist of various functions of an
entrepreneur that were available in the literatlifese aré:

— taking risk connected to uncertainty,
— providing (gaining) financial capital,
— the implementation of innovations,

13 A. PocztowskiRola systemu zagdzania kapitatem ludzkim w ksztattowaniu przelsiczoici. Narzdzia
zarydzania kapitatem ludzkim krewie postawy przeddiiorcze, [in:] ,Kapitat ludzki a ksztaltowanie
przedsgbiorczagci”, M. Juchnowicz, ed., Poltext, Warszawa 200£36 and the following.

14 H, Barreto,The Entrepreneur in Microeconomic Theory: Disappe@e and ExplanatigrRoutledge, London

and New York 1989, p. 34; R. CantilloBssai sur la nature du commerce en généfale Royal Economic
Society, Londyn 1959, pp. 54-55.

15 B. R. Barringer, A. C. BluedoriThe relationship between corporate entrepreneursinip strategic manage-
ment,,Strategic Management Journal” 1999, No 20, p. 442.

16 R. F. Hebert, A. N. LinkThe Enterepreneur. Mainstream Views and Radicatiqiits Peaeger Special
Studies, Praeger Scientific, New York 1982, pp.-108.
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— making profit,

- decision-making,

- leadership,

- leading, organising and coordinating activities,

— possessing resources that are used to run a bsigovesed by an enterprise),

- employing factors of production,

— entering into contracts, signing agreements,

— arbitrage of the goods that differ in prices in giegphically distant markets performed
to gain profit.

One of the more important conditions for individestrepreneurship development is
organisational culture. It determines people’s baha, the process of interactions be-
tween co-workers (partners, employees) — it cremtéad of frameworks of entrepreneur-
ial activity of an individual, a network of behauiothat establishes patterns and standards
of conduct. But for organisational culture, no amngation or human activity — also entre-
preneurial one — could exist and develop propdtlywas already emphasised by J.
Schumpeter, who postulated that the developmeahiwépreneurship, first of all, requires
favourable social climaté However, not until now so much importance hasnbae
tached to cultural factors, which are consideretidee great — if not decisive — signifi-
cance for the development of entrepreneurial behavit has been emphasised that ‘the
sources of entrepreneurial cultures lie much de#épar only in the mechanisms of the
market — also in culture, patterns and valuessufciety itself8,

According to H. B. Hawkins, present research omegmeneurship has been dominated
by economists. Although their works do not presentomprehensive image, their scien-
tific output cannot be questioned. As easily obséry claims H. B. Hawkins — many
economists omit the issues that constitute thenessef entrepreneurship on purpose: the
influence of such social factors as: moral coneittistandards and values that people in
various cultures prize the most. It is these eldm#rat determine the general frameworks
in which individuals can develop their entreprestip and seek new possibilittésEn-
trepreneurship could not exist and develop withaulture as ‘it is not “in culture” but ‘it
itself is the culture®. This theory is confirmed by D. Lavdie who claims that entrepre-
neurship consists in interpreting and influencindture. Moreover, he postulates that
entrepreneurship is deeply rooted in and completkhped by the culture. Similarly, B.
Berger states that ‘a type of cultural approachatols entrepreneurship enables the analy-
sis of “grassroots”, spontaneously increasing pses of economic growth. They are
driven by the effort of individuals and social gpsuaiming to realise various aspirations,
among which profit and improvement of one’s own if\ms compete with different
aims?2,

Every person’s activity is formed by culture, whicteates specific “social roots” of
human activity. The dissociation from them — acamydo M. Bartnicki — is an “alarm

17 T. PiecuchPrzedsibiorczoi¢. Podstawy teoretyczn€,H. Beck, Warszawa 2013, p. 109.
18T, GruszeckiPrzedsgbiorca w teorii przedsbiorczaici, CEDOR, Warszawa 1994, p. 91.
19B. Berger (ed.)Kultura przedsibiorczaci, ,R6j”, Warszawa 1994, p. 9.

20 A, SzareckiPrzedsgbiorczai¢ jako forma kultury,Problemy Zaradzania” 2008, nr 2, p. 189.
21 B, Berger (ed.)Kultura przedsibiorczaci, op. cit., pp. 17, 45.

22 Ipidem, p. 30.
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bell” that cautions against an avalanche destrokimes for entrepreneurial activity. The
above mentioned author indicated the types of thitns (activities, behaviour), within the
broadly understood culture, which are not condutivpeople’s entrepreneurship. These
are”;

— confidentiality of information,

- lack of trust,

— athreat of losing identity,

- bureaucracy that blocks the explanation of the afsdertaken actions,

— stubborn support of the concepts that led to sscicethe past,

— broadening the scope of power to make something gothe future,

— separation of the values that are considered irapgrt

— multiplication of the priorities and guidelines thearrow discretion.

Thus, to ensure development, entrepreneurial andvative attitudes and behaviour
are necessary, however, they have to be establishadture and they must have social
consent and support. The thesis on cultural estabkent of social activities leads to the
conclusion that legal regulations, access to teldgyoand funds for financing activities
are not sufficient for individuals, organisationglasocieties to be entrepreneurial. What is
indispensable is a proper cultural foundation, Whénables people to creatively use the
chances and opportunities. Cultural factors, eteudh they change, have more perma-
nent character than legal and economic conditforighey are able to create a proper,
positive climate around everybody who decides tmb® an entrepreneur. They perceive
their activity as imitable, good practices that gyete profits not only for entrepreneurs
themselves but also for their closer and furtheirenment.

4. THE ROLE OF ORGANISATIONAL CULTURE IN CREATING C ORPORATE
ENTREPRENEURSHIP

Entrepreneurship can refer to individuals, small amedium firms as well as to big,
complex enterprisé€3 Quick changes that occur in their environment thednecessity for
managing in more and more difficult conditions @lishat also in big companies (fre-
quently huge, international, global corporationsfrepreneurial behaviour is necessary at
various levels — employees and the managemernd. the so-called corporate entrepre-
neurship (also described as: organisational, iateinterorganisational or intrapreneur-
ship?®).This notion was introduced to the literature ba subject in 1980s by G. Pinchot
111?" owing to the publicatiomntrapreneuring. Why you don't have to leave thepdoa-

23 M. Bratnicki, Przedsgbiorczai¢ i przedsgbiorcy wspdtczesnych organizacfE w Katowicach, Katowice
2002, p. 126.

% B. Glinka, Kulturowe uwarunkowania przegbiorczaici, Kkklinc.blox.pl/resource/SeminariumReferat
Glinka.doc, [retrieved: July 3, 2014].

% See more: T. PiecuchEwolucja teorii przedsgbiorczoici — od przedsbiorczoici indywidualnej do
wewrgtrznej, [in:] ,Uwarunkowania przedsbiorczdici — r&znorodnd¢ i jedna¢”, K. Jaremczuka, ed., PWSZ
w Tarnobrzegu, Tarnobrzeg 2010, pp. 476-494.

% A, S. Saetre|ntrapreneurship. An Exploratory Study of Selectwmian IndustriesNorwegian Research
Concil, Trondheim 2001, p. 9,10.

27 Already J. Schumpeter, who laid the foundatiothef contemporary theory of entrepreneurship, cldithat
the “spirit of entrepreneurship” is not necessaidigntified with an individual — it can be felt large enter-
prises or profit-oriented institutions. Also P.Drucker emphasised that contemporary companietcylarly
large ones, will not survive in the period od quatianges and innovations if they do not acquireepnéneur-
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tion to become an entreprenélirHe assumed (on the basis of the observations of the
functioning of big American enterprises) the potisib(or even, necessity) of entrepre-
neurial behaviour even in very big units with a @bex structure. He comprehended
intrapreneurship as ‘a process by means of whigje lanterprises aim to support entre-
preneurship among the managers and other emplé$:.eadiereas, according to M. Bitz-
er®, intrapreneurship is a concept of supporting irative processes in a big organisation
in every area of its activity.

Thus, corporate entrepreneurship consists in dogw things, exceeding traditional
methods in seeking new possibilities of activityisl also a process in which individuals
within a large structure of an organisation hawe plessibility of active, entrepreneurial
activity, regardless of the resources they posiseasgiven mome#it. F. L. Frey empha-
sises that the following elements influence thenfation of corporate entrepreneursfip
— full involvement of corporation’s management in thatters on propagating entrepre-

neurship,

— the appearance of intrapreneurship culture in thigeecorporation and a determined
model or type of activities characterised by emapurship,

— aclearly determined, preferred profile of an iptemeur,

— adefined system of rewards and incentives fonaapreneur.

Ch. Stopford and J. Baden-Fuller distinguishedeHrasic types of phenomena that
create corporate entrepreneurship, nafiely
— the creation of new economic units within existawgporations, which also comprises

corporate venturing,

— transformation or renewal of already existing oigations, e.g., by means of process
innovations, including new ways of solving old (féiar) problems,

- difficult to achieve, ground-breaking, exceptiomatovations (called “frame-breaking”
or “discontinuous changes”) that change the rule®mpeting in the industry.

The development of corporate entrepreneurship s#atss a concurrence of a num-
ber of conditions, however, in the present papetiquéar regard has been paid to the
significance of entrepreneurial culture, in whi¢échnocratic determinism is proposed to
be replaced with a paradigm of subjective, actle of a person (entrepreneur, leader)
engaged in the process of making choices on thie basubjectively rational motivation

ial competence. Moreover, he claimed that it istnath that large size constitutes a barrier fdrepreneur-
ship and innovativeness. It is frequently heardhia discussions on entrepreneurship about bureauara
large organisations and their conservatism. Céytaoth of them exist and constitute a serioustantie for
entrepreneurship and innovativeness, however,titdssame degree as for other results. It is urguobsly
indicated by the registers that amidst the exisénterprises, companies and institutions from ubdictor,
the small ones are the least innovative and erneprrial. Whereas, there is a number of the egisirtre-
preneurial companies that are very large — solrcé&. DruckerNatchnienie i fart czyli innowacja i przed-
sigbiorczai¢, ,Studio Emka”, Warszawa 2004, pp. 168, 172.

2 G. Pinchot I, Intrapreneuring. Why you don’t have to leave thapDeation to become an entrepreneur,
Harper & Row Publishers, New York 1985.

29 C. Barrow,The Essence of Small Businéssd. ,Prentice Hall”, New York 1993, pp. 15 and the éuling.

30 M. Bitzer, Intrapreneurship — Unternehmertum In der Unternehgy$chaffer, Stuttgart 1991, p. 17.

St A, Turré, Organizational resources and intrapreneurial adis: a cross-country stugy
http://idem.uab.es/2Turré_JPC_2012.pdf [retrieviedy 15, 2013].

S2F, L. Frey Entrepreneurship: A Planning Approadiest Publishing Company, 1993.
33 A, S. Saetreintrapreneurship. An Exploratory Study of Selektimgian Industriespp. cit., p. 9.
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basing on values. What is particularly meant heithé creation of an organisation’s envi-
ronment that is conducive to creative thinkiigin such an entrepreneurial enterprise, the
prevailing innovative atmosphere ‘is created thtoegsuring a pro-innovative working
environment, which enables risk-taking, experimemaind challenging patterd¥’

What plays a crucial role in corporate entrepresigiprare employees’ entrepreneurial
attitudes and behaviour. However, what is also s&ary are certain solutions at organisa-
tional level that encourage workers to displayiative. All those aspects create the cul-
ture of intrapreneurship orientated towards innieesiess and proactivity not only at the
level of employees but also organisation’s managgemiccording to Z. Jasski, the
following activities are conducive to entreprenalidulture of an organisatiéh
— the support for every kind of novelty, improvemeantjovativeness, creativity, imagi-

native people and the use of every opportunityrplément innovative solutions,

— open manifestation that the management at varewedd are in favour of employees’
creative initiatives and ideas, and simultaneoashept possible failures,

— tolerance of other, unconventional way of thinkargl perceiving the world,

- tolerance of flexibility within the arranged schégkiserving objectives’ realisation; in
certain situations lack of hurry in decision-making

- effective communication, exchange and efficienwflof information between em-
ployees at various levels of management.

Intrapreneurial culture can be a counterbalanceef@messive formalisation and bu-
reaucracy; it supports employees’ creative activttys orientated towards teamwork. In
this type of culture ‘the place of such rules amysinconspicuous”, “do not take initia-
tive”, “do not make mistakes”, etc. are substituteith new principles that enable the
development of imagination, formulation of longregoals and plans of activity, reward-
ing the actions, attempts and experiments beingniakien®”. Entrepreneurial employees
in an intrapreneurial culture do not wait passivielly superiors’ orders — they themselves
think what they should do and how they can achibet. They have ideas, improve the
procedure of manufacturing, improve products amdvating to cooperate with manage-
ment, co-create entrepreneurship, feel like pastmdro are co-responsible for enterprise’s
condition — regardless of the position in the hielng they occupy. They are not satisfied
with imitative work that does not require engagetmparsonal contribution and creativi-
ty, but they want to take responsibility for whiaéy do, they do not avoid it — quite the
opposite. They want the freedom of choice of théh of activity and the ways of solv-
ing problems (preserving, certainly, reasonablée gmoportions between freedom and
discipline at work). Innovative achievements anglayees’ new ideas should be valued
highly and adequately rewarded. The managemenidlemgourage employees to devel-

34 L. Kaliszczak, Ksztattowanie kultury przedsiiorczoici oraz préba jej empirycznej weryfikacjjin:]
L~Uwarunkowania przedsbiorczaci — r&znorodna¢ i jedna¢”, op. cit., p. 167.

% D. Lewicka, W. Hydzik, Determinanty aktywngi innowacyjnej: osobowd, kompetencje i styl
rozwigzywania probleméw, wyniki baddin:] ,Przedskbiorczai¢ — natura i atrybuty”, op. cit., p. 102.

36 7. Jashski, Tworzeniesrodowiska dla zachowaprzedsgbiorczych,[in:] ,Kapitat ludzki a ksztaltowanie
przedsgbiorczdgci”, op. cit., p. 75 and the following.

37 Ekonomika i zargdzanie mat firmg, B. Piasecki, ed., PWE, Warszawa 1998, p. 31.
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op their own skills, to be creative; they shoulglgthe so-called ‘open style of imple-

menting innovations, i.e. continuous and permapesitive attitude to innovations:

What is also significant in creating corporate epteneurship is suitable (being a re-
sult of organisational culture) atmosphere in agaarsation. In such an atmosphere, em-
ployees are capable of taking initiatives; “theyuldbfeel like being active”; when they
feel good in an organisation they will not be alfrdian idea occurs to be unsuccessful.
And vice versa — employees will not engage or digghitiatives in organisations in
which ‘there is a tendency to oppose everything ifnaew, which is usually expressed in
generating false evaluations, rumours, emphassithexaggerating the drawbacks and
flaws of the proposed solutions, failing to mentithweir advantages, or even showing
hostility towards people who suggest “new rulestt@ game”, which usually requires
putting more effort and breaking present habits

Employees should feel that their creative efforl v noticed, appreciated and ade-
quately rewarded by the management. Only thenthdy be willing to display initiative
and work on the implementation of new innovativeusons. In such an enterprise, hav-
ing the trust and support of the management andar&ers they will feel safé.

To talk about the atmosphere that is conduciventeepreneurship in an organisation
one shouldf:

- ensure good organisation of an institution (impsation, activity or randomness al-
ways, in consequence, bode ill),

- make employees perceive themselves positively,aie@pen chance and receive clear
signals concerning their own success and goodtiireof personal development from
the boss and the closest environment,

— give everybody real, not illusory chances of praomt depending only on actual
engagement and work results,

— invest in the development of employees’ profesdioarad personal competence
through a suitable configuration of trainings, s@# or postgraduate studies,

— provide the members of an organisation with permgnenconditional support in
various aspects (legal, organisational, emotianakal and financial).

In view of this, the enterprises (regardless ofdize) that take risk, are entrepreneuri-
al, innovative and acti¥é create the conditions that encourage their enga@syo display
entrepreneurial attitudes and behaviour. The s@amte of organisational culture for this
process is manifested in its responsibility fortaier activities, attitudes and motives, the
manner in which an organisation as a team of pewpt&s and the way in which individ-

38 B. Kaczmarek|nnowacije i kultura organizacyjna we wspdiczesnyregsibiorstwie — zarys problemin:]
L~Uwarunkowania przedsbiorczaci — r&znorodng¢ i jednd¢”, op. cit., p. 22.

397, Jashski, Tworzeniesrodowiska dla zachowprzedsgbiorczych,op. cit. p. 75.

40 Lack of trust in co-workers is considered onehaf most significant barriers that curb employesslination
towards entrepreneurship. It ensues from the fatigweasons: 1) a potential corporate entreprefeis
lonely and knows that they will take responsibifity the entire realisation of a project (they caincount on
others); 2) an employee is afraid that if theiraslevill be right, they can be adopted by co-work#rsir au-
thor put the greatest amount of effort but the idsdaurels can be reaped by someone else (eggrisr) —
source: B. Glinka, S. GudkovBrzeds¢biorczai¢, Oficyna Wolters Kluwer business, Warszawa 201230.

41 E. W. RadeckiZachowania organizacyjne. Pytania i odpowiedxyzszej Szkoty Integracji Europejskiej
w Szczecinie, Szczecin 2010, p. 29.

42 B. R. Barringer, A. C. BluedoriThe relationship between corporate entrepreneursinigh strategic manage-
ment,op. cit. p. 422.
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uals function in a certain community. Furthermatrepntributes to the creation of a posi-
tive atmosphere that is conducive to entreprenguesid innovativeness.

5. CONCLUSION

Presently, in more and more complicated conditmfrexternal environment, there has
been observed a great interest in the issues #iutfluence of organisational culture on
human attitudes and behaviour. According to M. €zayit ensues from the fact tffat
— the reserves of the growth of the effectivenespeaafple’s functioning comprised in

the so-called “hard” factors run out, therefore glecstarted to seek additional sources

in the area of the so-called “soft” factors, whaftompass organisational culture;

- there was noticed and research-proved the influehcalture on the functioning of an
organisation, its image, effectiveness, markettjmosietc.;

- people have started to perceive organisationaliulas a kind of antidote for the
problems that an organisation has to face andtithenges of the present time.

The paper aimed to indicate the significance ofaigptional culture in creating indi-
vidual and corporate entrepreneurship. It has leephasised that culture is a basis for
every kind of activity, exists in every organisatiand supports its activity. Understood as
a set of prevailing values, human behaviour andythidelines concerning the realisation
of the fundamental objectives of a given organiseti unit, it is also to a great extent
responsible for the formation of entrepreneurididbgour. It results from the fact that it
has an effect on: communication, innovativenesk-taking, motivation to work, inter-
personal relations — the elements that are crdieiathe development of individual and
also corporate entrepreneurship.

For the development of corporate entrepreneursinganisational culture is even more
significant since corporations, most frequently large, supranational enterprises employing
the representatives of various cultures, posses$sizgches in various countries and doing
business in various parts of the world. The awa®oéthe existence of cultural differences in
various countries (which was emphasised by G. Edéjtcan considerably facilitate running a
business and prevent many mistakes. It is not easyequires knowledge of intercultural
management, however, it significantly facilitaté® tmanagement of global corporations,
which are growing in number under the conditionglobalisation.
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KULTUROWE UWARUNKOWANIA ROZWOJU PRZEDSI EBIORCZOSCI
INDYWIDUALNEJ | KORPORACYJNEJ

W artykule skoncentrowanogana charakterystyce dwdch rodzajow przgasrczaci — in-
dywidualnej i korporacyjnej. Ich rozwdj jest reaséém splotu rinorodnych czynnikdw, zate
nych zaréwno od wewvetrznych (podmiotowych) predyspozycji konkretnyclologpodejmug-
cych dziatalné¢ gospodarczna wiasny rachunek (przeglsiorcza¢ indywidualna) oraz realizu-
jacych przedsbiorcze przedsivziecia (przedsibiorczaé¢ korporacyjna), jak rownieod warun-
kow zewrtrznych wyznaczagych tempo rozwoju przedbiorczaci, wptywagcych na sku-
teczndc¢ tego typu dziata W opracowaniu szczegétowej analizie poddano falte uwarun-
kowania rozwoju przedsbiorczaci indywidualnej i korporacyjnej. Autorki opracowarewra-
caj w nim uwag na fakt,ze analiza przedgiiorczgci (zaréwno teoretyczna, jak i empiryczna)
nie maze pomij& jej zwiazkow z kultus, ktora stwarza solidne fundamenty#ego rodzaju ak-
tywnaoici czlowieka, dziatalnéei przedsibiorczej rownie. Przedsibiorczai¢ jest procesem spo-
tecznym bardzo silnie zdeterminowanym kulturowolezaod wzoréw, wartéci uksztattowa-
nych historycznie, tale na szczeblu rodziny i spoteagtw lokalnych. JiJ. Schumpeter wska-
zywat na to,ze rozwoj przedsgbiorczaici wymaga sprzyjapego klimatu spotecznego. Wspot-
czénie uwarunkowaniom kulturowym rozwoju Adego rodzaju przeddiiorczaci przypisuje
sie fundamentalprole. Podkréla sk, ze przedsibiorczac¢ gteboko zakorzeniona jest w kulturze
oraz catkowicie przez sksztattowana. Uwarunkowania kulturowe odgrynzardzo wana role
takze dlategoze przedsibiorczg¢ realizowana jest w ok§lonych realiach spotecznych, wynika
z uksztattowanych spotecznie wzoréw zach@vemosobdw mfenia oraz poznawaniaviata, z
samej natury cztowieka - przegsiorcy. Analiza przedsbiorczaci (takze indywidualnej i kor-
poracyjnej) nie mae zatem pomijajej zwigzkéw z kultus.

Stowa kluczowe:przedsgbiorczaé, przedsgbiorczai¢ indywidualna, przedsbiorczas¢ korporacyjna,
kultura organizacyjna
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