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ABSTRACT 

In today's dynamic business environment, agility, creativity, and responsiveness are 

critical for organisations to remain competitive. The study highlights the need of 

corporate entrepreneurship (CE) in navigating today's unpredictable business 

climate. It sheds light on strategic corporate management by investigating the link 

between CE and organisational career growth (OCG). Designed around five 

hypotheses drawn from existing research, the study placed explored the relationship 

between CE and OCG and examined the potential moderating effects of gender, 

age, job level, and departmental functions on the relationship. 

The quantitative study used a descripto-explanatory research design, analysing 85 

responses from self-completed online questionnaires by the application of Spearman 

correlation and Ordinal Logistic Regression. The findings show a significant positive 

correlation between the management support, reward/reinforcement dimensions of 

CE, and OCG. This indicates that these dimensions of CE are critical for supporting 

career advancement within organisations. Contrary to predictions, the 

suggested moderating factors, gender, age, position level, and departmental 

functions had no significant effect on the CE-OCG relationship. 

This study's findings, interpreted through the lens of the growth mindset theory, 

expand academic discourse, and offer guidance to organisations on the use of CE 

to enhance employee engagement, talent development, and innovation. 
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Chapter 1: INTRODUCTION TO THE RESEARCH PROBLEM 

1.1 Background 

Today's world is characterised by volatile, uncertain, complex, and ambiguous 

(VUCA) external environments and the rate of evolution and unpredictability has 

reached unprecedented levels. This environmental context constantly presents 

businesses with opportunities, challenges, and threats which often necessitate 

organisational transformation (Chebbi et al., 2020; Mutibura, 2023). Organisational 

change is quite demanding and frequently underplayed, despite it being the only 

available option for businesses operating in this dynamic setting (Chebbi et al., 

2020). The COVID pandemic, a 'black swan' event that shook the world between 

2019 and 2021, has further exposed just how necessary organisational 

transformation is for building business resilience (Acciarini et al., 2021; Mutibura, 

2023).  

In such dynamic landscapes, businesses must be agile, responsive, and innovative 

to remain competitive and sustainable. Daniel (2023) emphasises the importance of 

tapping into the entrepreneurial spirit of employees within organisations. He suggests 

that this untapped potential can bring forth fresh ideas, fostering a culture of 

innovation and adaptability. This approach, which he terms 'intrapreneurship', 

encourages employees to think and act entrepreneurially, positioning them as 

change-makers and dynamic contributors to organisational success. This mindset 

has a profound impact, enabling companies to stay ahead of the curve in today's 

ever-evolving business world(Daniel, 2023; Jhajharia, 2021; Urbano et al., 2022). 

Large corporations face increasing pressures from agile startups that harness 

innovation to exploit market opportunities and a plethora of historical examples have 

revealed that complacency leads established businesses to quickly lose market 

share to disruptive newcomers (Jhajharia, 2021).  A solution to this challenge may 

lie in corporate entrepreneurship (or intrapreneurship). By encouraging employees 

to behave like entrepreneurs within their current organisations, businesses can 

leverage their inherent innovative potential (Daniel, 2023; Jhajharia, 2021). This 

proactive approach to innovation ensures that companies remain agile and 
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responsive, critical attributes in the modern business ecosystem (Daniel, 2023; 

Ireland et al., 2009; Urbano et al., 2022). 

Considering the broader context of organisational transformation, the integration of 

Corporate Entrepreneurship (CE) practices becomes a strategic imperative (de 

Villiers‐Scheepers, 2012; Ireland et al., 2009). As organisations grapple with external 

challenges, the ability to innovate from within emerges as a potent tool for resilience 

and adaptability. Corporate entrepreneurship, as introduced by industry experts and 

academics, offers a structured pathway for organisations to harness the 

entrepreneurial capabilities of their employees. This not only leads to new products, 

services, and business models but also instils a growth mindset that is vital for 

thriving in a VUCA world (de Villiers‐Scheepers, 2012; Urbano et al., 2022). 

In essence, the dynamic nature of today's business landscape necessitates a 

reimagining of traditional organisational structures, operations, and protocols. 

Leading industry experts and notable management education scholars to underscore 

the importance of corporate entrepreneurship as a vital strategy for organisational 

transformation. As businesses strive to navigate the complexities of modern markets, 

empowering employees to think and act entrepreneurially emerges as a crucial 

ingredient for sustainable success. 

1.1.1 Contribution to business 

In the dynamic and competitive business landscape of today, companies are 

compelled to be not just be reactive but proactive, embodying a blend of agility, 

innovation, and adaptability, qualities often associated with startups rather than 

established corporations (Urbano et al., 2022). The dangers of complacency have 

been underscored by numerous instances in the corporate world where seemingly 

invincible giants have been dethroned by agile disruptors. It is in this backdrop that 

the idea of CE finds its relevance, offering established corporations a blueprint to 

infuse startup-like agility and innovative thinking into their structures (Modem et al., 

2021). 

Despite its recognition as a strategic imperative, the successful cultivation and 

sustenance of a truly entrepreneurial environment within organisations remain 

elusive. The execution of CE is fraught with challenges. A top-down directive, while 
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necessary, is insufficient on its own. The real power of CE lies in its grassroots—the 

employees. Their active participation, engagement, and leadership in CE initiatives 

are what determine its success or failure (Chebbi et al., 2020; Lenihan et al., 2019; 

Urbano et al., 2022). Therefore, employers and executives need to strategically 

foster an environment that promotes entrepreneurial thinking and motivate 

employees to transition from passive participants to active leaders in CE endeavours 

(Chebbi et al., 2020; Padi et al., 2022). 

In traditional organisations, CE characteristics such as challenging the status quo, a 

high-risk appetite, and a contrarian perspective may be viewed as career-limiting, 

making the promotion of CE initiatives challenging (Daniel, 2023). Conversely, when 

employees perceive tangible benefits, they are more likely to participate. 

Furthermore, if these benefits are strategic and long-term, employees are even more 

inclined to actively drive the initiatives. In light of this, this study sought to identify to 

identify and validate a strategic advantage for employees that could be leveraged to 

motivate staff at all levels to actively engage in CE? 

1.1.2 Contribution to Theory 

The academic exploration of CE, while robust in certain aspects, presents gaps in 

others. Over the years, scholars have delved deep into understanding the triggers, 

characteristics, and dimensions of CE, enriching the literature with a plethora of 

theoretical frameworks and models (Kreiser et al., 2021; Modem et al., 2021). This 

foundational knowledge has been instrumental in shaping the discourse around CE. 

However, a conspicuous void exists when the lens is shifted towards the outcomes 

of CE, especially those that impact employees directly. 

Organisational outcomes, primarily those related to growth, adaptability, and 

profitability, have been well-articulated in academic literature. The consensus is 

clear: CE, when executed effectively, has a positive bearing on an organisation's 

bottom line and its ability to navigate turbulent waters (Chebbi et al., 2020). However, 

when it comes to the individual – the employee – the narrative is fragmentary. 

Existing literature often limits the discussion to the tangible, financial outcomes for 

employees, such as bonuses and other monetary incentives (Urbano et al., 2022). 

The intangible, strategic benefits of CE at the individual level, though hinted at in 
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studies that discuss enhanced learning opportunities and technology acquisition 

(Dushnitsky & Shapira, 2010), or improved operational integration and agility 

(Narayanan et al., 2009), demand a more comprehensive exploration. This study 

sought to validate if organisational career growth, an individual-level attribute, is an 

outcome of CE which is an organisational-level characteristic. 

1.1.3 Purpose of the study 

The business and academic perspectives of the research problem just highlighted is 

precisely where the current research sought to make its mark. By postulating a 

potential link between an employee's exposure to CE-driven environments and their 

subsequent career growth, the study aimed to shed light on an under-researched 

aspect of CE. If, as the hypothesis suggests, CE-centric environments indeed 

facilitate skill enhancement and knowledge acquisition, it could redefine how 

employees perceive their roles within such setups and the trajectory of their career 

growth (Lenihan et al., 2019). 

While the significance of CE as a catalyst for organisational transformation is well-

entrenched in both industry practice and academic literature, its broader implications, 

especially those related to individuals within organisations, await detailed 

exploration. By focusing on this nuanced aspect, the current study not only augments 

the existing body of CE literature but also provides actionable insights for businesses, 

enabling them to approach CE with a more holistic, employee-centric perspective. 

1.2 Research problem 

In an era marked by swift technological advancements and shifts in the business 

paradigm, corporations globally find themselves on the height of transformation. 

Amidst this change, corporate entrepreneurship (CE) stands out as an essential 

strategy to navigate the complexities of today's volatile business environment 

(Ireland et al., 2009; Padi et al., 2022; Urbano et al., 2022). It has gained popularity 

in the last three decades and increasingly continues to do so both in industry and 

academia (Jhajharia, 2021; Mutibura, 2023; Urbano et al., 2022). CE, in its various 

forms is typically initiated from the top-down and entails those corporate level 

initiatives that take place internally in an organisation targeted at the creation of new 

business and/or the cultivation of innovation, change and business renewal 
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(Mutibura, 2023; Urbano et al., 2022). In fact, CE has become a key variable for firm-

to-firm performance comparisons (Kreiser et al., 2021; Mutibura, 2023; Urbano et al., 

2022).  

1.3 Purpose statement 

The purpose of the research was to measure the role and of CE, an organisational 

level construct, in catalysing employee career growth, which is an individual level 

construct (Mutibura, 2023). As such, the study sought to determine if employee 

career growth is a consequence of CE and the strength of the relationship between 

the two constructs. 

1.4 Research context 

This study was conducted within the South African context. The choice of South 

Africa as the focal point was primarily due to its accessibility to the researcher, given 

the time constraints on the study. To ensure the collection of detailed and valuable 

data, the study narrowed its focus to employees within the financial services sector 

of South Africa. This choice was particularly pertinent given that South Africa boasts 

one of the most advanced banking systems not only in Africa but globally. 

Characterised by its cutting-edge technology and a rapid pace of innovation, South 

Africa’s financial services sector provides fertile ground for understanding how 

corporate entrepreneurial activities might influence individual career trajectories. The 

insights from Chironga et al. (2018) further underscore the significance of this sector 

in the broader African economic landscape. 

The subsequent sections of this report delve deeply into the subject matter under 

study. The chapters covered are as follows: 

Chapter 1: Introduction to Research Problem 

Chapter 2: Literature Review 

Chapter 3: Research Hypotheses 

Chapter 4: Research Methodology 

Chapter 5: Research Results 

Chapter 6: Results Discussion 

Chapter 7: Conclusion 
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Chapter 2: LITERATURE REVIEW 

2.1 Introduction 

This research is placed against the backdrop of changing business landscapes. As 

emphasised in Chapter 1, organisations today must not only respond to fast 

changes, but also lead via innovation and agility. This transformation has brought CE 

to the forefront, not as a passing fad, but as an essential overhaul of how businesses 

function and prosper. While the impact of CE on organisational performance and 

flexibility has been thoroughly studied, its impact on the individual - the employee - 

particularly in terms of career progression and personal development - remains 

largely unknown (Lenihan et al., 2019; Spagnoli, 2020; Urbano & Turró, 2013; Wood 

et al., 2008) .  

Chapter 1 underscored the importance of corporate entrepreneurship (CE) as a 

strategic response to today's changing business landscape, framing it not only as a 

driver of organisational transformation but also as a potential catalyst for employee 

career progression. Building on this foundation, the present chapter aims to examine 

and synthesise current literature on CE and employee career growth, particularly in 

the context today's business dynamics. In doing so, this review seeks to shed light 

on the multifarious character of CE, not simply as a top-down strategic imperative, 

but as a grassroots movement within organisations, propelled by the entrepreneurial 

spirit and innovation of individual employees. The interplay between these two 

constructs – CE as an organisational strategy and career growth as an individual 

employee outcome – forms the crux of the current study.  

This literature review serves as a critical link between the research problem laid out 

in Chapter 1 and the practical investigation that followed. The rest of the chapter will 

be broken down according to the following sections: 

• Understanding corporate entrepreneurship (CE) 

• Understanding organisational career growth (OCG) 

• Research gaps on CE and OCG 

• Interplay between CE and OCG 

• Role level and its impact on CE- career growth relationship 

• Gender dynamics in CE and OCG 
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• Age-related variations in CE impact on OCG 

• Departmental differences in CE implementation and impact 

• Conclusion 

2.2 Understanding Corporate Entrepreneurship (CE) 

2.2.1 Definition of CE 

The corporate entrepreneurship construct has been dissected through various 

academic lenses including marketing, finance, strategy, and innovation to name a 

few (Hills & Laforge, 1992; J. Hornsby et al., 2013; Pirhadi & Feyzbakhsh, 2021; 

Urbano et al., 2022). It is these complimentary studies that have contributed to 

advances in our knowledge and understanding of the construct. Despite the 

fragmentations and disconnects that exist on the definition of the phenomenon, 

owing to the wide and varied research perspectives, CE defined as ‘actions and 

policies adopted by an organisation that aim at creating or adding new business, or 

at stimulating change renewal or innovation’ (Urbano et al., 2022, p. 1545), seems 

to capture the essence of the construct as portrayed by most researchers. The 

fragmentation of CE research has also brought about differing terms including 

corporate venturing, intrapreneurship, or corporate internal entrepreneurship as 

synonyms of CE (Pirhadi & Feyzbakhsh, 2021). The decision to initiate CE typically 

stems from the top management team, cascading down to lower organisational 

levels, indicating its comprehensive nature in organisational strategy (Urbano et al., 

2022). 

2.2.2 Brief History on CE literature 

The research on Corporate Entrepreneurship (CE) traces its origins to the 1960s and 

70s, focusing initially on how to foster CE development within organisations. This 

early phase of research, as noted by Urbano et al. (2022), concentrated on 

understanding the antecedents of CE, including individual, organisational, and 

environmental factors that influence its emergence (Pirhadi & Feyzbakhsh, 2021; 

Urbano et al., 2022). 

As the field evolved towards the late 20th century, the scholarly attention shifted 

towards dissecting the dimensions of CE. This period saw the categorisation of CE 

into three to five key dimensions – new business venturing, product and service 

innovation, process innovation, self-renewal, and proactiveness – as identified by 
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researchers like Zahra (1993), Lampe et al. (2020), Urbano et al. (2022), and These 

dimensions, rooted in the entrepreneurial orientation framework, reflect the 

multifaceted nature of CE. Additionally, some scholars have distinguished between 

innovation and corporate venturing activities and the capacity for renewal and risk-

taking, acknowledging them as distinct yet interconnected aspects of CE (Urbano et 

al., 2022). 

In the late 1980s, CE research field began to gain popularity. This field focused on 

examining the consequences of CE, especially its impact on organisational 

performance. A consensus emerged in the academic community, as illustrated by 

Zahra et al. (2000), that CE plays a critical role in revitalizing a company's 

capabilities. This revitalisation enables organisations to acquire and effectively utilise 

new competencies, leading to enhanced performance. Key strategic benefits of CE, 

established in literature include learning, operational integration, enhanced 

responsiveness, setting industry standards, and the acquisition of new skills or 

technologies (Dushnitsky & Shapira, 2010; Pirhadi & Feyzbakhsh, 2021; Urbano et 

al., 2022). A less apparent, yet critical, deficiency in this discourse is the observation 

by Urbano et al. (2022) that the current scholarly focus is disproportionately skewed 

towards the financial outcomes of CE, inadvertently casting a shadow over the 

equally pivotal non-financial effects. This oversight not only narrows the scope of CE 

research but also neglects a broad spectrum of its organisational impacts, calling for 

a more holistic examination of CE's multifaceted contributions beyond mere 

economic metrics (Urbano et al., 2022). 

2.2.3 Models of CE 

In the realm of CE, theoretical models have persistently explored the antecedents, 

dimensions and consequences associated with corporate entrepreneurial 

endeavours. These models primarily focus on gauging the effects of such activities 

on a firm's growth and profitability (Pirhadi & Feyzbakhsh, 2021). Urbano et al. 

(2022), through their extensive review of CE literature, have contributed significantly 

by formulating a conceptual model that encapsulates CE activities. This model 

stands out as a comprehensive framework, effectively integrating the most pertinent 

aspects of CE. It offers a detailed and holistic perspective on the complex nature of 

CE, illustrating the intricate interplay of various factors that drive and result from 

corporate entrepreneurial initiatives (Urbano et al., 2022).  
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Figure 1: Conceptual framework of CE (Urbano et al., 2022).  
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This model, Figure 1, serves as a crucial tool for understanding the multifaceted 

dynamics of CE, providing valuable insights for both academic research and practical 

application in the business world. 

2.2.4 CE as a strategic imperative 

Indeed, CE has growing significance in the modern business milieu, despite its 

ongoing definitional evolution. This concept, still characterised by a fragmented 

understanding across various academic and practical realms, has nonetheless 

demonstrated its critical role in driving innovation and strategic renewal. CE's impact 

is increasingly recognised as vital for businesses navigating the complexities of 

today's dynamic marketplace(de Villiers‐Scheepers, 2012). By leveraging the 

principles of CE, organisations are positioning themselves for resilience, growth, and 

enhanced competitiveness, even as the academic discourse continues to refine and 

expand its understanding of this multifaceted concept (Lampe et al., 2020; Urbano 

et al., 2022). 

2.3 Understanding Organisational Career Growth 

2.3.1 Defining career growth 

Introduced just over a decade ago, organisational career growth (OCG) is a relatively 

new concept (Modem et al., 2021; Spagnoli, 2020). It refers to an individual’s career 

progression within the bounds of their current organisation and is a subset of the 

overarching ‘career growth’ construct (Modem et al., 2021). Conceptually, OCG aims 

to expand the scope of career management beyond individual choices and 

emphasise the importance of organisational involvement (Spagnoli & Weng, 2019). 

According to literature, OCG is anchored on four vectors namely (Spagnoli, 2020): 

i. Career goal progress. This refers to the extent that an organisation creates 

a conducive environment that enables an individual to meet their career 

aspirations;  

ii. Professional ability development. This is about the learning and the 

acquisition of knowledge and skills by employees in an organisation;  

iii. Promotion speed. This refers to how the organisation recognises an 

individual’s achievements through promotions;  

iv. Compensation. That is rate at which an employee’s remuneration grows 

within the organisation.  
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Some scholars have merged the last two factors into one, arguing that they are very 

strongly correlated (Spagnoli & Weng, 2019). These vectors are aimed at effectively 

capturing both the individual and organisation’s contribution towards advancing 

employee careers within an organisation.  

• Theoretical models explaining career progression and development. 

• Factors influencing employee career growth. 

• The role of individual aspirations and organisational support in career 

development. 

2.4 Research Gaps on CE and OCG 

Extensive research especially on the CE antecedents and dimensions has been 

covered in the last four decades most of which has been supported by robust 

theoretical frameworks, however study on the consequences of CE has been 

narrowly researched with focus on organisational growth and performance (Chebbi 

et al., 2020; Urbano et al., 2022).  

At an organisational level, literature consistently agree that CE is positively correlated 

to a company's profits, growth and survival in highly turbulent environments (Chebbi 

et al., 2020; Mutibura, 2023) At an individual level, these benefits translate to financial 

compensation, rewards, awards, and recognition which in turn work as employee 

motivators or hygiene factors to continued participation in CE activities (Mutibura, 

2023; Urbano et al., 2022). Only, a few studies have hinted on some non-economic 

CE outcomes conceived out of strategic perspectives. These include organisational 

elements such as learning and technology acquisition (Dushnitsky & Shapira, 2010) 

as well as operations integration, and improved business agility (Narayanan et al., 

2009). 

According to Zahra (1991), as far as research on the consequences of CE is 

concerned, there is a gap in studies concerned with the non-financial/non-

economical outcomes of CE, specifically at an individual level, and over three 

decades later, that gap remains wide as hinted by Urbano et al. (2022). Most 

research on CE consequences, largely of a qualitative nature, puts emphasis on 

organisational performance and growth.  

Research on OCG is relatively nascent, with most empirical contributions exploring 

its consequences, while a plethora of questions around its antecedents remain 
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unsolved (Spagnoli, 2020). Research consistently agrees and has focused on 

personal traits, qualities, skills, and perceptions of employees as key determinants 

of OCG (Japor, 2021; Mutibura, 2023). However, the limited research on the causal 

relationships that may exist between this human resource construct and other 

variables, particularly organisational intervening processes leading to career growth, 

warrants more investigation (Japor, 2021; Modem et al., 2021; Mutibura, 2023) To 

elaborate the concept of OCG, literature proposes further studies into the relationship 

between OCG and organisational practices (Modem et al., 2021; Mutibura, 2023; 

Weng & Zhu, 2020). 

Considering this, the current study seeks to make contribution in addressing the 

identified gap on CE consequences while also expanding knowledge on OCG, 

focusing particularly on organisation-driven antecedents.  

2.5 Interplay Between CE and OCG 

2.5.1 Linking CE to employee career growth 

Evidence from literature suggest that CE intersects intriguingly with the progression 

of employee careers (Dess et al., 2003; Urbano et al., 2022). This relationship, 

though not extensively empirically documented, can be inferred from the intrinsic 

nature of CE activities and their impact within organisations. CE, by its very definition, 

involves fostering a culture of innovation, risk-taking, and proactive pursuit of new 

opportunities (Urbano et al., 2022). It's a realm where creativity is not just 

encouraged but is a fundamental necessity. 

In an environment where CE thrives, employees are often required to step out of their 

comfort zones, challenge the status quo, and engage in continuous learning. This 

process naturally leads to the development of new skills and competencies 

(Tootoonchy & Sajadi, 2021). As employees navigate through the complexities of 

CE, they gain unique insights and experiences, which are invaluable for their 

professional growth. The investment in employee competence and development, as 

highlighted by Dess et al (2003), is a critical aspect of CE. This investment is not 

merely in technical skills but extends to fostering an understanding of market 

dynamics, strategic thinking, and adaptability to change.  

Tootoonchy & Sajadi  (2021) conceptualise CE as a learning process vital for 

developing new dynamic capabilities in organisations and emphasise how 
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employees engaged in CE activities are likely to develop a broader skill set, including 

strategic thinking, market understanding, and innovation capabilities. These skills not 

only contribute to the organisation's success but also enhance the individual's career 

prospects (Tootoonchy & Sajadi, 2021).  

Moreover, CE initiatives within a firm often involve cross-functional collaboration, 

enabling employees to build a robust internal network (Don Ton & Hammerl, 2021). 

This networking is not just beneficial for the current CE projects but also aids in the 

broader career progression of the employees involved. They become integral to the 

firm's social capital, gaining visibility and recognition for their contributions (Dess et 

al., 2003; Don Ton & Hammerl, 2021). 

In essence, the link between CE and employee career growth is anchored in the very 

fabric of CE's nature. It promotes an environment of learning, skill enhancement, and 

network building. Employees engaged in CE activities are often better positioned to 

advance their careers within the organisation, leveraging the diverse skills and 

relationships they have developed. Therefore, while direct empirical evidence might 

be sparse, the potential link between CE and employee career growth is both logical 

and compelling. 

2.5.2 Rewards and recognition fuelling OCG 

Building on the previously proposed link between corporate entrepreneurship (CE) 

and employee career growth, it becomes evident that the rewards and recognition 

arising from CE play a pivotal role in motivating employees to engage in 

entrepreneurial initiatives. This motivation is not just a driver for organisational 

growth but also a catalyst for continuous employee development, creating a 

symbiotic cycle of progress for both the organisation and its workforce. 

Research has emphasised the effect of compensation, rewards, and recognition as 

key motivators for individuals participating in CE . When employees are 

acknowledged and rewarded for their entrepreneurial efforts and achievements, it 

fosters a sense of accomplishment and belonging (Urbano et al., 2022; Wang et al., 

2015). This recognition can go beyond monetary compensation; it may include 

career advancement opportunities, professional development, and visibility within the 

organisation. Such rewards not only incentivise employees to contribute to CE 
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activities but also signal the organisation's commitment to nurturing and valuing 

entrepreneurial talent (Urbano et al., 2022). 

As employees engage in CE, they develop new skills, broaden their understanding 

of the business, and enhance their problem-solving abilities. This personal 

development is crucial for their career progression. It positions them for higher 

responsibilities and roles within the organisation, further aligning their personal goals 

with the company's strategic objectives (Dess et al., 2003; Tootoonchy & Sajadi, 

2021). 

Consequently, this cycle of reward and development underpins a culture of 

continuous learning within the organisation. Employees, motivated by tangible and 

intangible rewards, are more likely to take initiative, experiment with new ideas, and 

learn from both successes and failures (Urbano et al., 2022). This learning 

environment not only benefits individual career growth but also contributes to the 

organisation's dynamic capabilities, enabling it to adapt and thrive in an ever-

changing business landscape (Tootoonchy & Sajadi, 2021). 

In summary, the rewards and recognition stemming from CE are integral to fostering 

a culture where employee engagement in entrepreneurial activities is highly valued. 

This culture not only motivates employees to participate in CE initiatives but also 

ensures their continuous learning and development. The resultant cycle of 

organisational and employee growth reinforces each other, leading to sustained 

competitive advantage and a thriving, innovative workforce. 

2.5.3 The Growth Mindset Theory 

As alluded to in the previous sub-sections, the practice of CE within organisations 

plays a pivotal role in fostering a growth mindset among employees. While CE, 

involves the manifestation of entrepreneurial activities within established 

corporations, its ripple effect on employees is profound. It not only cultivates a culture 

of innovation and risk-taking but also embeds the core tenets of the growth mindset 

within the workforce (Tootoonchy & Sajadi, 2021). 

The growth mindset theory postulates that abilities and intelligence can be developed 

through dedication, effort, and resilience. This mindset stands in contrast to a fixed 

mindset where individuals believe their abilities are static and unchangeable (Han & 

Stieha, 2020). The essence of CE – the encouragement of innovative thinking, 
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embracing risks, and the pursuit of novel opportunities within corporate boundaries 

– serves as fertile ground for nurturing a Growth Mindset among employees. 

As organisations embark on CE initiatives, they create environments where 

experimentation is encouraged, and failures are not feared but rather seen as 

learning opportunities. Such an environment aligns perfectly with the growth 

mindset's philosophy of viewing challenges as opportunities to grow and seeing effort 

as the pathway to mastery. When employees are exposed to and actively participate 

in CE activities, they are essentially being trained to adopt a growth mindset. They 

learn to embrace challenges, persist in the face of setbacks, value the process of 

learning, and view criticism as valuable feedback (Han & Stieha, 2020). 

Furthermore, CE initiatives often entail cross-functional collaborations, exposing 

employees to diverse perspectives and challenges (Don Ton & Hammerl, 2021). 

Such exposure invariably teaches them the value of adaptability, a core component 

of the growth mindset. The more they adapt, innovate, and overcome challenges 

within CE projects, the more entrenched the growth mindset becomes in their 

professional ethos. 

Linking this to the aspect of employee career growth, a growth mindset, once 

ingrained, becomes a catalyst for career advancement. Employees with a growth 

mindset are not only more innovative and proactive but also consistently seek out 

learning opportunities. They become intrinsically motivated to expand their skill sets, 

making them invaluable assets to their organisations. Moreover, as they engage in 

CE activities, they naturally network across departments, learn about various facets 

of the business, and broaden their organisational understanding. Such holistic 

exposure is a significant accelerator for career growth. 

Additionally, organisations that prioritise CE inadvertently are more likely to create 

clear pathways for career growth. As employees participate in entrepreneurial 

projects, they not only showcase their skills but also get noticed by higher-ups for 

their innovative contributions and problem-solving abilities. Their growth mindset 

ensures that they view every CE challenge as a stepping stone, a chance to learn, 

innovate, and grow. Such an attitude not only brings success to CE initiatives but 

also positions these employees for leadership roles, given their holistic 

understanding of innovation within the organisation (Urbano et al., 2022). 
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Moreover, the symbiotic relationship between CE and a growth mindset ensures 

organisational success.  As employees grow in their careers, fuelled by the growth 

mindset, they contribute more significantly to CE initiatives, driving innovation, and 

ensuring the organisation's sustained success in competitive markets. 

In essence, CE serves as a bedrock for cultivating a growth mindset among 

employees. This mindset, in turn, becomes a driving force for employee career 

growth. The intertwined nature of CE and the growth mindset creates a virtuous cycle 

– as CE initiatives foster a growth mindset, the latter drives employees to actively 

participate and excel in CE, leading to career growth and further strengthening the 

organisation's intrapreneurial endeavours. 

Given the profound implications of this relationship, the growth mindset theory, with 

its emphasis on the malleability of abilities and the transformative power of beliefs, 

is an ideal theoretical lens through which to study the interplay between corporate 

entrepreneurship and organisational career growth. 

2.6 Role Level and Its Impact on CE-Career Growth Relationship  

2.6.1 Impact of role-levels on CE dynamics 

The impact of role level on corporate entrepreneurship (CE) is a nuanced subject, 

with empirical evidence suggesting that different managerial levels play distinct, yet 

interconnected roles in fostering CE. 

Firstly, senior-level managers play a pivotal role in CE. They are responsible for 

ratifying, recognizing, and directing various CE activities. They are crucial in 

determining the strategic and structural context of CE, implying that their involvement 

shapes the firm’s entrepreneurial direction (Kuratko & Audretsch, 2013) . This 

argument is reinforced in another study by Ling et al. (2008), which indicates that 

transformational CEOs, a proxy for senior management, significantly influence the 

top management team's characteristics, such as risk-taking and decentralisation, 

essential for CE. 

However, the role of middle and first-level managers should not be underestimated. 

While senior managers set the strategic direction, it is the middle and lower-level 

managers who operationalise these strategies. As per Hornsby et al. (2009), the 

relationship between managerial support and entrepreneurial action varies with 
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managerial level, with senior and middle-level managers having a more positive 

relationship with entrepreneurial action than first-level managers (Kuratko & 

Audretsch, 2013). This finding suggests that while first-level managers are involved 

in CE, the impact of their actions and support might be less pronounced compared 

to higher-level managers. 

In summary, while all levels of management contribute to CE, the role and impact of 

senior-level managers are more significant in setting the strategic direction and 

shaping the organisational environment conducive to CE. Middle and first-level 

managers, on the other hand, play crucial roles in implementing and operationalizing 

these strategies, but their influence on CE is relatively less impactful compared to 

senior management. This hierarchical difference in impact is crucial for 

understanding the dynamics of CE within organisations. 

2.7 Gender Dynamics in CE and OCG  

In the realm of business, the interplay between corporate entrepreneurship (CE) and 

organisational career growth has emerged as a critical area of focus. However, the 

impact of gender within this dynamic presents a nuanced layer of complexity that is 

worth exploring. 

2.7.1 Gender and Corporate Entrepreneurship 

Ruiz et al. (2023a) posits that gender equality significantly influences corporate 

entrepreneurship, with a pronounced effect on women in more equal societies. This 

highlights a fundamental question: does the gender of an employee affect their 

engagement in CE and, by extension, their career growth? The emphasis on gender 

equality's role in fostering an entrepreneurial spirit within organisations underscores 

the need to delve deeper into how these dynamics play out differently for men and 

women. 

In the work by Ruiz et al. (2023b), gender-specific challenges and opportunities 

within corporate entrepreneurship are further examined. It suggests that gender 

biases and societal norms could potentially influence an individual’s participation in 

entrepreneurial activities (Ruiz et al., 2023b). This insight is crucial because it points 

towards the possibility of inherent inequalities in the way men and women experience 

and benefit from CE. 
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2.7.2 Career Growth and Gender 

Moving beyond corporate entrepreneurship, Jung & Takeuchi (2016) explore gender 

differences in career planning and management. It shows that men and women often 

have different approaches and priorities when it comes to their careers (Jung & 

Takeuchi, 2016). This suggests that the variation in career trajectories and 

aspirations can be significantly influenced by the level of engagement in CE activities, 

as hinted by Adachi & Hisada  (2016). The authors (Adachi & Hisada, 2016),  

underscore the differing impacts of CE on career growth between genders, further 

fuelling the argument that gender plays a pivotal role in shaping these experiences. 

2.7.3 The Intersection of CE and Career Growth 

The intersectionality of CE and career growth becomes even more pronounced when 

considering the findings by Paichadze et al., (2019), which discusses the evolving 

trends in career management. In a rapidly changing corporate landscape, the role of 

entrepreneurial activities in shaping career paths cannot be overstated. However, if 

these opportunities are not equally accessible or appealing to all genders, it could 

lead to a skewed development of talent within organisations (Paichadze et al., 2019). 

Weng & Zhu (2020), further strengthens this argument by highlighting the importance 

of individual career growth within and across organisations. It implies that the 

opportunities presented by CE activities are crucial for individual career 

advancement. However, if gender influences how these opportunities are perceived 

or accessed, it could lead to a disparity in career growth outcomes. 

In conclusion, the exploration of gender's impact on the relationship between 

corporate entrepreneurship (CE) and organisational career growth (OCG) is a 

fascinating and complex subject. The nuanced interplay of gender roles, societal 

norms, and organisational structures makes this a rich area for research. Insights 

from literature highlight the varying experiences and opportunities men and women 

encounter in entrepreneurial endeavours within organisations, pointing to potential 

disparities in career growth outcomes.  

2.8 Age-Related Variations in CE Impact on OCG  
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It is without a doubt that the presence of age diversity within an organisation can 

significantly enhance CE-driven career development strategies (van Osch & 

Schaveling, 2020). A workforce that spans a range of demographics brings together 

diverse experiences, viewpoints, and skills, enriching the CE process (Alamur & Eren 

Gümüştekin, 2020; van Osch & Schaveling, 2020). An interesting demographic in 

that regard is age. Zhang & Farndale (2022) emphasise the benefits of a 

multigenerational workforce in the CE process, highlighting how diverse age groups 

can contribute unique perspectives and experiences. The exploration of age as a 

determinant in the dynamics of corporate entrepreneurship (CE) and organisational 

career growth (OCG) offers profound insights into workforce development and 

management. 

2.8.1 Age as a factor in career aspirations and responsiveness to CE  

Career aspirations vary significantly across different age groups. Younger 

employees, often at the beginning of their careers, tend to be more ambitious and 

risk-taking, seeking opportunities for rapid growth and skill development (Aydin et al., 

2023). This aligns with their pronounced responsiveness to CE initiatives. In contrast, 

(Alamur & Eren Gümüştekin  (2020), reveal that older employees, who possess a 

wealth of experience, might tend to seek stability and opportunities that only utilise 

their existing knowledge, potentially leading to a more cautious approach towards 

CE (Alamur & Eren Gümüştekin, 2020). 

2.8.2 Influence of career stage on CE perceptions  

Closely related to age is career stage which plays a critical role in shaping 

employees' perceptions of CE. Mok et al., (2021) in their study on "Career 

Development and HR Management of Older Workers," highlights how mid-career 

professionals might view CE as a tool for career advancement and skill 

enhancement. On the other hand, Sharma (2021) discusses the unique challenges 

faced by women returning from career breaks, particularly in STEM fields, and how 

this influences their engagement with CE (van Osch & Schaveling, 2020). Therefore, 

understanding how career stage influences employees' perception of corporate 

entrepreneurship (CE) is crucial for tailoring effective career development strategies, 

especially considering the unique needs and perspectives of different career stages, 

from mid-career professionals to women re-entering the workforce after a break. 
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2.8.3 The broader implications of age in CE and OCG 

The broader implications of age differences in CE engagement extend to 

organisational policies and culture. Understanding these dynamics is crucial for 

creating a more inclusive and supportive work environment (Zhang & Farndale, 

2022). For example, younger employees might benefit from mentorship programs 

and opportunities to lead innovative projects, while older employees could be given 

roles that leverage their experience and provide stability. Additionally, considering 

the unique challenges faced by mid-career professionals (Alamur & Eren 

Gümüştekin, 2020; Duta et al., 2021; van Osch & Schaveling, 2020), including those 

returning from breaks, part-timers, and older employees, can lead to more effective 

integration strategies and career development plans. As such, recognising and 

effectively responding to the diverse age-related needs and dynamics in CE and 

OCG is essential for enhancing organisational policies, culture, and overall 

workplace inclusivity. 

In essence, research consistently point to age having a role to play in shaping 

employee engagement in CE and its potential impact on OCG. By understanding and 

embracing the diverse needs and capabilities of their multigenerational workforce, 

businesses can cultivate environments where all employees are empowered to 

engage in CE initiatives, and potentially enhancing individual career paths and 

contributing to the organisation's overall success. 

 

2.9 Departmental Differences in CE Implementation and Impact  

Assessing the internal environment in which employees works is key to foster an 

innovative and entrepreneurial culture within organisations (Hornsby et al., 2002). 

They identify five critical dimensions including; ‘gaining top management support’, 

‘appropriate use of rewards’, ‘a supportive organisational structure’, ‘resource 

availability’, as well as ‘risk- taking and tolerance’ for failure (Hornsby et al., 2002, p. 

253). These factors are essential for creating an environment conducive to 

entrepreneurial activity. In many organisations, functional departments vary in terms 

of top management support, work discretion/autonomy, rewards/reinforcement, time 

availability, organisational boundaries and even culture, all of which are linked to the 

above stated factors and career growth opportunities they induce (Hornsby et al., 
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2002). Understanding these differences becomes key to developing tailored 

strategies that cater to the specific needs and characteristics of each department, 

ultimately enhancing the adoption of CE initiatives and quite possibly cultivating OCG 

within the organisation. 

2.9.1 Variability of CE Practices Across Different Departments 

Li et al. (2021), highlight the critical role of job autonomy and leadership support in 

career management, indicating that these factors can vary significantly across 

different departments. This variability can influence employees' ability to engage in 

CE activities. Lee et al., (2021) reinforces this point by emphasizing the link between 

autonomy and innovation. Departments with higher autonomy might encourage more 

risk-taking and innovative behavior, vital for CE, while those with less autonomy 

could hinder such activities. This suggests that organisations should assess and 

adapt their CE strategies to align with the unique characteristics of each department, 

enhancing overall CE effectiveness. 

2.9.2 Impact of Department-Specific CE Strategies on Career Growth  

Badir et al. (2020), delves into how department-specific characteristics influence 

innovation, a core aspect of CE. Their findings reveals that the structure and culture 

of a department play a pivotal role in determining the success of CE initiatives 

(Hornsby et al., 2002). Using a different lens, Yagil & Oren (2021), explore the 

interplay between job autonomy within departments and career growth, suggesting 

that different levels of autonomy can lead to varying career development 

opportunities. When superimposed, these findings suggest that departments that 

foster a culture of innovation and autonomy can significantly boost employees' career 

growth through enhanced CE activities. This underlines the importance of creating 

department-specific CE strategies that not only spur innovation but also facilitate 

career advancement. 

2.9.3 Departmental Context Influencing CE Outcomes  

Guo et al. (2023) presents case studies illustrating the effect of departmental context 

on CE outcomes. They reveal that supportive, and autonomous departmental 

cultures are more conducive to successful CE initiatives (Guo et al., 2023). 

Essentially, departments that actively encourage employee engagement and provide 

the necessary resources for CE tend to experience more positive outcomes in terms 
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of innovation and employee development. This underscores the need for 

organisational leaders to understand their departmental contexts deeply and foster 

environments that support innovation. 

In essence, the variability in departmental structures, work cultures, and leadership 

styles necessitates a customised approach to CE and career development 

strategies. Understanding these departmental dynamics is crucial for fostering an 

environment conducive to innovation and career growth. This suggests that the 

effectiveness of CE activities and the subsequent impact on career growth are 

significantly influenced by the departmental context in which they occur. 

2.10 Conclusion 

The comprehensive literature review on the interplay between corporate 

entrepreneurship (CE) and organisational career growth (OCG) offers profound 

insights, presenting a strong argument that these two constructs are intricately linked 

and can significantly influence each other. The literature points to CE as a crucial 

driver in today's rapidly changing business landscapes, emphasizing its role not only 

in leading organisational transformation but also as a potential catalyst for individual 

career progression. 

The review explores various dimensions of this relationship. It underscores how CE, 

characterised by fostering a culture of innovation and proactive pursuit of new 

opportunities, contributes to the development of new skills and competencies among 

employees. This environment, where creativity and risk-taking are fundamental 

necessities, naturally leads to professional growth. Employees engaged in CE 

activities often find themselves stepping out of their comfort zones, which is vital for 

career advancement. The development of new capabilities, particularly in strategic 

thinking and market adaptation, is highlighted as critical aspects of employee growth 

within CE contexts. 

Moreover, the literature reveals that CE initiatives often necessitate cross-functional 

collaboration, allowing employees to build robust internal networks. This networking 

is beneficial not just for current projects but also aids in broader career progression. 

Employees become integral to the firm's social capital, gaining visibility and 

recognition for their entrepreneurial efforts. The investment in employee competence 

and development is thus seen as a crucial aspect of CE. 
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The literature also delves into the impact of role levels on the dynamics of CE within 

organisations. It suggests that different managerial levels play distinct roles in 

fostering CE. Senior-level managers are pivotal in setting the strategic direction, 

while middle and lower-level managers are instrumental in operationalizing these 

strategies. This hierarchical variance is crucial in understanding the dynamics of CE 

and its impact on career growth. 

Gender dynamics and age-related variations in CE also emerge as significant 

themes in the review. The literature suggests that gender equality positively 

influences CE, particularly impacting women in more equal societies. This leads to 

the possibility of inherent inequalities in how men and women engage in and benefit 

from CE. Similarly, age diversity within organisations enhances CE-driven career 

development strategies, with younger and older employees bringing different 

perspectives and aspirations to CE activities. 

Variability in departmental functions and their impact on CE and OCG are also 

highlighted. Departments with higher autonomy are likely to encourage more risk-

taking and innovative behavior, vital for CE, while those with less autonomy may 

hinder such activities. This suggests that organisations should assess and adapt 

their CE strategies to align with each department's unique characteristics. 

In summary, this literature review elucidates the multifaceted nature of CE and its 

potential influence on employee career trajectories. It emphasises the need for a 

deeper understanding of the nuanced relationships between corporate 

entrepreneurship, employee career progression, and the influencing organisational 

factors. This understanding is crucial for organisations aiming to foster an innovative 

culture and support the career growth of their employees in a rapidly evolving 

business landscape. 
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Chapter 3: RESEARCH HYPOTHESES 

Based on the literature review, five hypotheses were formulated that align with the 

subject on the interplay between corporate entrepreneurship and organisational 

career growth. Each hypothesis was derived from key themes identified in the 

literature review: 

3.1.1 Hypothesis 1: There is a significant positive correlation between CE and 

OCG 

H1, aligned with the research focus postulates that a positive correlation exists 

between corporate entrepreneurship (CE) and organisational career growth (OCG). 

This hypothesis is based on the literature's consistent emphasis on the relationship 

between CE activities and the individual career progression of employees. The 

studies suggest that CE, characterised by innovation, risk-taking, and proactive 

initiatives, not only drives organisational change but also fosters significant personal 

and professional development among employees who participate in such activities 

(Dess et al., 2003; Tootoonchy & Sajadi, 2021; Urbano et al., 2022). This hypothesis 

sought to establish a direct link, suggesting that engagement in CE activities leads 

to tangible improvements in an employee's career trajectory, including skill 

development, network expansion, and enhanced opportunities for career 

advancement within the organisation. 

3.1.2 Hypothesis 2: The relationship between CE and OCG is moderated by 

gender 

Derived from the literature, there is a suggestion that gender plays a significant role 

in shaping engagement in CE and, hypothetically, career growth. Studies by Ruiz et 

al. (2023a, 2023b), and Jung & Takeuchi (2016) highlight the impact of gender 

equality on CE and the varying approaches men and women have towards career 

planning and management. This leads to the hypothesis that gender differences 

significantly influence engagement in CE activity, potentially leading to varying 

outcomes in career progression. 

3.1.3 Hypothesis 3: The relationship between CE and OCG is moderated by 

age 
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Literature consistently highlights age as a pivotal determinant in the level of 

engagement with CE and its subsequent influence on career growth suggesting that 

career aspirations and responsiveness to CE vary significantly across different age 

groups (Alamur & Eren Gümüştekin, 2020; Aydin et al., 2023; van Osch & 

Schaveling, 2020). Hypothesis 3 postulates that age-related variations across 

individuals significantly impact the effectiveness of CE initiatives and their 

subsequent influence on employee career growth. 

 

3.1.4 Hypothesis 4: The relationship between CE and OCG is moderated by 

role level 

The literature review reveals that different role levels within organisations contribute 

variably to CE. Senior-level managers, as per Kuratko & Audretsch (2013) and Ling 

et al. (Ling et al., 2008), are influential in setting CE's strategic direction, while middle 

and lower-level managers are key in operationalising these strategies. This leads to 

the hypothesis that the impact of role level within the organisation significantly 

influences the effectiveness of CE activities and, potentially, career growth 

outcomes. 

3.1.5 Hypothesis 5: The relationship between CE and OCG is moderated by 

departmental function 

As established in the literature review, departmental functions significantly influence 

CE initiatives and career growth opportunities. Research by Li et al. (2021), and Lee 

et al. (2021) demonstrates that departments vary in terms of autonomy and 

leadership support, affecting employees' engagement in CE activities. This 

hypothesis suggests that departmental functions differ in implementing and fostering 

CE which in turn could significantly impact the career growth of employees within 

those departments. 

These hypotheses, derived from the literature, provide a foundation for further 

empirical investigation to explore the complex relationships between corporate 

entrepreneurship, organisational career growth, and various influencing factors such 

as gender, age, role level, and departmental functions. Figure 2 illustrates the 

conceptual model for these hypotheses. 
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Figure 2: Conceptual model for the research study. 
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Chapter 4: RESEARCH METHODOLOGY 

4.1 Research design 

In designing the methodology for this study, careful consideration was given to 

aligning each aspect of the research design with the study's objectives, grounded in 

existing literature. The research employed a descripto-explanatory design, as 

advocated by Saunders & Lewis (2018) to accurately describe real-world 

characteristics of organisations and employee experiences, particularly focusing on 

the impact of Corporate Entrepreneurship (CE) activities on career growth. This 

design was chosen for its suitability in explaining the potential relationships between 

variables, specifically the interaction between an organisation's CE intensity and 

individuals' career development experiences (Saunders & Lewis, 2018). 

The study was underpinned by a positivist philosophy, which asserts that knowledge 

should be based on unambiguous, objective facts uninfluenced by human 

interpretations (Alharahsheh & Pius, 2020). This approach was instrumental in 

examining the relationship between CE and Organisational Career Growth (OCG), 

aiming to generalise this relationship through clear, accurate knowledge. The growth 

mindset theory provided the theoretical foundation, with the study applying this 

framework to explore the identified constructs without the intention of building new 

theory or extending the theoretical framework (Mutibura, 2023). Accordingly, a 

deductive approach was deemed most appropriate for testing the hypotheses 

through statistical analysis (Ganesha & Aithal, 2022; Saunders & Lewis, 2018). 

Given the time constraints of approximately six months to complete the study, a 

mono- quantitative research method was selected. This method was ideal due to its 

efficiency in gathering numerical data to analyse the strength of relationships 

between constructs and the impact of various factors on these relationships, aligning 

with recommendations by literature for studies aiming at generalisation within limited 

time and resources (Johnson & Christensen, 2020; Mulisa, 2022). 

Surveys were chosen as the research strategy to collect structured quantitative data 

from many respondents efficiently, facilitated by a questionnaire distributed online to 

the target population (Saunders & Lewis, 2018; Wegner, 2020) . A cross-sectional 

time horizon was employed, collecting data at a single point in time to explore 
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relationships, identify patterns, and estimate outcomes related to CE and OCG within 

the constrained timeframe, making it the most fitting choice for this study (Johnson 

& Christensen, 2020; Saunders & Lewis, 2018). 

4.2 Population  

The selected population for this research study, focusing on the dynamics CE and 

OCG, was identified as knowledge workers. This choice aligns well with the definition 

provided by Pyöriä (2005), who characterises knowledge work as labour that 

necessitates a high level of education and skill often integrated with the use of 

information technology (Mutibura, 2023). Inferring from this definition, knowledge 

workers are inherently positioned to engage more actively in CE activities than their 

counterparts due to their critical thinking capabilities, problem-solving skills, and 

continuous pursuit of career growth opportunities within their organisations (Koster, 

2023; Pyöriä, 2005). 

First, knowledge workers' innate drive and ability to innovate make them ideal 

candidates for contributing to and profiting from CE projects. Their job nature, which 

requires creativity, autonomy, and the application of specialised knowledge, is 

consistent with the entrepreneurial spirit that CE strives to foster inside organisations 

(Pyöriä, 2005). Second, knowledge workers have a natural predisposition towards 

career advancement, frequently seeking chances that allow them to use and extend 

their skill sets, therefore pushing their professional progress (Koster, 2023). 

Given time and budget limitations, the study narrowed its focus on knowledge 

workers in South Africa's financial services industry, which is known for its advanced 

banking system and dedication to innovation and technological improvement 

(Chironga et al., 2018). Given its dynamic character and emphasis on knowledge-

based capabilities, this specific sector provided an ideal environment for studying CE 

and OCG. The choice of this target population not only increases the study's 

relevance and applicability to contemporary organisational settings, but it also 

provides a rich context for investigating the nuanced connection between CE 

activities and career advancement among those most likely to be affected by and 

contribute to these initiatives. 
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4.2.1 Unit of analysis  

As highlighted earlier, the target population for the current study is knowledge 

workers employed within the financial services sector of South Africa. The primary 

entity of study in this research also called the ‘unit of analysis’ (Barquero et al., 2019; 

Mutibura, 2023) was, therefore, the individual knowledge worker/employee. This is 

because the study focuses on the relationship between CE and employee career 

growth, both of which are direct experiences and/or characteristics unique to each 

employee. Data on the experiences and opinions of the individual knowledge 

workers was collected and analysed to explore the relationship that may exist 

between the two variables at the individual level (Mutibura, 2023). 

4.3 Sampling method and size  

The list of all knowledge workers in the target population was not known, as such, 

there was no sampling frame for the study. Considering this, non-probability 

sampling techniques was employed in this study (Mutibura, 2023; Saunders & Lewis, 

2018). The purposive non-probability sampling method was used on the target 

population to obtain the required number of responses to the questionnaire. This type 

of non-probabilistic sampling is used when the researcher carefully selects 

participants based on characteristics and reasons relevant to the research objectives 

(Mutibura, 2023; Saunders & Lewis, 2018). The specific characteristics used to 

identify research participants included occupational role function and level, level of 

education, total years of work experience and career stage, and any highlighted 

technology proficiency - attributes that would typically be expected of knowledge 

workers as defined previously (Pyöriä, 2005). 

The researcher made use of the professional network they had and distributed the 

online survey to qualifying respondents through various channels including but not 

limited to social media platforms, online forums, and email lists that the researcher 

got access to. To improve the representativeness of the sample, quota sampling was 

also introduced to select participants based on specific demographic characteristics. 

This sampling technique ensures that individuals from each subgroup within a target 

population is included in the sample to make the sample more representative and 

reflective of the target population. This leads to more accurate and generalisable 

results compared to purposive sampling alone (Saunders & Lewis, 2018). This 
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sampling technique also works well with limited time and resources. For this study, 

the factors considered were gender, age, role level and departmental function to 

better represent the target population (Mutibura, 2023).  

Research on the consequences of CE, specifically quantitative type studies have 

used data from respondents ranging from 50 to 120 to draw conclusions for their 

studies (Urbano et al., 2022). Similarly, quantitative studies on the antecedents of 

OCG have made use of data from respondents ranging between 60 to 130 

respondents per industrial sector (Modem et al., 2021; Spagnoli, 2020; Weng & Zhu, 

2020; Zhu et al., 2021) . Considering this, the current study aimed to achieve at least 

80 responses from the target population to ensure that there was enough data for 

analysis (Mutibura, 2023). The researcher managed to collect a total of 85 responses 

for analysis. 

4.4 Research Instrument  

A self-completed questionnaire in the form of an online survey was used for data 

collection. The landing page of the survey contained a brief introduction of the 

research, its objectives, and the general structure of the survey. All questions in the 

survey were closed ended, except for a few introductory questions meant to capture 

the attributes of the respondents. The survey was voluntary, and confidentiality 

measures were enforced, as such a clause to that effect was included in the survey 

brief. The average survey duration (12 mins) based on a pilot test was included as 

well as the contact details of the researcher and the research supervisor. The rest of 

the survey was structured as follows (Mutibura, 2023): 

4.4.1 Section A: Demographics and background 

This section included questions related to the respondents’ backgrounds and 

demographic factors. These questions were useful in establishing the context of the 

study, to understand the characteristics of the participants (Fowler, 2014; Nardi, 

2018). Data collected from this section of the survey was first be used to confirm the 

representativeness of the sample and then later used during data analysis and 

interpretation. Data in this section included age, gender, highest education level, 

role-level, tenure, geographic location, ethnicity, and departmental function. The 

response options for all questions in this section were tailored for each specific 

question and some included an option of not answering that specific question. 
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4.4.2 Section B: Corporate Entrepreneurship Scale 

The Corporate Entrepreneurship Assessment Instrument (CEAI) from literature 

(Bhardwaj & Sushil, 2012; Covin & Slevin, 1991; Kim & Park, 2021; Kuratko et al., 

2014) was adopted to measure the intensity of corporate entrepreneurship in the 

organisations of the respondents (Mutibura, 2023). CE initiatives can include multiple 

dimensions, as such, the survey questions in this section reflected each of those 

multiple dimensions as follows (Kuratko et al., 2014):  

• Management support: Questions on this dimension explored employees’ 

perceptions on top-management’s readiness to encourage and support 

entrepreneurial behaviour. 

• Work discretion: This dimension aimed at measuring the extent to which an 

organisation accepts failure, gives decision-making freedom, and gives 

authority to lower-level employees. 

• Rewards and reinforcement: Questions in this dimension sought to explore 

employees’ perceptions about the company’s use of systems that reward 

entrepreneurial behaviour and success.  

• Time availability: This section's questions investigated whether employee 

job structures and schedules provide for additional time for individuals to work 

on innovations. 

• Organisational boundaries: Questions in this dimension considered the 

extent to which organisational boundaries are perceived to be flexible and 

useful in supporting entrepreneurial activities. 

The full CEAI scale comprises of 48 questions in total, however, only 16 of these 

used in the study, with each dimension represented by 3 to 5 questions.  All the 

questions in this section were in the form of a 5-point Likert scale which ranged from 

strongly disagree to strongly agree. Table 1 shows some literature-reported 

Cronbach’s alpha per dimension of the CE scale under the emerging economies 

context (Bhardwaj & Sushil, 2012). Despite South Africa fitting the emerging 

economies characteristic (Bhardwaj & Sushil, 2012), when the CE scale was tested 

under the South African banking sector context, only the management support and 

the rewards/reinforcement dimensions were established as reliable based. Refer to 

Chapter 5 for details on the reliability of the scales. 
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Table 1: Reliability of the CE scale under the emerging economies context (Bhardwaj 
& Sushil, 2012). 

 

4.4.3 Section C: Impact of CE on employee career growth 

The questions in this section aimed to assess the relationship between CE intensity 

of an organisation and the employee’s career growth by focusing on the impact that 

CE initiatives have had on the individual’s career development. Questions from 

literature (Spagnoli & Weng, 2019) were adopted and adapted to suit the research 

objectives. The goal here was to capture the individuals’ perceptions and experience 

(Mutibura, 2023). Given that the OCG scale is relatively new, and has not been tested 

under various contexts, all 15 questions of the scale were adopted to retain the 

integrity of the scale as presented by Spagnoli & Weng (2019). The four OCG factors 

were represented as follows (Mutibura, 2023; Spagnoli & Weng, 2019): 

• Career goal progress. This sub-section addressed the influence of CE 

initiatives on employee’s motivation and engagement at work and their 

perceptions of how they are supporting an individual to meet their career 

aspirations. 

• Professional ability development: The questions in this sub-section aim to 

assess how CE activities have contributed to acquiring new knowledge and 

skills. The questions also evaluated the extent to which CE in an organisation 

has encouraged employees to pursue additional education or training for their 

professional development. They also to assessed how CE has affected the 

individual’s professional networks and relationships, as well as how it may 

have facilitated chances for networking and career advancement. 

• Promotion speed. The purpose of this set of questions was to determine the 

extent to which CE initiatives have resulted in promotions or increased work 

responsibilities for the individual.  

• Compensation. Questions in this section explored how engagement in CE 

affects the pace of an employee's salary growth within the organisation. 

Dimension Cronbach’s alpha

Management support 0.96

Work discretion 0.84

Rewards/reinforcements 0.85

Time availability 0.55

Flexible organization boundaries 0.84
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Table 2 gives a summary of the literature-reported reliability of the OCG scale. All 

the questions were in the form of a 5-point Likert scale which ranged from strongly 

agree to strongly disagree. Refer to Appendix A for the full list of survey questions. 

When the scale was tested for reliability under the South African banking sector 

context, all the four dimensions were confirmed to be reliable. Refer to Chapter 5 for 

the detail on the OCG scale reliability. 

Table 2: Literature-reported reliability of the OCG scale (Spagnoli & Weng, 2019) 

 

4.4.4 Data gathering process 

Quantitative data obtained from the self-completed online survey was collected for 

the study. Google Forms was used as the survey tool for distributing the 

questionnaire to the target population. The selection was done based on budget 

limitations, familiarity, user-friendliness, and capability to obtain raw data in Excel 

format. The survey was set up in such a way that anyone with the survey link would 

automatically be granted access to complete the survey, however, a respondent was 

able to complete the survey only once. This ensured that any referrals could access 

the survey easily (Mutibura, 2023).  

The link to the survey was initially shared with a list of potential respondents (83 

individuals) via email and text. In these messages, the respondents were asked to 

share with their colleagues, former colleagues, and professional networks that fit the 

profile of the target population (Mutibura, 2023). The idea here was to get at least 2 

other unique individuals through referrals which sums it up to about 249 unique 

individuals with access to the survey. The survey link was also shared via social 

media platforms such as LinkedIn (287 individuals) which shows individuals 

professional backgrounds as well as the GIBS alumni channel (21 individuals) 

accessible to the researcher. Responses were collected from the following South 

African banks: Standard Bank, ABSA, First National Bank, Nedbank, Capitec, 

Investec, Discovery Bank, African bank, and Bidvest bank. 

Important to note is that getting a high response rate from big financial institutions 

like banks was a bit of a challenge because of the bureaucracy involved in getting 

Dimension Cronbach’s alpha

Career goals progress 0.97

Professional abilities development  0.95

Promotion speed 0.85

Remuneration growth 0.86
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information from such institutions. As such, cold calling bank employees via social 

media platforms yielded very low response rates (less than 5%). The majority (about 

73%) of the responses received were from the researcher’s direct networks and 

through referrals. The target data collection period was initially planned for 10 weeks 

from the day of first survey link sent out, however due to the low response rates, the 

collection period was extended for a further 5 weeks.  

The data collection was monitored continuously and depending on the response rate 

and the response time that had lapsed, 1–3 nudge communications to potential 

respondents were issued (Hummel & Maedche, 2019). Throughout the process, the 

researcher was on stand-by to fix any technical issues promptly and assist 

respondents with any other challenge that they may face while completing the 

survey. Once the number of responses targeted (80 responses) had been achieved, 

the survey was closed, and the data downloaded in Excel format and saved for 

statistical analysis (Mutibura, 2023). 

4.4.5 Analysis approach  

The data analysis approach followed in this study involved a couple of steps to 

ensure reliability, validity, replicability, and accuracy. A rigorous and structured 

analytical procedure ensured that sensible conclusions about the relationship 

between the two constructs are drawn and data-informed decisions are made. The 

following steps formed part of the general framework followed during data analysis 

for the study (Mutibura, 2023): 

 Selecting the analysis tool 

Given that there are many tools and methods available for analysis, the researcher 

had to choose one that aligned with the requirements of the research study as well 

as some other considerations impacting the research (Mutibura, 2023). These 

included: 

• Research hypotheses: The research hypotheses dictated the type of statistical 

test required for the study. In this case, hypothesis 1 sought to test the correlation 

between CE and OCG, while hypotheses 2-5 sought to test for the moderating 

effect of some demographic variables on the CE – OCG relationship. The 

analysis tool and method of choice had to support these specific types of 

statistical tests (Mutibura, 2023).  



 

35 
 

• Data type and size: The type of data collected in this study was mostly ordinal 

data from the Likert scale questions as well as some nominal data from the first 

section of the questionnaire. The statistical method and tool selected had to be 

capable of supporting such data types. The size of the dataset was also 

considered as some statistical methods may have limitations on the minimum 

data points they require to produce valid results (Mutibura, 2023). 

• User-friendliness: The ideal analytical tool to use for the study would be easy 

to use, quick to learn, and readily have technical support, user manuals or online 

community references for frequently asked questions. For this study, the 

researcher chose a familiar tool, with a user-friendly interface and does not 

require any special coding skills or syntax. This reduced the overall time required 

for data analysis (Mutibura, 2023). 

• Cost: The cost of accessing the tool also played a big role in the tool selection 

process as the project had a very limited budget. As such, the most ideal tool was 

one that came at a minimum cost and still had the capabilities stated above 

(Mutibura, 2023). 

Given these factors, the analysis tool of choice for the study was IBM SPSS. The 

analysis method used for hypothesis 1 was the Spearman correlation which aligned 

very well with the ordinal data collected in the study. For hypothesis 2-5, ordinal 

logistic regression was the method used as it aligned with the data characteristics 

and hypothesis requirements. SPSS could support all these statistical tests and the 

types of data that was collected. The open-source learning material on how to use it 

as well as online support communities ensured a smooth analysis of results.   

 Data cleaning 

The survey tool that was selected, Google Forms, has the capability to automatically 

consolidate, convert and import the survey responses into an Excel document 

(Mutibura, 2023). The raw data collected from the survey had no missing entries, 

however, 1 outlier was identified using the Mahalanobis distance test. The identified 

outlier was discarded to improve the quality of the dataset for analysis and 

subsequently, the research findings (Wegner, 2020). Detail on this process is 

presented in Chapter 5. 
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 Data preparation 

Once the data was clean, the researcher had to go through a rigorous data 

enrichment exercise to categorise and re-code the data into more meaningful 

measures (Wegner, 2020). Nominal data had to be re-coded into a binary format, 

while the Likert scale data (interval data) was coded using a 5-point code with 5 

representing ‘strongly agree’ and 1 representing ‘strongly disagree’ (Mutibura, 2023). 

Checks for reverse coded data were also done and none were found. Detail on this 

process in presented in Chapter 5. 

 Running the statistical test 

Once the data was ready, the appropriate test for correlation was selected, and 

correct dependant and independent variables chosen. The appropriate test for 

correlation between two interval data sets is the Pearson correlation test (Wegner, 

2020). The applicable assumptions for this test were verified and appropriate 

selections in SPSS were be made to ensure accuracy. In a similar fashion, the 

independent t-test was used for hypotheses 2 to 5 as it was the most appropriate 

test for differences for the type of data collected. These tests were run, and the output 

saved for interpretation (Mutibura, 2023). 

a) Descriptive statistics 

Presentation of the tests’ outputs started with the descriptive statistics which assisted 

in getting the initial understanding of the dataset characteristics and provide a basis 

of inferential interpretation (Johnson & Christensen, 2020). This included measures 

of central tendency, measures of dispersion, data distribution shape, and frequency 

distributions (Wegner, 2020). Where possible some of the descriptive statistics were 

presented in the form of data visualisations that aid in understanding the data 

patterns and main features (Mutibura, 2023). Further detail on this can be found in 

Chapter 5. 

b) Inferential statistics 

Following the descriptive statistics were the results of the statistical tests done for 

each of the hypothesis for the study. These results have been presented in Chapter 

5 of this report. Visualisations in the form of tables from SPSS have been included 

in these results.  
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c) Report findings and limitations 

The interpretation of the results depended on a couple of parameters generated in 

the test output and these included the correlation coefficient, the direction of the 

relationship and p-values. These were used to determine if the results support the 

hypotheses or not (Wegner, 2020). Based on the interpretation of the inferential 

statistics, the practical implications of the findings were determined and reported. 

Limitations of the research findings were indicated and areas for further exploration 

highlighted (Mutibura, 2023). 

4.5 Research quality controls  

4.5.1 Pilot testing 

To ensure the survey's quality and clarity, it was initially piloted with a small, diverse 

group (in terms of gender, age, experience, ethnicity, and role level) of seven 

individuals reflecting the target population (knowledge-workers from South African 

banks) (Johnson & Christensen, 2020). This pilot test aimed to identify any issues, 

such as unclear questions, problematic response options or technical glitches, 

through qualitative feedback these participants. Adjustments were made based on 

this feedback, including the removal of question 4 which was related to institutional 

affiliation due to confidentiality concerns. In this way, the survey was refined for 

broader distribution, ensuring its effectiveness in the collection of the data. 

Once the responses for the pilot were in, a quick analysis of data was done to identify 

patterns in responses such as left out questions, or a frequent number of ‘neutral 

responses’ which may signal issues with the question. The data was also checked 

for adequacy and useability with statistical tools. Based on the feedback and mock 

statistical analysis, no further revisions of the questions were made (Mutibura, 2023).  

4.5.2 Scale reliability and validity 

Further quality control measures employed for the study were the reliability test and 

the validity test. Expressed by means of the Cronbach’s alpha, reliability measures 

the internal consistency of a scale (Sürücü & Maslakçi, 2020). Validity on the hand 

measures the extent to which a scale accurately captures it intends to measure 

(Anastasi & Urbina, 1997). Both these tests were applied on the CE and OCG scales 

per dimension of each construct. The output of the analysis revealed that only 2 out 
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of the 5 CE dimension in the scale were reliable, while all the dimension for the OCG 

scale proved to reliable. Validity of these dimensions was also confirmed. The 

unreliable dimensions were excluded from the analysis to ensure valid results. Refer 

to Chapter 5 for the detailed results of the tests. 

4.6 Ethical considerations 

The following ethical considerations were applied to this study: 

• Confirmation that the study did not have a health dimension, nor did it relate 

to the health industry. 

• Participation was voluntary, no cohesion or bribery was done to motivate 

participation. 

• The study promised to maintain anonymity and ensure the protection of 

research participants from harm or exploitation. 

• The preservation of participants was ensured as well as Compliance with 

POPIA Act on participants information. Data storage and security was through 

the GIBS’ document vault, UPSpace. 

4.7 Research Limitations  

To assist in contextualising the research findings and give directions for future 

studies, it is important to state the possible limitations that the current study might 

have had. Here are some of the identified potential limitations of the study and the 

likely impact they may have on the research outcome (Mutibura, 2023): 

a. The self-completed survey might have been subject to self-report biases where 

respondents are misguided into providing inaccurate responses which can affect 

the validity of the data and conclusions drawn thereof (Saunders & Lewis, 2018). 

Self-report bias might have been due to question misinterpretation, pressure to 

provide socially desirable responses, poor memory, or even for self-serving 

reasons. To reduce the impact of this limitation, the researcher designed clear 

questions, ensured respondent anonymity, and made use of indirect questions in 

the survey. 

b. The use of non-probabilistic purposive and quota sampling techniques introduced 

selection bias, a distortion that occurs due to a sample that is not representative 

of the target population. This limits the extent of generalisability of the findings to 
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a larger population of knowledge workers in the financial services industry 

(Johnson & Christensen, 2020). 

c. The reliance on a single research method and a single measurement instrument 

may not fully capture the complexity of the two constructs and their relationship 

thereof. Mixed-methods technique may enhance the depth of understanding 

(Mulisa, 2022; Saunders & Lewis, 2018). 

d. Cross-sectional data is limited to a single point of data collection, which makes it 

difficult to infer causality between the two constructs under study. To establish 

causal relationships, future research may consider longitudinal time horizons 

(Johnson & Christensen, 2020; Saunders & Lewis, 2018).  
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Chapter 5: RESEARCH RESULTS 

5.1 Introduction  

Recapping from the previous chapters, the focus of this study was to investigate the 

interplay between corporate entrepreneurship (CE) and organisational career growth 

(OCG). The foundation of this inquiry is rooted in a series of research hypotheses, 

meticulously developed from a thorough review of extant literature. These 

hypotheses serve as a conceptual scaffold, guiding the empirical examination and 

facilitating a structured exploration of the complex relationships that define the nexus 

between CE and OCG. Focus was on determining the correlation between CE and 

OCG, as well as and how different demographic characteristics of the people who 

filled out the survey might affect this relationship. The study employed a descripto-

explanatory research design, underpinned by a positivist philosophy, to rigorously 

test the formulated hypotheses. Primary data from self-completed online surveys 

was collected and stored for analysis.  

This chapter is dedicated to the meticulous presentation of findings derived from the 

comprehensive analysis of survey data that was collected. It serves as a conduit 

through which the gathered data is not only presented but is meticulously dissected 

to illuminate the findings of the study.  

The chapter begins by delineating the meticulous preparatory steps undertaken to 

render the data amenable for analysis. This groundwork is essential, as it ensures 

the integrity and applicability of the data towards achieving the research objectives. 

Subsequently, we pivot to an examination of the research instrument's validity. This 

step is paramount as it ascertains the tool's effectiveness in capturing the constructs 

of interest accurately (Sürücü & Maslakçi, 2020). Following the validation process, 

we delve into an assessment of the instrument's reliability. By determining the 

Cronbach alpha, the internal consistency of each dimension within the constructs 

under scrutiny is evaluated. This evaluation is critical, for it underpins the robustness 

and repeatability of our findings (Sürücü & Maslakçi, 2020).    

Once the twin pillars of validity and reliability are firmly established, we proceed to 

present the descriptive statistics. This segment offers an overview of the dataset, 

shedding light on the demographic and professional contours of the survey 
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respondents. The descriptive statistics serve as a preface to the more intricate 

inferential statistical analyses that follow. 

Finally, in the succeeding sections, we navigate through the inferential statistical 

analysis, where the crux of our findings is presented. It is important to note that this 

chapter is devoted solely to presenting the results; interpretations and implications 

of these findings will be the focus of subsequent chapters. Through this structured 

presentation, the researcher aimed to provide a transparent and thorough exposition 

of the data, setting the stage for a deeper understanding of the interconnections 

between corporate entrepreneurship and organisational career. 

5.2 Population sample characteristics 

As highlighted in the methodology chapter, the target population was knowledge 

workers within South Africa’s financial services sector. This population is expected 

to exhibit high level of education and skill often integrated with the use of information 

technology and are in continuous pursuit of career growth opportunities (Koster, 

2023; Pyöriä, 2005).  Here, education can be accessed through inspecting of the 

highest academic qualifications the respondents had. Skill can be inferred from a 

combination of academic qualification, tenure, and hierarchical position. Integration 

with technology can be evaluated from the functional department in which the 

respondent works in. 

To assess the representativeness of the collected data as well as to understand the 

characteristic distribution of the population sample for the study, some frequency 

analysis on the data were determined. This detailed the demographic and 

background characteristics of the participants and showcased their diversity across 

the various dimensions.   

Firstly, the age distribution of respondents, which is grouped into four groups namely 

18-25, 26-35, 36-45, and 46-55 years. Figure 3 summarises the age distribution of 

the survey respondents. According to Figure 3, the frequency distribution highlights 

the 26-35 years age group to be the most represented. 
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Figure 3: Age distribution of the respondents. 
 

Secondly, the gender distribution which provides insight into the gender diversity of 

the respondents was assessed. The collected data shows there were more male 

respondents than their female counterparts as summarised in Figure 4. 

 
Figure 4: Gender distribution of the respondents. 
 

 
Figure 5:  Distribution of the respondents’ highest educational qualification. 
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The educational qualification distribution denoted by the highest level of education 

the respondents hold was also assessed. The output is summarised in Figure 5. 

According to Figure 5, the sample group was dominated by employees with a 

Bachelors/Hons degree and Maters/Post graduate degrees. 

The department and role level within the company are crucial in understanding the 

professional diversity of the participants. Frequency distributions for these variables 

as summarised in Figure 6 and Figure 7 show the spread of respondents across 

different departmental functions, and role-level from entry-level to executive roles. 

According to these illustrations the respondents were concentrated in the Information 

Technology and Risk Management; Corporate and Investment Banking; Data and 

Analytics as well as the Strategy and Consulting departmental groups which 

collectively formed 78% of the population sample. These respective departmental 

functions are known to be enabled by IT systems (Wewege et al., 2020). The group 

was dominated by employees at the middle and senior management groups 

contributing to about 75% of the population samples. 

 
Figure 6: Respondents’ distribution by departmental function. 
 

 
Figure 7: Role-level distribution of the survey respondents. 
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Figure 8: Respondents’ frequency distribution by tenure. 
 

Another variable considered in the study was tenure which offers a view of employee 

longevity and experience within the organisation. This was divided into four ranges 

from 0 to over 15 years. Figure 8 shows the frequency distribution of each age group 

that was represented by the respondents. Employees with a tenure of less than 5 

years dominated sample making up about 65% of the respondents.  

 
Figure 9: Geographical distribution of the respondents. 
 

The geographical distribution of the respondents indicates that over 95% of the 

respondents were from the Gauteng Province of South Africa. This is summarised in 

Figure 9 which shows minimal representation of the other provinces in South Africa. 

Some provinces had zero representation. 

Lastly the ethnicity distribution of the respondents was also evaluated. According to 

the summary in Figure 10 66% of the respondents were from the African group. 



 

45 
 

 
Figure 10: Distribution of the survey respondents by ethnicity. 
 

5.3 Data preparation 

5.3.1 Missing data entries 

The survey was designed to eliminate the issue of missing data from the outset, 

utilising Google Forms' in-built functionality that made all questions mandatory. 

Consequently, there was no need to address missing data entries, as the system 

ensured that all responses were fully accounted for before submission. 

5.3.2 Data Coding 

The demographic information provided by the respondents, which was originally in 

nominal (demographic data) and ordinal data (Likert scale data) formats, were 

converted into numerical equivalents to ensure compatibility with SPSS. A detailed 

guide to these coding conventions, are shown in Table 3.  

Important to note is that the response data pertaining to the respondents' 

departmental affiliations was systematically categorised into departmental groups 

based on their core activities and service areas. These departmental groups were 

also assigned numerical codes to facilitate their application in SPSS. A 

comprehensive summary of these departmental categories and their respective 

numerical codes are also illustrated in Table 3. 
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Table 3: Data coding 
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5.3.3 Outlier Detection 

In the current study, we used a multivariate analysis to detect outliers in the dataset, 

concentrating on data points that deviated considerably from typical values across 

many variables (Tabachnick et al., 2013; Zijlstra et al., 2013). Multivariate outliers, 

which are exceptional or rare combinations of values across many variables, can 

have a significant impact on the dataset, possibly signalling error in data capture, or 

even genuinely unusual observations (Leys et al., 2019). The correct detection and 

treatment of these outliers is critical for the integrity of data analysis and 

preprocessing, ensuring that statistical analyses are not influenced by skewed data. 

For this study, data was assessed for multivariate outliers using a Mahalanobis 

distance test in SPSS (Leys et al., 2019; Tabachnick et al., 2013).  See Table 10 in 

Appendix B for the list of p-values (labelled PMAH_1) from the test. One multivariate 

outlier (with a p-value < 0.001) was detected and removed from the dataset.   

5.4 Reliability of the used scales 

Reliability, as described by Sürücü and Maslakçi (2020), is an important measure of 

both the measuring instrument's stability and the repetition of the results obtained 

under similar contexts. The reliability of the research scales used in this study was 

carefully assessed to verify the internal consistency of each dimension within each 

of the measuring scales. 

As a preliminary step, the scales were checked for reverse-coded questions, to 

correct for any answer biases that may impair the scales' internal consistency 

(Sürücü & Maslakçi, 2020). No reverse-codded questions were detected for either of 

the scales. Thereafter, the Cronbach's alpha coefficient was used as the key 

statistical metric in the reliability analysis. The reliability criterion was a Cronbach's 

alpha greater than 0.65, which is a usual threshold used in research to indicate a 

reliable scale (Sürücü & Maslakçi, 2020). Using the SPSS function, the reliabilities of 

the two scales used in the study were assessed.  
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Table 4: Reliability results for the CE scale. 

Dimension No of Questions Cronbach's alpha 

Management support 5  0.837 

Work discretion 3 -0.025 

Rewards & reinforcement 3  0.668 

Time availability 3 -0.027 

Organisational boundaries 2  0.484 
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Table 4  shows the reliability results obtained for the five dimensions of the CE scale. 

Refer to Appendix B for a detailed output. According to the results the questions 

under the management support, work discretion and organisational boundaries 

dimensions had an acceptable internal consistency. Work discretion, time availability 

and organisational boundaries yielded very low alphas suggesting among possible 

reasons the existence of reverse-coded questions, poor inter-relatedness between 

questions, low number of questions per dimension or small sample size  (Sürücü & 

Maslakçi, 2020). No reverse-coded questions were identified, and the other two 

potential causes could not be corrected for at the analysis stage of the study. As such 

questions from these three dimensions of the CE scale were discarded as 

recommended by Tavakol & Dennick (2011). Important to note however, is the 

recommendations for future studies discussed in Chapter 7 addressing this reliability 

issue of the CE scale.  

For the OCG Scale, Table 5 presents the reliability results obtained for the four 

dimensions of the scale. According to these results the OCG scale is reliable since 

all alphas are above threshold. 

Table 5: Reliability results for the OCG scale 

Dimension No of Questions Cronbach's alpha 

Career goal progress 4 0.929 

Professional ability development 4 0.916 

Promotion speed 4 0.823 

Remuneration growth 3 0.799 

 

5.5 Validity of research instrument 

The principle of validity is critical in research because it ensures that research 

instrument correctly capture the phenomena intended (Anastasi & Urbina, 1997). It 

is concerned with the extent to which a test or survey measures what it claims to 

measure. According to Anastasi & Urbina (1997) along with Sürücü & Maslakçi 

(2020), define validity as the degree to which a measuring instrument accurately 

reflects the behaviour or quality that it is designed to assess. This emphasises the 

significance of validity as a key measure of the instrument's performance in carrying 

out its intended purpose. 
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According to Sürücü & Maslakçi (2020), validating a research scale entail interpreting 

the data generated by the instrument in a relevant adequate manner. The depth of 

validity includes a wide range of tests, each adapted to the unique objectives, aims, 

or qualities of the research instrument under consideration. Oluwatayo (2012) 

discusses a wide range of validity tests, including predictive validity, concurrent 

validity, content validity, and construct validity, among others. This multiplicity of 

validity types emphasises the concept's complex nature, catering to the many 

features of research instruments and the settings in which they are used. 

The focus of this study was on construct validity, which comprise of convergent 

validity and discriminant validity (Hair et al., 1998). This choice is because the 

research did not involve the development of a new scale; instead, it used existing 

scales that had previously been validated for both validity and reliability in their 

original language and context (Sürücü & Maslakçi, 2020). The decision to test 

construct validity was motivated by the necessity to determine the scales’ 

applicability and accuracy within the context of this study (Sudaryono et al., 2019). 

To assess the validity of the research instrument, factor analysis using SPSS done 

and some basic math calculations in Excel was run to get to a conclusion. Factor 

analysis serves to summarise data in a way that improves the interpretability and 

comprehension of observed variable connections inside the measuring instrument 

(Sürücü & Maslakçi, 2020). Following from the test for reliability done in the previous 

section, only questions that fell under the two dimensions that proved to be reliable 

in the CE scale were tested for construct validity.   

Figure 11 summarise the validity test outputs of the CE scale. According to the output 

the scale was divided into two main components. See Appendix B for the original 

SPSS output. The average loading factor for both components 1 and 2 are above 

the threshold of 0.7, hence convergent validity was confirmed (Sürücü & Maslakçi, 

2020). Comparison of the AVE and the square of correlation show that the AVE for 

both components is greater than the square of correlation. As such discriminant 

validity for the CE scale for the two dimensions was also confirmed (Sürücü & 

Maslakçi, 2020). 
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Figure 11: Establishing construct validity of the CE scale. 

 
Figure 12: Establishing construct validity of the OCG scale. 
 

Figure 12 summarises the validity test outputs of the OCG scale. The scale was 

divided into two main components with the average loading factor for both 

components above the 0.7 threshold. As such, convergent validity was confirmed 

(Sürücü & Maslakçi, 2020). Comparison of the AVE and the square of correlation 

show that the AVE for both components is greater than the square of correlation. 

Based on this, discriminant validity for the OCG scale was also confirmed (Sürücü & 

Maslakçi, 2020). 

 

 

Scale Question Component 1 Component 2 Scale Question Component 1 Component 2

Q9 0.770 Q9 0.593

Q10 0.812 Q10 0.659

Q11 0.742 Q11 0.551

Q12 0.775 Q12 0.601

Q13 0.707 Q13 0.500

Q17 0.789 Q17 0.623

Q18 0.898 Q18 0.806

Q19 0.425 Q19 0.181

Average factor loading 0.761 0.704 AVE 0.581 0.537

Square of correlation 0.167 0.167

Convergent Validity for CE scale Discriminant validity for CE scale

Factor loading Square of the factor loading

Scale Question Component 1 Component 2 Scale Question Component 1 Component 2

Q25 0.949 Q25 0.901

Q26 0.883 Q26 0.780

Q27 0.818 Q27 0.669

Q28 0.837 Q28 0.701

Q29 0.875 Q29 0.766

Q30 0.915 Q30 0.837

Q31 0.801 Q31 0.642

Q32 0.758 Q32 0.575

Q33 0.705 Q33 0.497

Q34 0.498 Q34 0.248

Q35 0.71 Q35 0.504

Q36 0.796 Q36 0.634

Q37 0.888 Q37 0.789

Q38 0.561 Q38 0.315

Q39 0.878 Q39 0.771

Average factor loading 0.838 0.721 AVE 0.708 0.542

Square of correlation 0.238 0.238

Convergent Validity for OCG scale Discriminant validity for OCG scale

Square of the factor loadingFactor loading
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5.6 Descriptive Statistics 

To summarise the respondents’ attitudes, perceptions and behaviours related to the 

two constructs being investigated, some descriptive statistics were employed. 

Considering the measures of central tendency on the CE scale, the mean scores 

(ranging from 3.4 - 4.1) for the two dimensions under consideration show that most 

of the respondents expressed agreement regarding receiving management support 

as well as reward and reinforcement. This sentiment is further substantiated by the 

median and mode values which shows that both the mid-point and most frequent 

perception agree that management support and rewards are received. The measure 

of dispersion expressed by the magnitude of the standard deviation shows that the 

respondents’ attitudes on the management support dimension is somewhat 

homogeneous, while that for rewards/reinforcement is more heterogeneous. 

Table 6: Descriptive statistics on the CE scale 

 

In a similar fashion, the OCG scale was analysed using descriptive statistics to 

understand the general perceptions of the respondents regarding the OCG 

dimensions. The analysis revealed a prevalent positive outlook on these dimensions, 

as indicated by the mean scores of all questions, with the exceptions of Q33 and 

Q37. The mode and median values further corroborated that a significant majority of 

participants have encountered the attributes of these dimensions. On measures of 

dispersion, the ‘career goal progress’ dimension as well as the ‘professional ability 

development’ dimension showed that the respondents’ attitudes towards those 

dimensions were more homogenous compared to the other two dimensions. 

 Table 7: Descriptive statistics on the OCG scale 

Q9 Q10 Q11 Q12 Q13 Q17 Q18 Q19

Valid 84 84 84 84 84 84 84 84

Missing 0 0 0 0 0 0 0 0

3.95 3.98 3.60 3.37 3.98 3.96 3.88 4.05

4.00 4.00 4.00 4.00 4.00 4.00 4.00 4.00

4 4 4 4 4 4 4 4

0.981 0.931 1.077 1.050 0.994 0.987 1.011 1.005

3 4 4 4 4 4 4 4

Management support
Rewards & 

Reinforcement

Std. Deviation

Range

N

Mean

Median

Mode
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5.7 Inferential statistics 

5.7.1 Hypothesis 1: Testing for correlation 

Data collected from both the CE scale and the OCG scale was ordinal data meaning 

it can be ranked but the intervals between the ranks may not be equal. The collected 

data was characterised by the following properties: 

• Ordinal data: This type of data does not allow for parametric statistics 

(Siegel, 2012).  

• Non-normally distributed data: A Shapiro-Wilko test showed a significant 

departure from normality, (p = <0.001). See SPSS output in Appendix B. 

• Relatively small sample size: Some researchers have worked with larger 

sample sizes. 

• Presence of outliers: The box plots for some of the variables showed a few 

outliers. 

Given these data qualities, the Spearman's correlation test was selected as the best 

way to assess the relationship between the two variables. This test uses the rank 

order of values rather than their specific magnitude, is appropriate for detecting linear 

or non-linear monotonic relationships, does not assume the variables are normally 

distributed, and is less sensitive to outliers than Pearson's correlation test (de Winter 

et al., 2016; Schober et al., 2018). Furthermore, the Spearman correlation is 

especially useful for small sample sizes, when the data distribution may be unknown 

or parametric assumptions cannot be satisfied (de Winter et al., 2016). For these 

reasons, the Spearman correlation was considered the most likely analysis to yield 

more accurate results given the data properties. The assumptions for a Spearman 

correlation are (Grande, 2016): 

Q25 Q26 Q27 Q28 Q29 Q30 Q31 Q32 Q33 Q34 Q35 Q36 Q37 Q38 Q39

Valid 84 84 84 84 84 84 84 84 84 84 84 84 84 84 84

Missing 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

4.00 4.14 4.12 4.00 4.14 4.21 3.98 4.12 2.96 3.23 3.80 3.01 2.74 3.27 3.00

4.00 4.00 4.00 4.00 4.00 4.00 4.00 4.00 3.00 3.00 4.00 3.00 3.00 3.00 3.00

4 4 4 4 5 5 4 4 3 4 4 3 3 4 3

0.994 0.838 0.798 0.982 1.043 0.932 0.905 0.842 1.187 1.155 0.967 0.988 1.099 1.176 1.075

4 3 3 4 4 3 3 4 4 4 4 4 4 4 4

Median

Mode

Std. Deviation

Range

N

Mean

Career goal progress
Professional ability 

development
Promotion speed Remuneration growth
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• Variables have a monotonic relationship, that is the value of one variable 

would increase as the value of the other increases and vice versa. See scatter 

plots in Appendix B that confirmed this assumption. 

• The two variables are measured at the ordinal level of measurement or higher 

(interval or scale). Both variables are based on Likert scale scores. 

5.7.2 Hypotheses 2-5: Testing for moderators 

According to the defined hypotheses 2 to 5, statistical methods that test for the 

moderating effect of variables needed to be applied. For this study the ordinal 

logistics regression technique was used. As opposed to linear regression which 

requires the dependent variable data to be continuous, ordinal logistic regression is 

a more robust option and generally preferred when the dependent variable has 

ordinal data (ranked) as was the case with the Likert scale data collected for OCG 

(Osbourne, 2015).  

An important assumption to consider when running the ordinal logistics assumption 

is the proportional odds assumption which states that the odds ratios for the 

independent variables affecting the outcome are consistent across all levels of the 

outcome variable (Osbourne, 2015). This implies that the independent variables 

have a multiplicative effect on the odds of the outcome, and this effect is constant 

across all category thresholds of the dependent variable. The validity of this 

assumption can be tested in SPSS and is generated as part of the output of running 

the ordinal logistics regression (Field, 2013). 

A composite variable per CE dimension was generated based on the mean score of 

the questions per dimension. To minimise multicollinearity, these composite 

variables were then centred by subtracting the dimension mean from each of the 

variables (Osbourne, 2015).  

For similar reasons, the proposed predictor variables were also centred, except for 

gender and departmental function, as these constituted nominal data. For each of 

the hypothesis, interaction terms between the independent variable and the 

moderating variable were created by multiplying these two variables together. It was 

then these interaction terms that were assessed for moderating effect based on the 

p-values and the direction and magnitude of the regression coefficients (Baron & 
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Kenny, 1986; Field, 2013; Osbourne, 2015). A 95% confidence interval was used for 

all tests. 

5.7.3 Hypothesis 1: There is a significant positive correlation between CE and 

OCG 

For hypotheses 1, the null (H0) and alternate (H1) hypotheses were as follows: 

• H0: There is no significant correlation between CE and OCG. 

• H1: There is a significant positive correlation between CE and OCG. 

Using the Spearman correlation on the CE and OCG scale dimensions with 

confirmed reliability and validity, the test for association was conducted. Table 8 

presents the summarised output of the test. Refer to Appendix B for the SPSS out.  

Table 8: Summary of Spearman correlation output for hypothesis 1. 

 

Q9 Q10 Q11 Q12 Q13 Q17 Q18 Q19

Correlation Coefficient ,355** 0.165 ,381** 0.151 0.097 ,270* ,332** ,561**

Sig. (2-tailed) 0.001 0.134 0.000 0.171 0.381 0.013 0.002 0.000

Correlation Coefficient ,365** 0.157 ,301** 0.090 0.129 ,264* ,279* ,656**

Sig. (2-tailed) 0.001 0.153 0.005 0.415 0.243 0.015 0.010 0.000

Correlation Coefficient ,359** ,229* ,262* 0.149 0.162 ,251* ,269* ,585**

Sig. (2-tailed) 0.001 0.036 0.016 0.176 0.141 0.022 0.013 0.000

Correlation Coefficient ,348** ,244* ,380** 0.094 ,222* ,342** ,466** ,629**

Sig. (2-tailed) 0.001 0.025 0.000 0.393 0.042 0.001 0.000 0.000

Correlation Coefficient ,431** ,228* ,445** 0.190 0.205 ,359** ,373** ,593**

Sig. (2-tailed) 0.000 0.037 0.000 0.084 0.062 0.001 0.000 0.000

Correlation Coefficient ,437** ,271* ,445** 0.119 ,319** ,313** ,406** ,606**

Sig. (2-tailed) 0.000 0.013 0.000 0.280 0.003 0.004 0.000 0.000

Correlation Coefficient ,437** ,294** ,389** 0.178 ,236* ,298** ,433** ,545**

Sig. (2-tailed) 0.000 0.007 0.000 0.106 0.031 0.006 0.000 0.000

Correlation Coefficient ,450
**

,258
*

,375
** 0.126 ,288

**
,453

**
,440

**
,612

**

Sig. (2-tailed) 0.000 0.018 0.000 0.255 0.008 0.000 0.000 0.000

Correlation Coefficient ,329
**

,336
**

,414
** 0.146 0.198 ,374

**
,446

**
,439

**

Sig. (2-tailed) 0.002 0.002 0.000 0.185 0.070 0.000 0.000 0.000

Correlation Coefficient ,349** ,345**
,451

** -0.051 ,255
*

,492
**

,591
**

,468
**

Sig. (2-tailed) 0.001 0.001 0.000 0.647 0.019 0.000 0.000 0.000

Correlation Coefficient ,350
** 0.189 ,379

** 0.115 ,248
*

,298
**

,472** ,503**

Sig. (2-tailed) 0.001 0.085 0.000 0.297 0.023 0.006 0.000 0.000

Correlation Coefficient 0.089 0.173 0.080 -0.152 0.114 ,247* ,239* 0.214

Sig. (2-tailed) 0.419 0.116 0.469 0.167 0.300 0.024 0.029 0.050

Correlation Coefficient 0.169 ,241* 0.204 0.113 0.209 ,476**
,410

**
,348

**

Sig. (2-tailed) 0.124 0.027 0.062 0.305 0.056 0.000 0.000 0.001

Correlation Coefficient ,389
**

,253
*

,249
* 0.071 ,368

**
,486

**
,417

**
,461

**

Sig. (2-tailed) 0.000 0.020 0.023 0.521 0.001 0.000 0.000 0.000

Correlation Coefficient 0.107 ,249* 0.104 0.082 ,236* ,342** ,290** 0.186

Sig. (2-tailed) 0.333 0.022 0.346 0.458 0.030 0.001 0.008 0.090

** Correlation is significant at the 0.01 level (2-tailed)

* Correlation is significant at the 0.05 level (2-tailed)
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The numbers with the asterisks in the top right-hand corner show that there is a 

significant (p<0.05) correlation between the two constructs being tested. Some even 

show statistical significancy at the 0.01 level as indicated by the double asterisks. 

The strengths of the relationships denoted by the magnitude of the correlation 

coefficient, for the same variables ranges from 0.2 – 0.7, with an average of 0.38, a 

median of 0.36 and a standard deviation of 0.11. The magnitude of these correlation 

coefficients reflects that variables from the management support and the 

rewards/reinforcement dimensions of the CE construct and OCG variables are 

moderately to highly correlated (Thrane, 2020; Wegner, 2020). All significant 

(p<0.05) correlation coefficients presented in Table 8 are positive, which indicates 

the direction of relationship between the variables. Based on this we can conclude 

that the CE variables are positively correlated to the OCG variables. These results 

are sufficient for us to reject the null hypothesis and accept the alternate hypothesis. 

As such, we can conclude that there is a positive, moderate correlation between the 

two CE dimensions (management support and the rewards/reinforcement) and OCG. 

5.7.4 Hypothesis 2: The relationship between CE and OCG is moderated by 

gender 

The null (H0) and alternate (H1) hypotheses for hypothesis 2 were as follows: 

• H0: Gender does not significantly moderate the relationship between CE and 

OCG. 

• H1: The relationship between CE and OCG is significantly moderated by 

gender. 

Using ordinal logistic regression in SPSS the gender variable was tested for 

moderation effect on the CE-OCG relationship and the output is presented in Figure 

13. According to the output, all cases were valid. The output shows a significant Chi-

Square (p< 0.05) which indicates that the model fits the data better that the null 

model. The goodness of fit test yielded a non-significant Chi-square (p> 0.05) 

suggesting a good fit of the observed outcomes compared to the fitted model. The 

McFadden value from the Pseudo R-Square indicates that there was an 7.3% 

improvement in the prediction of outcome based on the predictors in comparison to 

the null model. The test of parallel lines is non-significant (p> 0.05) which indicates 

that the proportional odd assumption holds, and that the ordinal logistic regression 

was valid (Field, 2013; Osbourne, 2015). 
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Figure 13: Regression analysis output for hypothesis 2. 
 

Considering the regression coefficient of the interaction variable between CE and 

gender (GenderCE_Int), the negative sign on the coefficient suggests that the 

relationship between CE and OCG is more pronounced in men than in women. 

However, the p-value of the interaction variable (p= 0.13) shows that gender has a 

statistically non-significant moderating effect on the CE - OCG relationship since it is 

greater than the threshold of 0.05. The regression was run for all the OCG items and 

similar results were obtained for the valid tests (where the proportional odds 

assumption was valid). As such, the results failed to reject the null hypothesis and 

can therefore conclude that gender does not significantly moderate the relationship 

between the two considered CE dimensions (management support and the 

rewards/reinforcement) and OCG. 

5.7.5 Hypothesis 3: The relationship between CE and OCG is moderated by 

age 

The null (H0) and alternate (H1) hypotheses for hypothesis 3 were as follows: 

• H0: Age does not significantly moderate the relationship between CE and 

OCG. 

• H1: The relationship between CE and OCG is significantly moderated by age. 
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Figure 14: Regression analysis output for hypothesis 3. 
 

The SPSS output for the ordinal logistic regression on the age variable to test its 

moderating effect on the CE-OCG relationship is presented in Figure 14. The output 

shows that all cases were valid and that the model fits data better than the null model 

as indicated by the significant Chi-Square (p< 0.05) on the model fitting table and a 

non-significant Chi-square (p> 0.05) on the goodness-of-fit table. The McFadden 

value shows that there was an 8.7% improvement in the prediction of outcome based 

on the predictors in comparison to the null model. The test of parallel lines is non-

significant (p> 0.05) indicating that the ordinal logistic regression was valid 

(Osbourne, 2015). 

The negative sign on the age-CE interaction variable (AgeCE_Int) coefficient 

suggests that when the age of an individual is higher, the positive correlation between 

CE on their OCG is less pronounced. However, the p-value of the interaction variable 

(p= 0.32) shows that age has a statistically non-significant moderating effect on the 

relationship between the considered CE dimensions - OCG. The regression was run 

for all the OCG items and similar results were obtained for the valid tests. As such, 

the results failed to reject the null hypothesis and therefore it can be concluded that 

age does not significantly moderate the relationship between the management 

support and the rewards/reinforcement dimensions of CE and OCG. 
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5.7.6 Hypothesis 4: The relationship between CE and OCG is moderated by 

role level 

The null (H0) and alternate (H1) hypotheses for hypothesis 4 were as follows: 

• H0: Role level does not significantly moderate the relationship between CE 

and OCG. 

• H1: The relationship between CE and OCG is significantly moderated by role 

level. 

The regression analysis output for hypothesis 4 is presented in Figure 15. According 

to the output all cases were valid and the model fits data better than the null model 

according to the Chi-square p-values. There was 7.0% improvement in the prediction 

of outcome based on the predictors in comparison to the null model as reflected by 

the McFadden value. The non-significant value (p> 0.05) on the test of parallel lines 

confirms the validity of ordinal logistic regression was valid (Osbourne, 2015). 

 
Figure 15: Regression analysis output for hypothesis 4. 

The positive sign on the role level - CE interaction variable (RoleCE_Int) coefficient 

suggests that when the role level of an individual is more senior, the impact of CE in 

driving OCG is more pronounced. The p-value (p= 0.44) however, reflects that the 

moderating effect of role level is non-significant. As such the results fail to reject the 

null hypothesis. Therefore, role level does not significantly moderate the relationship 
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between the management support and the rewards/reinforcement dimensions of CE 

and OCG. 

5.7.7 Hypothesis 5: The relationship between CE and OCG is moderated by 

departmental function 

The null (H0) and alternate (H1) hypotheses for hypothesis 5 were as follows: 

• H0: Departmental function does not significantly moderate the relationship 

between CE and OCG. 

• H1: The relationship between CE and OCG is significantly moderated by 

departmental function. 

 
Figure 16: Regression analysis output for hypothesis 5. 
 

The results of the regression analysis for hypothesis 5 are presented in Figure 16. 

The model was a good fit based on the assessment of the Chi-square and all cases 

for the model were valid. There was 6.8% improvement in the prediction of outcome 

based on the predictors in comparison to the null model as reflected by the 

McFadden value. The output (p>0.05) of the test of parallel lines confirms the validity 

of ordinal logistic regression was valid (Osbourne, 2015). The magnitude of the 

regression coefficient as well as the p-value (p= 0.53) indicate that there is not 
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sufficient evidence from the observed data to reject the null hypothesis in favour of 

the alternative hypothesis. As such, departmental function does not significantly 

moderate the relationship between the considered CE dimensions and OCG. 

5.8 Conclusion 

This chapter presented the results of the analysis conducted on data obtained from 

85 survey responses collected during the study. The sample characteristics revealed 

to be indicative of knowledge workers as it mostly comprised of highly educated 

individuals, particularly at the mid to senior management level, with the majority 

having spent up to 5 years in their current organisations. Additionally, most of the 

respondents worked in departments enriched/enabled by IT functionalities and were 

based in the Gauteng province which is South Africa’s economic hub (Stats SA, 

2023). 

After coding the data and discarding outliers, reliability and validity assessments 

resulted in the elimination of three out of the five CE dimension from the study. All 

OCG dimensions were retained since they passed the reliability and validity tests. 

According to the outputs of the inferential statistics conducted, hypothesis 1, which 

evaluated the correlation between considered CE dimensions and OCG, was 

confirmed, while hypotheses 2-5, which tested some suggested moderating factors, 

were not supported. This revealed that the hypothesised moderating variables 

(gender, age, role level and departmental function) had no meaningful effect on the 

CE-OCG relationship for the considered CE dimensions. This points to a direct, 

unmoderated impact of management support and rewards/reinforcement on career 

progression, emphasising the intricacy of these dynamics. Table 9 summarises the 

findings of the hypothesis tests conducted for the study. 

Table 9: Summary of finding from the hypothesis testing. 

Hypothesis Short description Finding 

1 Correlation between CE and OCG significant 

2 Moderating effect of gender on CE – OCG relationship non-significant 

3 Moderating effect of age on CE – OCG relationship non-significant 

4 Moderating effect of role level on CE – OCG relationship non-significant 

5 Moderating effect of departmental function on CE – OCG 

relationship 

non-significant 
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Chapter 6: RESULTS DISCUSSION 

6.1 Introduction 

The study of Corporate Entrepreneurship (CE) and its impact on Organisational 

Career Growth (OCG) marks an important step in comprehending the complex 

interactions between organisational strategy and individual career paths. This study, 

set in the vibrant and competitive landscape of the financial services sector, tries to 

unravel the intricate relationship between an organisation's entrepreneurial activities 

and the career progression prospects these activities provide for workers. As we 

begin to delve into the results, it is critical to place them in the larger context of the 

existing research, the theoretical foundations that informed the work, and the 

implications of the findings for both theory and practice. 

Corporate entrepreneurship, recognised as organisational behaviours that 

encourage innovation, risk-taking, and proactive efforts, has historically been 

researched in terms of its influence on organisational performance and 

competitiveness (Urbano et al., 2022). However, as highlighted in Chapter 1 and 2, 

the impact of CE on individual workers, particularly their career advancement and 

development prospects inside the organisation, has gotten very little attention 

(Chebbi et al., 2020; Urbano et al., 2022). This gap in the literature was the basis for 

this study under which the author sought to explore the link between CE and OCG, 

hypothesising that employee participation in entrepreneurial activities inside the 

organisation would be positively correlated with increased career development 

possibilities (Dess et al., 2003; Tootoonchy & Sajadi, 2021; Urbano et al., 2022). 

The relevance of studying this link stems from the changing structure of professions 

in the twenty-first century, where traditional linear career trajectories have given way 

to more dynamic and individualised pathways (Paichadze et al., 2019). In this setting, 

understanding the variables that influence career advancement inside organisations 

becomes increasingly crucial (Japor, 2021; Modem et al., 2021; Spagnoli, 2020). 

Furthermore, demographic characteristics such as gender, age, role level, and 

departmental function were considered as possible moderators of the CE-OCG 

association. These variables were chosen based on their literature significance as 

factors that potentially impact individuals' professional development experiences and 

results (Alamur & Eren Gümüştekin, 2020; Aydin et al., 2023; Jung & Takeuchi, 2016; 
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Kuratko & Audretsch, 2013; Li et al., 2021; Ling et al., 2008; Ruiz et al., 2023a). The 

inclusion of these moderators was meant to offer a more complete understanding of 

the circumstances under which CE may be more strongly or differently connected 

with OCG. 

As implications of the findings are discussed in this chapter, it is critical to recognise 

the study's contributions to the larger discourse on corporate entrepreneurship and 

organisational career growth. By focusing on the non-financial effects of CE, 

particularly at the individual level, this study highlights the importance of cultivating 

an entrepreneurial culture within organisations not only for the sake of organisational 

performance, but also to support and enhance employee career development. 

Additionally, this study addresses the calls for further empirical research on the 

effects of CE, broadening the discussion beyond organisational boundaries to 

include individual-level benefits. In doing so, it is consistent with modern career 

theories that emphasise the impact of the work environment and organisational 

practices, not only in encouraging career success and happiness, but also in 

cultivating a culture that fosters the development mentality among employees. This 

describes the essence of the growth mindset theory (Tootoonchy & Sajadi, 2021). 

The research findings were contextualised within the current body of knowledge, 

creating linkages between observations and the theoretical frameworks that shape 

our understanding of CE and employee career growth. This entailed a thorough 

analysis of how the results relate with, differ from, or expand on past research in this 

field. Furthermore, the discussion explores the practical significance of the findings 

for managers and HR experts, both in financial services and the broader corporate 

sector. This study provides practical insights for establishing organisational practices 

and policies that assist employee career development by emphasising the 

importance of CE activities in supporting career progression. 

In essence, this chapter unpacks the research findings in greater depth, examining 

their implications for theory, practice, and future research in the field of organisational 

studies. The discussion follows the chronology of the how the results were presented 

in Chapter 5 starting with the descriptive statistics and followed by the outcomes of 

hypothesis testing. 

 

6.2 Population sample characteristics 
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The study's population sample characteristics provided a rich canvas for 

understanding participants' demographics and professional backgrounds and how 

well it fits to the definition of the knowledge worker (the target population). This was 

critical particularly for confirming the validity of the results in terms of the 

representativeness of the sample and alignment to the objective of the study 

(Saunders & Lewis, 2018). A thorough evaluation of these features not only 

establishes the framework for understanding the study's findings, but also contributes 

to the conversation about the dynamics at work in the financial services industry, 

where this research is based.  

The study's demographic distribution was broad, with participants ranging in age, 

gender, academic qualifications, departmental functions, position levels, tenure 

durations, geographical regions, and ethnicities, however concentration in some of 

the dimension confirmed that the sample was indeed representative of the target 

population (knowledge worker). Additionally, the diversity of the collected sample 

offered a comprehensive view on which to analyse the hypothesised connections 

between the two constructs under study enabling the generalisability of inferred 

implications (Saunders & Lewis, 2018).  

The age distribution of respondents, divided into five broad groups, with a substantial 

concentration in the 26-35 age range, showed a young workforce that may be more 

open to entrepreneurial activities. This age group's dominance may reflect a 

workforce in a critical moment of their career development, actively seeking growth 

prospects and maybe more affected by their organisations' entrepreneurial culture 

(Aydin et al., 2023). The respondents' educational levels, which mostly include 

Bachelor's/Honours and Master's/Postgraduate degrees, indicate a highly educated 

workforce, which may indicate a greater proclivity to participate in and profit from CE 

activities (Alamur & Eren Gümüştekin, 2020). This demographic profile is especially 

pertinent when considering the growth mindset theory, which proposes that younger, 

better-educated people are more susceptible to the creative, risk-taking behaviours 

promoted by CE (Han & Stieha, 2020; Tootoonchy & Sajadi, 2021). Such people are 

likely at a crossroads in their careers, when the acquisition of new skills and the 

pursuit of professional growth prospects are critical (Tootoonchy & Sajadi, 2021). 

Furthermore, the study's representation of a wide range of departmental functions 

and job levels highlights the many settings in which CE activities take place and 

potential differences in influence on OCG (Guo et al., 2023). The predominance of 
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responders in departments such as Information Technology and Risk Management 

indicates that CE may be particularly relevant in these departmental groups, given 

the quick rate of change and innovation (Wewege et al., 2020). Here, the growth 

mindset theory again serves as a beneficial lens, implying that personnel in these 

dynamic industries may benefit from adopting a growth mindset, perceiving CE 

activities as opportunities for learning and development rather as threats to their 

present position or expertise (Han & Stieha, 2020). 

The tenure distribution, which shows that most employees have been with their 

present organisation for fewer than five years, indicates a reasonably high turnover 

rate or a growing workforce. This may in turn have consequences for CE's function 

in retention and career development. This variable may also be a reflection and 

confirmation of the rapid evolution or dynamism of today’s corporate landscape 

(Chebbi et al., 2020). The geographical concentration of respondents in Gauteng 

Province, with little representation from other provinces, is representative of the 

country’s financial sector (Natalie, 2024), and it highlights the region's economic 

significance in South Africa's (Stats SA, 2023). This implies that, presents fertile 

ground for the assessment of CE and OCG intensities, as the region is characterised 

with intense competition, both at organisational level and individual levels, and it 

epitomises technology integration and innovation within the corporate sector (Arise 

IIP, 2022). 

Gender distribution across the sample indicated a larger percentage of male 

respondents, which confirms conventional gender representation within the sector  

(Bannister, 2019; Johnson, 2023), but also necessitates a more nuanced 

examination of how gender dynamics may impact or reflect the CE - OCG 

connection. Equally significant is the ethnicity composition of the sample. With a 

majority identifying as African. It provides a critical lens through which to explore the 

intersectionality of CE and career progression in South Africa, considering the 

country's particular socioeconomic and historical contexts. The different perspectives 

and experiences of the sample's gender and ethnic mix provide a solid foundation 

for analysing the complex ways in which CE initiatives may be adapted to generate 

inclusive and equitable career progression possibilities. 

6.3 Hypothesis 1 
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Hypothesis 1 is based on a thorough literature assessment and emphasises the 

importance of CE as a catalyst for innovation, strategy renewal, and competitive 

advantage inside organisations (Dess et al., 2003; Urbano et al., 2022). In addition, 

the growth mindset theory, (Han & Stieha, 2020), provides an elaborate lens through 

which to examine the mechanisms that drive this association. As a result, the 

discussion of the outcomes for hypothesis 1 not only goes into the empirical findings, 

but also places these findings within a larger theoretical and practical perspective. 

The Spearman's correlation test, which was used because it is suited for analysing 

ordinal data and is robust against non-normal distributions and outliers (de Winter et 

al., 2016; Schober et al., 2018), revealed a moderate to strong positive correlation 

between the management support and rewards/reinforcement dimensions of CE and 

OCG. This finding is noteworthy because it supports the theoretical proposition that 

participating in entrepreneurial activities inside an organisation might improve 

workers' views of career development chances (Dess et al., 2003; Tootoonchy & 

Sajadi, 2021; Urbano et al., 2022). The growth mindset theory adds to this concept 

by proposing that CE initiatives might create a climate that encourages employees 

to take on challenges, learn from feedback, and persevere in the face of setbacks, 

and hence boost their career advancement (Han & Stieha, 2020; Tootoonchy & 

Sajadi, 2021). 

6.3.1 Theoretical implications 

From a theoretical perspective, the positive relationship between CE dimensions and 

OCG emphasises the necessity of cultivating an organisational culture that 

recognises and encourages entrepreneurial behaviour. This culture promotes not 

just organisational innovation and performance, but also individual employee 

development (Tootoonchy & Sajadi, 2021). As literature suggests, organisations that 

prioritise CE are better positioned to provide their workers with the resources, 

autonomy, and support they need to pursue creative projects and, as a result, 

progress their careers (Bhardwaj & Sushil, 2012; Urbano & Turró, 2013; Zahra, 

1993). The growth mindset hypothesis adds to this approach by emphasising the 

importance of individual attitudes about talent and effort in obtaining professional 

success (Han & Stieha, 2020). Organisations that subscribe to a growth mindset 

support the concept that talents can be developed through devotion and hard effort 

(Han & Stieha, 2020; Tootoonchy & Sajadi, 2021), which is essential for the pursuit 

of entrepreneurial activities and career growth. 
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6.3.2 Practical implications 

The practical implications of these findings for business practitioners are manifold. 

Firstly, managers and HR professionals should consider implementing policies and 

practices that actively promote CE within their organisations. This could include 

providing training and development opportunities that focus on entrepreneurial skills, 

fostering cross-functional collaboration to encourage innovative thinking, and 

creating a safe space for experimentation and failure (Don Ton & Hammerl, 2021; 

Tootoonchy & Sajadi, 2021). By doing so, organisations not only enhance their 

innovative capacity but also signal to employees that their growth and development 

are valued. 

These findings have many practical implications for business practitioners. To begin, 

managers and HR professionals can consider creating policies and procedures that 

actively support CE in their organisations. This might involve offering entrepreneurial-

focused training and development opportunities, encouraging cross-functional 

cooperation to promote innovative thinking, and establishing a safe environment for 

experimentation and failure (Bhardwaj & Sushil, 2012; Hornsby et al., 2002; Zahra, 

1993). By doing so, organisations not only increase their inventive ability, but also 

communicate to workers that their growth and development are appreciated. 

Second, the positive relationship between the two CE dimensions and OCG 

emphasises the need of leaders adopting and encouraging a development attitude 

among their workforce (Lee et al., 2021). This entails recognising and rewarding not 

only the accomplishments, but also the work and learning that led to those 

outcomes(Hornsby et al., 2002). Leaders may model growth mindset behaviours by 

sharing their own learning experiences, viewing mistakes as learning opportunities, 

and delivering constructive criticism that emphasises effort and methods for progress 

(Li et al., 2021). 

Finally, the results indicate that CE may be an effective tool for attracting and keeping 

talent. In today's competitive work market, individuals are increasingly looking for 

companies who provide substantial possibilities for learning and development 

(Paichadze et al., 2019). Organisations recognised for their entrepreneurial culture 

and that promote employee career development through CE activities will be better 

positioned to recruit new workers and retain existing talent. 
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In essence, the findings of the test for hypothesis 1 offer empirical evidence for the 

positive relationship between the two CE dimensions and OCG. This result, when 

viewed through the lens of the growth mindset theory, provides useful insights into 

how organisations might create an atmosphere that promotes both organisational 

innovation and individual employee career development. The challenge for business 

practitioners is to translate these insights into tangible methods that foster an 

entrepreneurial culture and a growth mentality, therefore improving both 

organisational performance and employee career progression. 

6.4 Hypothesis 2 

The focus of hypothesis 2 was to determine the moderating effect of gender in the 

correlation between the considered CE dimensions and OCG. The hypothesis was 

based on the expectation that gender dynamics influence how people participate 

in and profit from CE activities, potentially influencing their career development  

(Jung & Takeuchi, 2016; Ruiz et al., 2023b, 2023a). The analytical findings, resulting 

from ordinal logistic regression, indicate that while gender differences in the CE-OCG 

association were identified, they did not achieve statistical significance, leading to 

the retention of the null hypothesis. 

6.4.1 Theoretical implications 

 Gender and CE 

The study's findings, which show a non-significant moderating influence of gender, 

add to the current discussion around gender intersectionality in the workplace, 

particularly in entrepreneurial settings (Ruiz et al., 2023a, 2023b). This finding 

implies a complicated interplay between gender and the two CE dimensions that may 

not be easily quantified using interaction effects alone. Theoretically, this implies that 

existence of gender equality in the sector and accords with previous literature that 

posits gender equality as a crucial element in determining workplace experiences 

and outcomes, including access to opportunities, resources, and support networks 

all of which promote career progression(Ruiz et al., 2023b). 

 Growth Mindset and Gender  

Incorporating the growth mindset theory, gives a more nuanced lens through which 

to view these results. The hypothesis proposes that people's perceptions about their 

skills have a major impact on their motivation, effort, and attitude to obstacles (Han 

& Stieha, 2020). The differing impact of CE on OCG across genders may be 
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influenced slightly by cultural and organisational norms that develop gender-specific 

growth attitudes (Adachi & Hisada, 2016; Ruiz et al., 2023b). This viewpoint calls for 

more research into how gender-related issues, such as stereotypes and biases, may 

combine with organisational practices to impact career advancement opportunities. 

6.4.2 Practical implications for business practitioners 

 Inclusive CE practices 

For practitioners, the findings highlight the necessity of designing and implementing 

inclusive CE initiatives. Recognising that gender can impact participation in CE 

activities, organisations intentionally build conditions that promote equal access to 

entrepreneurial opportunities, mentoring, and resources that encourage career 

growth for all workers, regardless of gender (Hornsby et al., 2002; Kuratko et al., 

2014). Practical examples would be introducing targeted mentorship programs for 

women and men, focusing on networking and leadership, or introducing flexible 

participation options to accommodate diverse work-life commitments of employees 

(van Osch & Schaveling, 2020). 

 Customised development programs 

Although the hypothesis 2 test results indicate that the direct impact of the 

considered CE dimensions’ efforts on professional progression may not differ 

considerably between men and women, this does not mean that the experiences, 

obstacles, and opportunities within CE activities are the same for both genders 

(Bannister, 2019; Paichadze et al., 2019; Ruiz et al., 2023a). Instead, it emphasises 

an opportunity for organisations to look further into the nuances of how gender 

intersects with CE experiences and career advancement goals. The detailed 

knowledge of the CE-OCG interaction across genders emphasises the importance 

of tailoring professional development initiatives (Jung & Takeuchi, 2016; Paichadze 

et al., 2019). Organisations may benefit from developing coordinated strategies that 

consider various career development needs and preferences, perhaps integrating 

ideas from growth mindset theory to promote resilience, learning from failure, and 

continuous growth across all gender groups (Han & Stieha, 2020; Kreiser et al., 

2021). 

 Continuous monitoring and evaluation 

The nuanced result from the hypothesis testing underscores the complexity of 

gender dynamics within organisational contexts and suggests that the mere absence 
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of a statistically significant moderating effect of gender does not equate to an 

absence of gender-related disparities in CE experiences or outcome(Ruiz et al., 

2023a). It emphasises a vital organisational need to dive further into the processes 

by which CE activities contribute to career progression and determine if these 

mechanisms operate fairly across gender groupings (Adachi & Hisada, 2016; Ruiz 

et al., 2023a; Zahra et al., 2006). This underlines the significance of a robust and 

continuous monitoring and assessment approach for CE initiatives (Ruiz et al., 

2023a). The process could include but not limited to: 

• comprehensive assessments to allow for targeted interventions; 

• understanding participation and engagement; 

• adjusting strategies; 

• ensuring gender-inclusive growth. 

In a nutshell, while the study found no statistically significant evidence to support the 

hypothesis that gender significantly influences the relationship between the 

considered CE dimensions and OCG, it does contribute to a better understanding of 

the factors that influence career development in entrepreneurial organisational 

contexts. The findings call for more investigation into the intricate dynamics at play, 

such as how social and organisational gender prejudices interact with 

entrepreneurial activity to influence career progression. For business practitioners, 

the study emphasises the need of cultivating an inclusive, supportive, and flexible 

organisational culture that recognises and supports its workforce's different needs 

and potential. 

6.5 Hypothesis 3 

Hypothesis 3 was explored to see if age significantly moderated the association 

between the considered CE dimensions and OCG. The hypothesis was based on 

the viewpoint that age may influence how people participate with and benefit from 

CE activities, potentially impacting their professional development paths. The results, 

outlined in Chapter 5, demonstrated that, while the model matched the data well and 

performed better than the null model, the age-CE interaction did not significantly 

influence the CE-OCG association. This finding invites a nuanced discussion of the 

consequences for both theoretical frameworks and practical implementations in the 

field of CE and career development. 

6.5.1 Theoretical implications 
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 Age and CE engagement 

Given the various professional phases and life experiences associated with different 

age groups, the lack of a substantial moderating influence of age on the CE-OCG 

relationship may appear contradictory at first glance. This finding, however, 

corresponds with specific strands within the current research that imply the influence 

of CE on career progression may be generally favourable across age groups (Zhang 

& Farndale, 2022), emphasising the universal attraction and usefulness of 

entrepreneurial activities inside organisations. 

 Lifelong learning and growth mindset 

The analysis outcome also emphasises the need of cultivating a growth mindset and 

a culture of lifelong learning in organisations (Han & Stieha, 2020). According to the 

growth mindset theory, individuals' beliefs in their ability to grow and develop through 

effort and perseverance are critical for engaging in learning and development 

activities throughout their careers, regardless of age (Han & Stieha, 2020). The 

results of this hypothesis test support the idea that an organisational environment 

that fosters CE may benefit workers of all ages by fostering a culture of continuous 

improvement and flexibility (Zhang & Farndale, 2022). 

6.5.2 Practical implications 

 Inclusive CE Programs 

Despite the absence of the significant moderating influence of age, organisations 

should endeavour to develop CE strategies that are inclusive and accessible to 

employees of all ages (Zhang & Farndale, 2022). This includes providing chances 

that appeal to their workforce's diverse interests, career goals, and life phases, 

ensuring that CE initiatives are regarded as relevant and valuable by everybody 

(Sharma, 2021; Zhang & Farndale, 2022). 

 Encouraging cross-generational collaboration 

The findings imply that, while age may not have a large impact on the considered 

CE-OCG relationship, there is still benefit in providing personalised learning and 

development paths that consider the specific requirements and preference of 

different age groups (Zhang & Farndale, 2022). In today's varied and changing 

workplace, customising learning, and development routes to meet the individual 

requirements and preferences of different age groups is not only practicable, but also 

increasingly vital (Han & Stieha, 2020). This strategy recognises the diversity of 
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employees' learning styles, career goals, and life phases, allowing organisations to 

better support their workforce's growth and engagement (Sharma, 2021; Zhang & 

Farndale, 2022). This might include adaptable training schedules, a variety of 

material delivery methods, and mentoring programs that bring together employees 

with varying degrees of experience and skill (Han & Stieha, 2020). 

 Customised learning and development 

The findings suggest that while age may not significantly influence the considered 

CE-OCG relationship, there is still value in offering customised learning and 

development pathways that consider the unique needs and preferences of different 

age groups (Han & Stieha, 2020). Implementing customised learning and 

development pathways that cater to the unique needs and preferences of different 

age groups is not only practical but increasingly necessary in today's diverse and 

evolving workplace (Bhardwaj & Sushil, 2012; Han & Stieha, 2020; Hornsby et al., 

2002; Kuratko et al., 2014). This approach recognises the variability in learning 

styles, career aspirations, and life stages among employees, allowing organisations 

to support their workforce’s development and engagement more effectively (Aydin et 

al., 2023; Zhang & Farndale, 2022). This could involve flexible training schedules, 

diverse content delivery methods, and mentorship opportunities that connect 

employees with different levels of experience and expertise. 

 Continuous evaluation and adaptation 

Organisations must continuously evaluate and change their CE strategies to ensure 

that they successfully promote career progression in a varied, multigenerational 

workforce (Kreiser et al., 2021). This approach entails employing comprehensive 

metrics to record the diverse experiences and outcomes of employees of all ages, 

resulting in a thorough knowledge of how CE activities influence career development. 

Such assessments are critical for identifying both strengths and areas for growth in 

CE programs, allowing organisations to better adapt these efforts to their employees’ 

specific needs and objectives (Kuratko et al., 2014). Insights gathered from this 

ongoing feedback loop should then lead the incremental revision of CE initiatives, 

ensuring they remain relevant with the workforce's growing career development 

aspirations. 

Organisations may keep their CE efforts relevant and successful by tweaking 

programme content, structure, and delivery in response to employee feedback and 

changing industry trends (Badir et al., 2020; Bhardwaj & Sushil, 2012). This ongoing 
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process of evaluation and adaptation demonstrates a commitment to fostering an 

inclusive, learning-oriented organisational culture that values innovation and 

supports each employee's career growth (Han & Stieha, 2020), thereby increasing 

organisational resilience and competitiveness in an ever-changing business 

landscape. 

In conclusion, the findings from hypothesis 3, add to a better understanding of how 

entrepreneurial activities within organisations may systematically enhance career 

development. This conclusion encourages practitioners to think about how CE 

initiatives can be planned and delivered to maximise their attractiveness and utility 

throughout the workforce's age range. Organisations that embrace the principles of 

inclusivity, lifelong learning, and a growth mindset can create environments in which 

CE initiatives serve as powerful catalysts for career growth and development for all 

employees, fostering an innovative and adaptable culture that benefits the 

organisation. 

6.6 Hypothesis 4 

The objective of hypothesis 4 was to determine if the role level of an individual within 

an organisation significantly moderates the correlation between the considered 

CE dimensions and OCG. The hypothesis proposed that employees in higher-level 

roles would benefit more from CE in terms of career advancement than their younger 

peers. However, the regression analysis revealed that the moderating influence of 

job level on the CE-OCG association was statistically insignificant, resulting in the 

failure to reject the null hypotheses. 

6.6.1 Theoretical implications 

The conclusion drawn that role level does not significantly influence the considered 

CE-OCG relationship calls into question certain preconceived beliefs regarding the 

impact of hierarchical position on the advantages of CE activities. It implies that the 

processes via which CE promotes career advancement may act similarly across 

all organisational tiers. This might suggest that CE activities have a more generally 

accessible and egalitarian impact, contrary to predictions that senior positions may 

benefit more from such efforts due to increased autonomy or easier access 

to resources (Kuratko & Audretsch, 2013). 
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The non-significant moderating influence of position level is consistent with views 

that call for the democratisation of CE within organisations. It emphasises the 

necessity of building CE settings in which chances for creativity, risk-taking, and 

proactive behaviour are equally distributed, independent of an individual's position in 

the organisational structure (Ling et al., 2008). 

6.6.2 Practical implications 

 Inclusive Design of CE Programs 

The results of the analysis reveal yet another layer of workplace inclusivity, role level 

inclusivity. The findings highlight the need of organisations developing inclusive and 

accessible CE initiatives for all levels of employees. This entails carefully 

constructing CE programs such that they are generally appealing and useful, rather 

than favouring individuals in higher-level positions (Hornsby et al., 2002; J. S. 

Hornsby et al., 2009; Kuratko et al., 2014). For example, this may entail creating 

initiatives that demand a diverse set of skills and viewpoints, fostering cross-level 

cooperation, and ensuring that all workers are aware of and feel competent to 

participate in these possibilities. 

Furthermore, adapting communication about CE activities to appeal to employees at 

various phases of their employment might serve to democratise the perception and 

accessibility of these initiatives (Hornsby et al., 2002; J. S. Hornsby et al., 2009). This 

strategic approach not only democratises innovation inside the organisation, but it 

also fosters a more inclusive culture in which all employees feel appreciated and 

empowered to participate in the entrepreneurial journey (Kreiser et al., 2021). 

 Cultivating a CE culture across levels 

Creating an entrepreneurial culture at all levels of the organisation requires an 

intentional and systematic approach. This involves developing and disseminating 

tools and training aimed primarily at demystifying CE for employees who may not 

have previously engaged in corporate entrepreneurial activity (Han & Stieha, 2020; 

Kreiser et al., 2021). Creating channels for sharing success stories and lessons 

gained from CE projects throughout the organisation helps motivate workers at all 

levels to engage (Urbano & Turró, 2013). Furthermore, creating mentoring and peer 

coaching programs can promote information sharing and motivate hesitant 

employees to participate in CE activities. Companies may ensure that CE becomes 

a shared value and common practice by incorporating it into the organisational DNA 
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in this way, rather than being perceived as the exclusive property of any specific 

group inside the organisation (J. S. Hornsby et al., 2009; Kreiser et al., 2021; Wood 

et al., 2008). 

 Monitoring and evaluation across role levels 

The lack of a significant moderating influence of role level on the CE-OCG connection 

highlights the need for a more sophisticated approach to monitoring and evaluating 

the effects of CE programs. Organisations should put in place thorough tracking 

systems that not only analyse the overall performance of these programs, but also 

look at employee engagement rates, satisfaction levels, and career advancement 

across various job levels (Kreiser et al., 2021; Wang et al., 2015). This might include 

conducting frequent surveys, focus groups, and data analytics to see how CE 

projects are viewed and experienced differently across the organisation. Feedback 

mechanisms should be implemented to collect constructive feedback from 

participants, which may subsequently be used to influence iterative changes to CE 

programs (Hornsby et al., 2002; J. S. Hornsby et al., 2009; Veréb & Azevedo, 2019; 

Wood et al., 2008). This evaluating method ensures that CE efforts stay responsive 

and relevant to the needs and goals of the whole workforce, maximising their 

effectiveness and overall impact. 

 Leadership Development and CE 

The findings provide senior executives a unique chance to act as catalysts for CE 

within their organisations. Leaders that embrace the entrepreneurial spirit and 

actively participate in CE projects may set a great example for their workforce (Ling 

et al., 2008; Wang et al., 2015). This includes not just developing and supporting 

creative ventures, but also mentoring rising talent and facilitating relationships that 

can help these projects move forward. Leaders could also push for institutions and 

policies that encourage CE activities, such as dedicating time and money to 

innovation or recognising and rewarding entrepreneurial accomplishments (Urbano 

& Turró, 2013). This leadership strategy not only boosts CE's influence on 

organisational career progression, but also promotes a culture in which innovation 

and entrepreneurial thinking are appreciated and developed at every level of the 

organisation, contributing to a sustained cycle of growth and development (Han & 

Stieha, 2020; Kuratko et al., 2014; Urbano & Turró, 2013). 

In essence, the analysis on hypothesis 4 demonstrates that the impact of the 

considered CE dimensions on OCG is not significantly moderated by role level, 
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indicating that CE activities have a more equal affect throughout organisational 

levels. This conclusion calls on organisations to reconsider how CE efforts are 

formed and executed to ensure that they are inclusive and supportive of all 

employees' career development. Organisations may maximise the potential of CE to 

contribute to individual career progression and overall organisational success by 

cultivating an organisational culture that supports and fosters entrepreneurial 

behaviour at all levels. This approach provides a practical framework for firms 

seeking to harness CE for long-term growth and development. 

6.7 Hypothesis 5 

Investigating the moderating influence of departmental function on the connection 

between the two CE dimensions (management support and rewards/reinforcement) 

and OCG was critical for understanding the intricacies of how CE efforts affect 

employees across different functional areas of an organisation. The null hypothesis 

claimed that departmental function did not significantly influence this association, 

which the regression analysis failed to reject. Before digging into both the theoretical 

and practical implications of this finding, it is important to note that the number of 

functional departments identified in the gathered data was quite large due to the 

open-ended survey question designed to capture that variable. This wide range of 

clusters within one variable may have led to a dilution of apparent moderating effects 

of the variable. In this discussion it was assumed that no such dilution impacted the 

results of the regression analysis.  

6.7.1 Theoretical implications 

 Universal impact of CE 

The fact that departmental function had no significant impact on the considered CE-

OCG relationship shows that the benefits of CE efforts may be universally applicable 

across varied departmental functions. This contradicts the argument that 

departments differ in terms of autonomy, tolerance to failure, resource availability 

and leadership support (Hornsby et al., 2002; Lee et al., 2021; Li et al., 2021), and 

supports theories advocating for the widespread impact of entrepreneurial culture in 

enhancing career growth opportunities. 

 Cross-functional engagement in CE 

The findings of this study provide an intriguing complement to modern organisational 

theories, particularly those that advocate for the importance of cross-functional 
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collaboration as well as involvement in cultivating a strong entrepreneurial culture 

within organisations (Don Ton & Hammerl, 2021). These theories contend that the 

development and maintenance of an entrepreneurial mindset are not limited to 

departments typically associated with innovation. Instead, they argue that every 

section of the organisation can and should participate in and profit from this dynamic 

(Dess et al., 2003; Don Ton & Hammerl, 2021).  

The findings from this analysis support this viewpoint and argue that CE programs 

have the intrinsic capacity to serve as a universal catalyst for career development 

across the organisation, disrupting old borders and silos. This universality 

emphasises the concept that entrepreneurial activities and the chances they provide 

for career growth should be available and relevant to all workers, independent of their 

functional responsibilities within the organisation (Badir et al., 2020; Han & Stieha, 

2020). Thus, it reinforces the notion that for organisations seeking to build a holistic 

entrepreneurial culture, promoting involvement and engagement across all 

departments is not only advantageous, but also fundamental (Kreiser et al., 2021). 

6.7.2 Practical implications 

 Inclusive CE Strategies 

From a practical standpoint, business practitioners are urged to develop 

CE strategies that are inclusive and accessible, appealing to employees throughout 

an organisation's broad departmental landscape. This strategic growth involves the 

creation of CE initiatives that are purposefully structured to invite and encourage 

active involvement from a wide range of functional areas (Badir et al., 2020; Kreiser 

et al., 2021). The goal of such efforts is to democratise entrepreneurial participation 

and career progression prospects, so that they are not monopolised or limited to 

specific departments usually linked with innovation or strategic growth. 

Organisations may foster CE by actively reducing obstacles to participation and 

developing platforms that appreciate and incorporate varied departmental 

perspectives and skills (Kreiser et al., 2021). This strategy not only increases the 

possibility for creative solutions, but it also greatly adds to a more egalitarian and 

dynamic organisational culture in which every person may engage in entrepreneurial 

activities and achieve their career progression goals (Yagil & Oren, 2021). 
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 Customised communication and implementation 

While the moderating influence of departmental function was not significant, 

organisations can still benefit from tailoring CE initiative communication and 

execution to the unique environment and culture of each department. This bespoke 

strategy can assist maximise participation and effectiveness by connecting with each 

department's specific operational realities and problems (Badir et al., 2020). 

 Promoting interdepartmental collaboration 

Encouraging collaboration between departments on CE activities is a strategic 

decision that leverages an organisation's diverse talents, experiences, and 

perspectives (Don Ton & Hammerl, 2021; Han & Stieha, 2020). By actively 

encouraging the establishment of interdepartmental initiatives and teams, 

practitioners may promote a more integrated and holistic approach to 

entrepreneurship (Urbano & Turró, 2013). This technique not only breaks down 

conventional divisions, but it also encourages inclusion and reciprocal learning (Don 

Ton & Hammerl, 2021). Such collaborative initiatives are critical in bringing together 

diverse perspectives, resulting in more inventive ideas and outcomes. 

Furthermore, this strategy expands employees' professional growth odds by 

exposing them to a greater range of experiences and expertise (Han & Stieha, 2020). 

When employees from other departments collaborate on CE initiatives, they get a 

more thorough understanding of the company, improve their problem-solving 

abilities, and form useful networks within the organisation (Don Ton & Hammerl, 

2021). This not only helps them advance professionally, but it also enhances the 

organisation's entrepreneurial environment (Urbano & Turró, 2013), making it more 

robust and adaptable to change. Ultimately, encouraging interdepartmental 

collaboration in CE initiatives is a critical tactic for practitioners seeking to establish 

a lively, entrepreneurial culture that promotes long-term growth and development 

throughout the organisation. 

 Continuous learning and development 

Organisations seeking to extract the full benefits of CE initiatives must prioritise 

offering continuous learning and development opportunities that target the unique 

skills and competences required for effective involvement in CE activities (Don Ton 

& Hammerl, 2021; Urbano & Turró, 2013). This dedication to ongoing professional 

development is especially important for departments that are less involved in 

conventional entrepreneurial duties widening the breadth of innovation across the 
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organisation. By providing all workers with the required tools, information, and 

resources, organisations assure an adequately prepared workforce capable of 

participating in and enjoying the benefits of CE work (Kreiser et al., 2021; Urbano & 

Turró, 2013). This strategic approach not only democratises innovation, but it also 

promotes a culture of continuous improvement and agility, which is critical for 

sustaining a competitive edge in today's evolving business landscape. 

 Leadership role in CE dynamics 

Leaders in every departmental function have the key to pushing CE initiatives and 

creating a climate conducive for innovation. Their active participation in CE activities 

acts as an inspiration for others in the organisation to follow (Ling et al., 2008; Wang 

et al., 2015). These leaders play a critical role in instilling an entrepreneurial attitude 

throughout the organisation by creating a strong precedent of embracing innovation, 

taking measured chances, and fostering innovative problem-solving. This leadership 

commitment not only cultivates an entrepreneurial culture, but it also provides the 

groundwork for a supporting environment in which career advancement and 

development are intimately tied to creative successes (Han & Stieha, 2020). 

Consequently, executives make certain the drive for CE becomes a collaborative 

endeavour, creating an environment in which every person feels motivated to 

contribute to the organisation's ongoing progress (Don Ton & Hammerl, 2021; Ling 

et al., 2008; Wang et al., 2015). 

In summary, the findings from the investigation of hypothesis 5 advocate for a more 

inclusive and comprehensive approach to developing and executing CE initiatives, 

ensuring that they meet the different needs and potentials of all organisation 

functional groups. By adopting CE's universal application for career development, 

organisations may promote a more dynamic, inventive, and forward-thinking culture 

that benefits individuals across all functional areas. 
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Chapter 7: CONCLUSION 

7.1 Summary of key findings 

The current study embarked on an in-depth analysis into the dynamics of CE and 

OCG, examining the possible moderating effects of gender, age, position level, and 

departmental function. Several key conclusions emerged from study, giving insight 

on the complex relationship between CE activities and organisational career 

development. 

To begin, the study found a significant positive association between the considered 

CE dimensions and OCG, implying that employee exposure or participation in 

entrepreneurial projects inside the organisation is directly associated to increased 

career progression chances. This crucial finding supports the idea that CE functions 

as a catalyst for individual career development (Dess et al., 2003; Tootoonchy & 

Sajadi, 2021; Urbano et al., 2022), emphasising the need of cultivating an 

entrepreneurial culture to promote employee progress. 

Contrary to initial expectations (Aydin et al., 2023; Li et al., 2021; Ling et al., 2008; 

Ruiz et al., 2023b), the study found that gender, age, and role level do not 

significantly influence the association between CE and OCG. These findings imply 

that benefits of CE initiatives are widely accessible across all functional groups and 

levels of the workforce, calling into question ideas regarding the heterogeneity of 

CE's impact depending on demographic and positional characteristics. This 

universality emphasises the significance of inclusive CE methods that address the 

different requirements of the whole organisational population (Kreiser et al., 2021). 

Furthermore, the study revealed that, while departmental functions varied among the 

studied sample, they did not significantly influence the considered CE-OCG dynamic. 

This observation highlights the potential for CE initiatives to bridge functional 

boundaries (Badir et al., 2020; Don Ton & Hammerl, 2021), promoting a pervasive 

entrepreneurial mentality that promotes career advancement across several 

organisational areas. 

In a nutshell, the findings of the study highlight the critical role that CE plays in 

supporting career development within organisations. By emphasising CE's broad 

application and beneficial impact across diverse sectors of the workforce, the study 
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emphasises the need of incorporating CE into organisational practices to enhance 

employee advancement. 

7.2 Implications of the study 

The nuanced dynamics uncovered through this analysis not only contribute to a 

richer academic understanding of the management support and 

reward/reinforcement dimensions of CE role in career development but also offer 

practical guidance for organisations looking to harness CE for talent development 

and innovation. Through this comprehensive approach, the results discussion 

chapter underscored the study's contribution to the ongoing dialogue on CE and 

OCG, highlighting how the findings both support and extend the current body of 

knowledge in the field. 

The work adds considerably to the current body of evidence by strengthening the 

idea that CE is a critical catalyst for OCG (Dess et al., 2003; Tootoonchy & Sajadi, 

2021; Urbano et al., 2022). It emphasises the broad application of CE activities, 

which transcend conventional departmental silos, hierarchical position, and 

demographic divides. This conclusion is consistent with modern organisational 

theories that advocate for an inclusive approach to entrepreneurship, emphasising 

the significance of creating a mindset of growth and a culture of innovation within the 

organisation (Badir et al., 2020; Dess et al., 2003; Don Ton & Hammerl, 2021; Han 

& Stieha, 2020; Urbano & Turró, 2013). The absence of significant moderating effects 

from gender, age, and role level supports the notion that the benefits of CE are not 

limited to specific segments of the workforce but are available to all employees, 

challenging preconceived notions about the distribution of entrepreneurial 

opportunities within organisations. 

In practice, the findings highlight the need of organisations developing inclusive CE 

strategies, enabling fair access to entrepreneurial possibilities, and creating an 

atmosphere favourable to career development for employees at all levels (Han & 

Stieha, 2020; Kreiser et al., 2021; Urbano & Turró, 2013). The study emphasises the 

need of continual learning and development programs, personalised communication, 

and cross-functional collaboration in increasing the participation and success of CE 

activities (Don Ton & Hammerl, 2021). Leadership appears as a significant aspect in 

advancing these initiatives, emphasising the importance of senior executives and 
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managers in embodying the entrepreneurial spirit and creating a precedent for 

innovation and risk-taking (Wang et al., 2015). 

To summarise, this study not only increases our understanding of the relationship 

between CE and OCG, but it also gives practical insights for business practitioners 

seeking to use CE for employee engagement, talent development and organisational 

progress. It advocates for a rethinking of how CE initiatives are designed and 

implemented, urging a change towards more inclusive and comprehensive 

approaches that recognise and exploit each employee's potential for creating 

innovation and attaining career success. 

7.3 Research limitations and future studies 

7.3.1 Reliability of the CE scale 

The reliability analysis conducted for this study revealed a notable limitation in 

reliability of three CE scale dimensions, which were subsequently removed from 

further analysis. This result emphasises a fundamental feature of empirical research: 

the use of reliable and valid measuring instruments that correctly capture the 

constructs being studied (Sürücü & Maslakçi, 2020). The omission of these 

dimensions due to poor reliability measures (as seen by Cronbach's alpha scores 

below the recognised threshold) raises possible issues and prospects for future 

investigation. 

While the CE scale's remaining dimensions clearly gave useful insights into the link 

between CE and OCG, the excluded dimensions may represent lost chances to 

discover new, possibly relevant elements of CE. To further improve the integrity of 

the results obtained (and minimising Type I error), a combination of exploratory factor 

analysis (EFA) and confirmatory factor analysis (CFA) can be employed on the scale 

(Finch, 2020; Tavakol & Wetzel, 2020). With EFA, the scales measurement 

properties can be better understood through the identification of latent variables that 

explain the patterns of correlation existing between variables in the scale (Finch, 

2020; Spagnoli & Weng, 2019). On the other hand, CFA can refine the scale by 

confirming the factor structure, that is; confirming which items load strongly on their 

respective factors (Tavakol & Wetzel, 2020). 

In addition, the reliability gap observed on the three discarded CE dimensions could 

be a direct result of not using the full set of questions for each dimension according 
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to the original scale that had 48 questions (Rubin, 2024). Future studies can 

incorporate all 48 questions in their pilot studies and testing the reliability of the scale 

before distribution to the broader population. In this way Type I errors can be 

minimised (Head et al., 2015; Rubin, 2024). 

Considering a different perspective, the reliability issue may highlight the 

complexities of research context in quantifying CE as pointed out by Bhardwaj & 

Sushil (2012) and de Villiers‐Scheepers (2012) who applied the CE scale in a similar 

context to the current study. Both studies concluded that entrepreneurial theories are 

subject to the economic context (for example, developed vs emerging economies) in 

which they are applied. An interesting observation from both cases was the exclusion 

of 1 to 2 of the 3 CE dimensions that were discarded in the current study. The 

management support and rewards/reinforcement dimensions were retained in both 

studies (Bhardwaj & Sushil, 2012; de Villiers‐Scheepers, 2012). In light of this, future 

studies should apply exploratory factor analysis to validate pre-defined dimensions 

in the CE scale or to define new ones that are relevant to the population 

characteristics and/or economic contexts in which the study was conducted. 

7.3.2 Sample size constraint 

One of the study's key limitations was the relatively small sample size which made it 

difficult to use more advanced statistical approaches like Structural Equation 

Modelling (SEM) and confirmatory factor analysis (CFA) (Kyriazos, 2018). SEM and 

CFA are both effective methods for validating theoretical models and hypotheses, 

offering deep insights into the complex interactions between variables. However, 

these methodologies are ‘large sample techniques’ that require a large population 

sample size to assure the reliability and validity of the results (Kline, 2016; Kyriazos, 

2018). The study's relatively small sample size precluded the use of SEM, which 

would have considerably improved the analysis by allowing for a more nuanced 

evaluation of the links between CE, OCG, and numerous moderating variables. 

Larger sample sizes often improve the validity of research findings by providing a 

more representative cross-section of the population under investigation increasing 

the results' generalisability (Wegner, 2020). They also enhance data stability for 

effective analysis (Guadagnoli & Velicer, 1988; Kyriazos, 2018). As a result, future 

research in this field should prioritise increasing the sample size to address these 

constraints. By obtaining a bigger and perhaps more diversified sample, future 
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research might use SEM and CFA to test and enhance the theoretical frameworks 

offered, providing deeper insights and more conclusive findings concerning the 

dynamics of CE and OCG. Correcting for the limitations of a small sample size will 

be critical to furthering our knowledge of these complicated linkages and their 

consequences for theory and practice. 

 

 

  



 

85 
 

Chapter 8: REFERENCES 

Acciarini, C., Boccardelli, P., & Vitale, M. (2021). Resilient companies in the time of 

Covid-19 pandemic: a case study approach. Journal of Entrepreneurship and 

Public Policy, 10(3), 336–351. https://doi.org/10.1108/JEPP-03-2021-0021 

Adachi, T., & Hisada, T. (2016). Gender differences in entrepreneurship and 

intrapreneurship: An empirical analysis. 

https://www.sba.gov/offices/headquarters/wbo 

Alamur, B., & Eren Gümüştekin, G. (2020). Analysis of intrapreneurship according to 

various demographic variables in mature organizations: A research in the 

banking sector. http://forcejournal.org/index.php/force/about 

Alharahsheh, H. H., & Pius, A. (2020). A review of key paradigms: Positivism vs 

interpretivism. Global Academic Journal of Humanities and Social Sciences, 

2(3), 39–43. https://doi.org/10.36348/gajhss.2020.v02i03.001 

Anastasi, A., & Urbina, S. (1997). Psychological testing (7th ed.). Prentice 

Hall/Pearson Education. 

Arise IIP. (2022, September 22). Economic hubs in Africa: Challenges and way 

forward. ARISE IIP Private Limited. https://www.ariseiip.com/blog-economic-

hubs-in-africa/ 

Aydin, Š., Knezović, E., Bičo, A., & Smajić, H. (2023). Age, entrepreneurial and 

intrapreneurial intentions: the mediating role of individual entrepreneurial 

orientation. Journal of Enterprising Communities. https://doi.org/10.1108/JEC-

08-2022-0107 

Badir, Y. F., Frank, B., & Bogers, M. (2020). Employee-level open innovation in 

emerging markets: linking internal, external, and managerial resources. Journal 

of the Academy of Marketing Science, 48(5), 891–913. 

https://doi.org/10.1007/s11747-019-00674-6 

Bannister, T. (2019, August 15). Gender equality status in the financial services 

industry. Moonstone. https://www.moonstone.co.za/gender-equality-status-in-

the-financial-services-industry/ 



 

86 
 

Baron, R. M., & Kenny, D. A. (1986). The moderator–mediator variable distinction in 

social psychological research: Conceptual, strategic, and statistical 

considerations. Journal of Personality and Social Psychology, 51(6), 1173–

1182. https://doi.org/10.1037/0022-3514.51.6.1173 

Barquero, B., Bosch, M., & Gascón, J. (2019). The unit of analysis in the formulation 

of research problems: the case of mathematical modelling at university level. 

Research in Mathematics Education, 21(3), 314–330. 

https://doi.org/10.1080/14794802.2019.1624602 

Bhardwaj, B. R., & Sushil. (2012). Internal environment for corporate 

entrepreneurship. Assessing CEAI model for emerging economies. Journal of 

Chinese Entrepreneurship, 4(1), 70–87. 

https://doi.org/10.1108/17561391211200948 

Chebbi, H., Yahiaoui, D., Sellami, M., Papasolomou, I., & Melanthiou, Y. (2020). 

Focusing on internal stakeholders to enable the implementation of 

organizational change towards corporate entrepreneurship: A case study from 

France. Journal of Business Research, 119, 209–217. 

https://doi.org/10.1016/j.jbusres.2019.06.003 

Chironga, M., Cunha, L., De Grandis, H., & Kuyoro, M. (2018). Roaring to life: Growth 

and innovation in African retail banking. file:///C:/Users/niels/Downloads/Ecofin-

Hebdo-4-

McKinsey_Roaring_to_life_Growth_and_innovation_in_African_retail_banking.

pdf 

Covin, J. G., & Slevin, D. P. (1991). A conceptual model of entrepreneurship as firm 

behavior. Entrepreneurship Theory and Practice, 16(1), 7–26. 

https://doi.org/10.1177/104225879101600102 

Daniel, O. (2023). Why companies must tap into their employees’ entrepreneurial 

spirit to stay competitive! In LinkedIn. LinkedIn. 

https://www.linkedin.com/pulse/why-companies-must-tap-employees-

entrepreneurial-stay-ortiz-uribe/ 

de Villiers‐Scheepers, J. M. (2012). Antecedents of strategic corporate 

entrepreneurship. European Business Review, 24(5), 400–424. 

https://doi.org/10.1108/09555341211254508 



 

87 
 

de Winter, J. C. F., Gosling, S. D., & Potter, J. (2016). Comparing the Pearson and 

Spearman correlation coefficients across distributions and sample sizes: A 

tutorial using simulations and empirical data. Psychological Methods, 21(3), 

273–290. https://doi.org/10.1037/met0000079 

Dess, G. G., Ireland, R. D., Zahra, S. A., Floyd, S. W., Janney, J. J., & Lane, P. J. 

(2003). Emerging issues in corporate entrepreneurship. Journal of 

Management, 29(3), 351–378. https://doi.org/10.1016/S0149-2063_03_00015-

1 

Don Ton, A., & Hammerl, L. (2021). Knowledge management in the environment of 

cross-functional team coopetition: A systematic literature review. Knowledge 

and Performance Management, 5(1), 14–28. 

https://doi.org/10.21511/kpm.05(1).2021.02 

Dushnitsky, G., & Shapira, Z. (2010). Entrepreneurial finance meets organizational 

reality: comparing investment practices and performance of corporate and 

independent venture capitalists. Strategic Management Journal, n/a-n/a. 

https://doi.org/10.1002/smj.851 

Duta, A., Wielgoszewska, B., & Iannelli, C. (2021). Different degrees of career 

success: social origin and graduates’ education and labour market trajectories. 

Advances in Life Course Research, 47, 100376. 

https://doi.org/10.1016/j.alcr.2020.100376 

Field, A. (2013). Discovering statistics using IBM SPSS statistics. SAGE. 

Finch, W. H. (2020). Using fit statistic differences to determine the optimal number 

of factors to retain in an exploratory factor analysis. Educational and 

Psychological Measurement, 80(2), 217–241. 

https://doi.org/10.1177/0013164419865769 

Fowler, F. J. Jr. (2014). Survey research methods (5th ed.). SAGE Publications, Inc. 

Ganesha, H. R., & Aithal, P. S. (2022). Approaching research in different ways - How 

to choose an appropriate research approach/reasoning during Ph.D. program in 

India? SSRN Electronic Journal. https://doi.org/10.2139/ssrn.4263413 

Grande, T. (2016, May 5). Testing the assumptions for Spearman’s rank-order 

correlation in SPSS. YouTube. 



 

88 
 

Guadagnoli, E., & Velicer, W. F. (1988). Relation of sample size to the stability of 

component patterns. Psychological Bulletin, 103(2), 265–275. 

https://doi.org/10.1037/0033-2909.103.2.265 

Guo, Y., Jin, J., & Yim, S. H. (2023). Impact of Inclusive Leadership on Innovative 

Work Behavior: The Mediating Role of Job Crafting. Administrative Sciences, 

13(1). https://doi.org/10.3390/admsci13010004 

Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (1998). Multivariate data 

analysis (5th ed.). Printice-Hall. 

Han, S. J., & Stieha, V. (2020). Growth mindset for human resource development: A 

scoping review of the literature with recommended interventions. Human 

Resource Development Review, 19(3), 309–331. 

https://doi.org/10.1177/1534484320939739 

Head, M. L., Holman, L., Lanfear, R., Kahn, A. T., & Jennions, M. D. (2015). The 

extent and consequences of p-hacking in science. PLOS Biology, 13(3), 

e1002106. https://doi.org/10.1371/journal.pbio.1002106 

Hills, G. E., & Laforge, R. W. (1992). Research at the marketing interface to advance 

entrepreneurship theory. Entrepreneurship Theory and Practice, 16(3), 33–60. 

https://doi.org/10.1177/104225879201600303 

Hornsby, J., Peña-Legazkue, I., & Guerrero, M. (2013). Guest editorial: the role of 

corporate entrepreneurship in the current organizational and economic 

landscape. International Entrepreneurship and Management Journal, 9(3), 295–

305. https://doi.org/10.1007/s11365-013-0255-6 

Hornsby, J. S., Kuratko, D. F., Shepherd, D. A., & Bott, J. P. (2009). Managers’ 

corporate entrepreneurial actions: Examining perception and position. Journal 

of Business Venturing, 24(3), 236–247. 

https://doi.org/10.1016/j.jbusvent.2008.03.002 

Hornsby, Kuratko, D. F., & Zahra, S. A. (2002). Middle managers’ perception of the 

internal environment for corporate entrepreneurship: assessing a measurement 

scale. Journal of Business Venturing, 17(3), 253–273. 

https://doi.org/10.1016/S0883-9026(00)00059-8 



 

89 
 

Hummel, D., & Maedche, A. (2019). How effective is nudging? A quantitative review 

on the effect sizes and limits of empirical nudging studies. Journal of Behavioral 

and Experimental Economics, 80, 47–58. 

https://doi.org/10.1016/j.socec.2019.03.005 

Ireland, R. D., Covin, J. G., & Kuratko, D. F. (2009). Conceptualizing Corporate 

Entrepreneurship Strategy. Entrepreneurship Theory and Practice, 19–46. 

Japor, J. E. (2021). Organizational career growth: Literature review and future 

agenda. International Journal of Business and Administrative Studies, 7(1). 

https://doi.org/10.20469/ijbas.7.10002-1 

Jhajharia, S. (2021, June 11). Your guide to successful corporate entrepreneurship. 

LinkedIn. https://www.linkedin.com/pulse/your-guide-successful-corporate-

entrepreneurship-shweta-jhajharia/ 

Johnson. (2023). The financial services industry in South Africa has a severe female 

deficit. LinkedIn. https://www.linkedin.com/pulse/financial-services-industry-

south-africa-has-severe-johnson-mba-/ 

Johnson, & Christensen, L. (2020). Educational research: Quantitative, qualitative, 

and mixed approaches (7th ed.). SAGE Publications, Inc. 

Jung, Y., & Takeuchi, N. (2016). Gender differences in career planning and success. 

Journal of Managerial Psychology, 31(2), 603–623. 

https://doi.org/10.1108/JMP-09-2014-0281 

Kim, J. Y., & Park, M. J. (2021). Investigation of critical factors on corporate 

entrepreneurship. Journal of Entrepreneurship in Emerging Economies, 13(1), 

1–25. https://doi.org/10.1108/JEEE-11-2019-0175 

Kline, R. B. (2016). Principles and practice of structural equation modeling (4th ed.). 

Guilford Press. 

Koster, F. (2023). Organizations in the knowledge economy. An investigation of 

knowledge-intensive work practices across 28 European countries. Journal of 

Advances in Management Research, 20(1), 140–159. 

https://doi.org/10.1108/JAMR-05-2021-0176 

Kreiser, P. M., Kuratko, D. F., Covin, J. G., Ireland, R. D., & Hornsby, J. S. (2021). 

Corporate entrepreneurship strategy: extending our knowledge boundaries 



 

90 
 

through configuration theory. Small Business Economics, 56(2), 739–758. 

https://doi.org/10.1007/s11187-019-00198-x 

Kuratko, D. F., & Audretsch, D. B. (2013). Clarifying the domains of corporate 

entrepreneurship. International Entrepreneurship and Management Journal, 

9(3), 323–335. https://doi.org/10.1007/s11365-013-0257-4 

Kuratko, D. F., Hornsby, J. S., & Covin, J. G. (2014). Diagnosing a firm’s internal 

environment for corporate entrepreneurship. Business Horizons, 57(1), 37–47. 

https://doi.org/10.1016/j.bushor.2013.08.009 

Kyriazos, T. A. (2018). Applied psychometrics: Sample size and sample power 

considerations in factor analysis (EFA, CFA) and SEM in general. Psychology, 

09(08), 2207–2230. https://doi.org/10.4236/psych.2018.98126 

Lampe, J., Kraft, P. S., & Bausch, A. (2020). Mapping the field of research on 

entrepreneurial organizations (1937–2016): A bibliometric analysis and 

research agenda. Entrepreneurship Theory and Practice, 44(4), 784–816. 

https://doi.org/10.1177/1042258719851217 

Lee, W. R., Choi, S. B., & Kang, S. W. (2021). How leaders’ positive feedback 

influences employees’ innovative behavior: The mediating role of voice behavior 

and job autonomy. Sustainability (Switzerland), 13(4), 1–13. 

https://doi.org/10.3390/su13041901 

Lenihan, H., McGuirk, H., & Murphy, K. R. (2019). Driving innovation: Public policy 

and human capital. Research Policy, 48(9). 

https://doi.org/10.1016/j.respol.2019.04.015 

Leys, C., Delacre, M., Mora, Y. L., Lakens, D., & Ley, C. (2019). How to classify, 

detect, and manage univariate and multivariate outliers, with emphasis on pre-

registration. International Review of Social Psychology, 32(1). 

https://doi.org/10.5334/irsp.289 

Li, J., Han, X., Qi, J., & He, X. (2021). Managing One’s Career: The Joint Effects of 

Job Autonomy, Supervisor Support, and Calling. Journal of Career 

Development, 48(6), 973–986. https://doi.org/10.1177/0894845320906464 

Ling, Y., Simsek, Z., Lubatkin, M. H., & Veiga, J. F. (2008). Transformational 

leadership’s role in promoting corporate entrepreneurship: Examining the CEO-



 

91 
 

TMT interface. Academy of Management Journal, 51(3), 557–576. 

https://doi.org/10.5465/amj.2008.32626023 

Modem, R., Lakshminarayanan, S., Pillai, R., & Prabhu, N. (2021). Twenty-five years 

of career growth literature: a review and research agenda. In Industrial and 

Commercial Training (Vol. 54, Issue 1, pp. 152–182). Emerald Group Holdings 

Ltd. https://doi.org/10.1108/ICT-04-2021-0030 

Mok, I., Mackenzie, L., & Thomson, K. (2021). Career development and human 

resource management of older workers: A scoping review. Australian Journal of 

Career Development, 30(3), 226–239. 

https://doi.org/10.1177/10384162211069208 

Mulisa, F. (2022). When does a researcher choose a quantitative, qualitative, or 

mixed research approach? Interchange, 53(1), 113–131. 

https://doi.org/10.1007/s10780-021-09447-z 

Mutibura, N. Y. (2023). Research Proposal: The interplay between corporate 

entrepreneurship and employee career growth within organisational 

frameworks. 

Narayanan, V. K., Yang, Y., & Zahra, S. A. (2009). Corporate venturing and value 

creation: A review and proposed framework. Research Policy, 38(1), 58–76. 

https://doi.org/10.1016/j.respol.2008.08.015 

Nardi, P. M. (2018). Doing survey research (fourth). Taylor & Francis. 

Natalie, C. (2024, January 5). Number of people employed in the finance industry in 

South Africa in Q3 2022 and 2023, by province. Satista. 

https://www.statista.com/statistics/1129836/number-of-people-employed-in-

finance-by-province-in-south-africa/ 

Oluwatayo, J. A. (2012). Validity and reliability issues in educational research. 

Journal of Educational and Social Research, 2(2), 391–400. 

Osbourne, J. W. (2015). Best practices in logistic regression. SAGE Publications. 

Padi, A., Ansah, W. O., & Mahmoud, M. A. (2022). Corporate entrepreneurship and 

employees’ competencies: Do employees’ perceived feasibility and desirability 

matter? Cogent Business & Management, 9(1). 

https://doi.org/10.1080/23311975.2022.2102129 



 

92 
 

Paichadze, N., Kharadze, N., & Giorgobiani, M. (2019). Career management trends 

in terms of gender. European Journal of Economics and Business Studies, 5(1), 

225. https://doi.org/10.26417/ejes.v5i1.p225-257 

Pirhadi, H., & Feyzbakhsh, A. (2021). Corporate entrepreneurship, its antecedents, 

process, and consequences: A systematic review and suggestion for future 

research. Journal of International Entrepreneurship, 19(2), 196–222. 

https://doi.org/10.1007/s10843-021-00294-8 

Pyöriä, P. (2005). The concept of knowledge work revisited. Journal of Knowledge 

Management, 9(3), 116–127. https://doi.org/10.1108/13673270510602818 

Rubin, M. (2024, January 3). Type I error rates are not usually inflated. ArXivLabs. 

https://arxiv.org/abs/2312.06265v3 

Ruiz, L. E., Amorós, J. E., & Guerrero, M. (2023a). Does gender matter for corporate 

entrepreneurship? A cross-countries study. Small Business Economics, 60(3), 

929–946. https://doi.org/10.1007/s11187-022-00617-6 

Ruiz, L. E., Amorós, J. E., & Guerrero, M. (2023b). The role of individual capabilities, 

workplace, and national culture on corporate entrepreneurship: A gender 

perspective. International Entrepreneurship and Management Journal, 19(4), 

1921–1945. https://doi.org/10.1007/s11365-023-00889-8 

Saunders, M., & Lewis, P. (2018). Doing research in business and management. An 

essential guide to planning your project (2nd ed.). Pearson. 

Schober, P., Boer, C., & Schwarte, L. A. (2018). Correlation coefficients: Appropriate 

use and interpretation. Anesthesia & Analgesia, 126(5), 1763–1768. 

https://doi.org/10.1213/ANE.0000000000002864 

Sharma, L. (2021). Exploring entrepreneurship among STEM women with mid-

career break. Journal of Small Business and Entrepreneurship, 33(4), 453–474. 

https://doi.org/10.1080/08276331.2020.1716133 

Siegel, S. (2012). Nonparametric statistics. The American Statistician, 11(3), 13–19. 

Spagnoli, P. (2020). Organizational socialization learning, organizational career 

growth, and work outcomes: A moderated mediation model. Journal of Career 

Development, 47(3), 249–265. https://doi.org/10.1177/0894845317700728 



 

93 
 

Spagnoli, P., & Weng, Q. (2019). Factorial validity, cross-cultural equivalence, and 

latent means examination of the organizational career growth scale in Italy and 

China. International Journal of Human Resource Management, 30(21), 2951–

2970. https://doi.org/10.1080/09585192.2017.1340325 

Stats SA. (2023, September). Stats SA releases new provincial GDP figures. 

Statistics South Africa. 

https://www.statssa.gov.za/?p=16650#:~:text=Fact%20%231%20Gauteng%20

remains%20the,African%20economy%20(Figure%201). 

Sudaryono, Rahardja, U., Aini, Q., Isma Graha, Y., & Lutfiani, N. (2019). Validity of 

test instruments. Journal of Physics: Conference Series, 1364(1), 012050. 

https://doi.org/10.1088/1742-6596/1364/1/012050 

Sürücü, L., & Maslakçi, A. (2020). Validity and reliability in quantitative research. 

Business & Management Studies: An International Journal, 8(3), 2694–2726. 

https://doi.org/10.15295/bmij.v8i3.1540 

Tabachnick, B. G., Fidell, L. S., & Ullman, J. B. (2013). Using multivariate statistics 

(Vol. 6). Pearson. 

Tavakol, M., & Dennick, R. (2011). Making sense of Cronbach’s alpha. International 

Journal of Medical Education, 2, 53–55. https://doi.org/10.5116/ijme.4dfb.8dfd 

Tavakol, M., & Wetzel, A. (2020). Factor Analysis: a means for theory and instrument 

development in support of construct validity. International Journal of Medical 

Education, 11, 245–247. https://doi.org/10.5116/ijme.5f96.0f4a 

Thrane, C. (2020). Applied regression analysis. Doing, interpreting and reporting. 

Routledge. 

Tootoonchy, M., & Sajadi, S. M. (2021). Corporate Entrepreneurship as a Learning 

Process: Development of New Capabilities. Entrepreneurship Research 

Journal, 0(0). https://doi.org/10.1515/erj-2020-0524 

Urbano, D., & Turró, A. (2013). Conditioning factors for corporate entrepreneurship: 

An in(ex)ternal approach. International Entrepreneurship and Management 

Journal, 9(3), 379–396. https://doi.org/10.1007/s11365-013-0261-8 



 

94 
 

Urbano, D., Turro, A., Wright, M., & Zahra, S. (2022). Corporate entrepreneurship: a 

systematic literature review and future research agenda. Small Business 

Economics, 59(4), 1541–1565. https://doi.org/10.1007/s11187-021-00590-6 

van Osch, Y., & Schaveling, J. (2020). The effects of part-time employment and 

gender on organizational career growth. Journal of Career Development, 47(3), 

328–343. https://doi.org/10.1177/0894845317728359 

Veréb, V., & Azevedo, A. (2019). A quasi-experiment to map innovation perception 

and pinpoint innovation opportunities along the tourism experience journey. 

Journal of Hospitality and Tourism Management, 41, 208–218. 

https://doi.org/10.1016/j.jhtm.2019.10.003 

Wang, Y.-K. (Mike), Chung, C. C., & Lim, D. S. K. (2015). The drivers of international 

corporate entrepreneurship: CEO incentive and CEO monitoring mechanisms. 

Journal of World Business, 50(4), 742–753. 

https://doi.org/10.1016/j.jwb.2015.02.002 

Wegner, T. (2020). Applied business statistics. Methods and Excel-based 

applications (5th ed.). Juta and Company. 

Weng, Q. (Derek), & Zhu, L. (2020). Individuals’ career growth within and across 

organizations: A review and agenda for future research. Journal of Career 

Development, 47(3), 239–248. https://doi.org/10.1177/0894845320921951 

Wewege, L., Lee, J., & Thomsett, M. C. (2020). Disruptions and digital banking 

trends. Journal of Applied Finance & Banking, 10(6), 15–56. 

Wood, C. C., Holt, D. T., Reed, T. S., & Hudgens, B. J. (2008). Perceptions of 

corporate entrepreneurship in Air Force organizations: Antecedents and 

outcomes. Journal of Small Business & Entrepreneurship, 21(1), 117–131. 

https://doi.org/10.1080/08276331.2008.10593416 

Yagil, D., & Oren, R. (2021). Servant leadership, engagement, and employee 

outcomes: The moderating roles of proactivity and job autonomy. Revista de 

Psicologia Del Trabajo y de Las Organizaciones, 37(1), 58–65. 

https://doi.org/10.5093/JWOP2021A1 



 

95 
 

Zahra, S. A. (1991). Predictors and financial outcomes of corporate 

entrepreneurship: An exploratory study. Journal of Business Venturing, 6(4), 

259–285. https://doi.org/10.1016/0883-9026(91)90019-A 

Zahra, S. A. (1993). Environment, corporate entrepreneurship, and financial 

performance: A taxonomic approach. Journal of Business Venturing, 8(4), 319–

340. https://doi.org/10.1016/0883-9026(93)90003-N 

Zahra, S. A., Neubaum, D. O., & Huse, M. (2000). Entrepreneurship in medium-size 

companies: Exploring the effects of ownership and governance systems. 

Journal of Management, 26(5), 947–976. 

https://doi.org/10.1177/014920630002600509 

Zahra, S. A., Sapienza, H. J., & Davidsson, P. (2006). Entrepreneurship and 

Dynamic Capabilities: A Review, Model and Research Agenda*. Journal of 

Management Studies, 43(4), 917–955. https://doi.org/10.1111/j.1467-

6486.2006.00616.x 

Zhang, L., & Farndale, E. (2022). Workforce age profile effects on job resources, 

work engagement and organizational citizenship behavior. Personnel Review, 

51(1), 194–209. https://doi.org/10.1108/PR-02-2020-0095 

Zhu, L., Flores, L. Y., Weng, Q., & Li, J. (2021). Testing a moderated mediation model 

of turnover intentions with Chinese employees. Journal of Career Development, 

48(6), 893–909. https://doi.org/10.1177/0894845319900938 

Zijlstra, W. P., Van der Ark, L. A., & Sijtsma, K. (2013). Discordancy tests for outlier 

detection in multi-item questionnaires. Methodology, 9(2), 69–77. 

https://doi.org/10.1027/1614-2241/a000056 

  



 

96 
 

Chapter 9: APPENDIX A: SURVEY QUESTIONS 

 



 

97 
 

Chapter 10: APPENDIX B: ADDITIONAL STATISTICAL OUTPUTS 

Table 10: Multivariate outlier analysis result from the Mahalanobis test 

 

 

ID Q1 Q2 Q3 Q4 Q5 Q6 Q7 Q8 Q9 Q10 Q11 Q12 Q13 Q14 Q15 Q16 Q17 Q18 Q19 Q20 Q21 Q22 Q23 Q24 Q25 Q26 Q27 Q28 Q29 Q30 Q31 Q32 Q33 Q34 Q35 Q36 Q37 Q38 Q39 MAH_1 PMAH_1

1 2 1 4 1 4 2 1 1 4 3 2 2 5 4 5 4 2 4 4 5 5 4 3 4 2 3 4 4 3 4 3 4 1 2 3 3 1 2 3 43.57197 0.0664

2 2 1 3 2 3 1 1 1 4 4 2 2 5 4 5 4 4 5 3 5 5 2 5 5 2 2 3 2 1 4 3 3 2 2 4 3 2 3 2 51.52327 0.0117

3 3 2 3 1 4 1 1 1 4 5 3 2 4 3 4 4 5 4 4 5 4 3 4 4 5 5 5 5 5 5 5 5 4 4 4 3 3 4 3 26.59968 0.6921

4 2 2 4 6 3 1 2 2 3 4 2 2 3 4 4 3 3 3 4 4 4 3 2 2 3 3 4 3 4 4 4 3 3 3 3 4 3 3 3 30.71614 0.4806

5 4 2 4 4 4 4 1 5 4 4 2 4 4 2 4 5 3 2 5 2 4 5 2 5 5 5 5 5 4 5 5 5 3 3 5 3 2 1 2 39.19000 0.1483

6 5 1 4 4 4 4 1 5 4 4 3 4 4 2 4 4 4 2 2 4 4 4 2 4 2 2 2 2 2 2 2 2 1 1 1 2 1 1 1 33.06486 0.3666

7 3 1 3 3 4 2 1 4 2 1 1 2 2 2 4 4 5 3 4 2 2 4 2 5 4 4 4 4 4 5 2 4 2 4 3 4 4 4 4 49.21916 0.0200

8 3 1 4 2 4 3 1 1 5 5 5 5 5 1 4 4 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 4 26.60807 0.6917

9 3 2 4 3 3 1 1 1 5 4 4 2 4 2 4 4 1 1 5 4 4 3 4 5 5 5 5 5 5 5 5 5 3 3 4 3 2 3 3 35.95336 0.2476

10 3 2 4 2 4 1 1 1 2 2 2 1 2 4 1 4 1 4 3 2 4 2 2 4 4 4 4 4 4 4 2 4 1 3 2 2 1 1 1 43.07689 0.0732

11 3 2 3 1 4 2 1 1 3 4 2 3 4 4 4 4 4 4 4 4 4 2 2 2 2 4 4 2 2 2 2 4 2 2 2 2 3 4 3 38.11399 0.1773

12 3 1 4 4 5 4 1 1 3 3 2 2 3 1 3 4 4 5 5 5 4 3 4 4 4 4 4 4 4 4 4 4 2 4 4 2 3 3 2 37.07663 0.2090

13 1 1 4 2 2 1 1 5 3 4 3 3 3 3 4 4 4 4 5 2 4 3 2 4 4 5 5 5 5 4 4 4 5 5 4 5 5 5 5 25.28385 0.7549

14 2 1 3 5 3 1 1 5 3 4 2 2 4 2 4 4 3 4 4 5 5 4 2 2 4 4 4 4 3 4 3 4 2 3 3 4 1 2 2 31.18209 0.4571

15 2 1 4 3 3 1 1 5 5 5 4 3 5 1 3 5 4 5 4 2 4 4 4 4 4 4 4 5 4 5 3 4 4 4 3 4 4 4 4 29.34056 0.5515

16 2 2 3 10 3 1 1 5 5 5 5 4 5 2 5 5 5 4 5 3 5 4 2 4 4 4 4 4 4 4 4 4 4 4 4 3 3 4 4 13.64315 0.9971

17 4 2 4 5 4 3 1 4 4 4 4 4 3 2 4 4 4 2 4 4 4 4 4 4 4 4 4 4 4 4 4 4 1 1 3 1 1 1 1 19.42511 0.9473

18 3 1 3 1 4 1 1 1 4 4 3 4 4 2 4 4 5 5 4 3 3 3 3 4 4 4 4 4 5 4 4 4 3 4 4 3 3 4 3 13.53259 0.9973

19 2 1 3 4 4 2 1 1 5 4 4 4 5 1 4 4 4 5 5 5 5 4 2 5 5 5 5 5 5 5 5 5 4 4 5 5 4 4 5 23.86749 0.8159

20 3 2 3 9 3 1 1 1 3 4 3 3 3 3 3 3 4 4 4 3 2 4 3 4 3 4 4 4 4 4 4 4 3 3 4 3 3 3 3 16.44833 0.9849

21 2 1 3 5 3 1 1 1 4 4 4 4 3 3 4 4 4 5 4 4 3 2 3 4 5 5 5 5 5 5 5 5 4 5 5 5 3 3 4 24.26483 0.7996

22 2 1 3 3 3 1 1 1 4 5 4 3 4 2 4 5 5 4 3 3 2 4 2 3 4 4 4 4 4 4 4 4 4 4 4 4 1 1 5 45.61472 0.0439

23 2 1 3 3 1 1 1 4 5 4 4 3 4 2 4 3 5 4 4 3 3 4 5 4 4 5 4 3 5 5 5 5 3 4 4 3 3 4 3 27.87977 0.6274

24 3 1 2 8 4 4 1 5 5 5 4 4 4 3 3 4 3 4 4 3 4 3 5 4 3 3 4 3 5 4 4 4 3 4 4 2 3 3 3 31.79279 0.4268

25 2 1 3 6 3 1 1 1 4 3 4 2 4 2 4 5 5 3 4 4 4 2 4 5 5 5 4 5 5 5 4 5 2 4 5 4 3 4 3 30.94053 0.4692

26 3 1 4 5 4 2 1 4 4 5 4 4 4 3 4 4 4 4 3 4 2 2 2 3 4 3 3 4 3 3 4 3 2 3 3 3 3 2 4 34.78271 0.2925

27 2 1 4 3 3 1 1 1 4 4 5 4 5 2 4 5 5 4 5 4 4 4 2 4 4 4 4 4 5 5 4 4 3 4 4 3 3 4 3 17.10332 0.9794

28 2 1 3 1 3 1 1 1 5 5 5 5 5 2 5 5 5 5 5 2 3 5 5 5 5 5 5 5 5 5 4 5 3 3 4 3 5 4 5 31.83204 0.4249

29 2 1 3 3 1 1 1 1 5 4 4 3 2 3 3 4 3 4 5 3 3 3 4 4 5 5 5 5 5 5 5 5 5 4 4 5 3 3 3 24.25941 0.7998

30 2 1 4 10 4 1 1 1 2 2 2 2 3 4 2 2 1 2 2 4 5 1 2 1 2 3 2 2 1 2 2 2 1 1 1 1 1 1 1 32.91447 0.3735

31 2 1 3 3 3 1 1 1 2 3 2 2 3 4 4 4 3 4 1 2 2 4 2 4 4 4 3 4 5 5 5 3 1 2 4 2 2 4 4 50.02136 0.0167

32 3 1 4 2 4 2 1 1 5 5 2 4 2 2 4 4 5 5 5 3 5 5 2 5 1 4 5 2 3 5 4 5 1 1 3 5 1 1 3 62.34155 0.0007

33 2 2 3 10 3 1 1 1 5 4 3 5 5 1 5 5 4 4 5 3 4 4 2 4 5 5 5 4 5 5 5 5 2 2 4 2 2 4 3 26.92712 0.6758

34 2 1 3 10 1 1 1 1 3 4 4 3 4 4 3 4 5 5 4 5 4 3 4 4 4 4 4 4 4 4 4 4 3 3 3 3 2 3 2 19.99643 0.9359

35 3 2 2 10 4 1 1 5 4 4 4 4 5 1 5 5 4 5 4 2 2 4 4 1 4 4 4 5 5 5 4 5 4 4 5 3 4 3 3 41.43989 0.0997

36 2 2 3 1 3 1 1 1 4 4 4 5 4 1 4 4 5 3 5 4 2 4 5 4 4 4 5 5 4 5 4 5 2 3 3 3 4 4 3 35.50077 0.2644

37 2 1 4 4 5 1 1 1 4 5 4 4 5 2 4 4 4 5 5 2 2 3 4 5 5 5 5 5 5 5 4 4 5 5 5 5 4 5 4 24.91665 0.7714

38 2 2 3 8 1 1 1 1 5 5 5 4 5 2 4 5 5 5 5 2 4 4 5 5 5 5 5 5 5 5 5 5 5 5 4 3 4 3 2 21.41909 0.9004

39 2 1 3 3 1 2 1 1 5 4 4 4 5 2 4 4 4 5 5 3 4 4 1 4 4 4 4 5 5 5 5 4 2 4 5 2 1 3 2 26.65076 0.6896

40 2 1 1 10 1 1 1 1 3 3 3 4 3 4 3 3 3 3 3 4 4 3 4 4 2 2 2 2 2 2 2 3 2 2 2 2 2 2 2 23.47853 0.8312

41 2 1 4 8 3 3 1 1 3 4 5 5 5 4 5 5 5 5 5 2 2 4 5 5 5 5 5 5 5 5 5 5 3 4 4 3 3 3 3 29.30177 0.5535

42 2 1 3 10 3 1 1 1 2 4 4 2 1 3 4 2 2 2 2 4 3 2 4 2 4 3 3 3 3 3 3 3 2 2 2 4 2 2 4 42.38284 0.0836

43 2 1 3 2 3 1 1 1 4 4 4 5 5 3 5 4 5 5 5 4 2 5 3 5 5 5 4 5 5 5 5 5 5 4 5 4 4 5 5 25.17737 0.7597

44 3 2 1 4 5 4 1 4 5 4 5 4 4 3 5 4 4 4 5 4 4 3 3 5 5 5 5 5 5 5 5 5 5 3 5 3 3 5 3 25.72274 0.7345

45 5 2 2 7 3 2 1 5 5 5 5 5 5 1 4 4 4 3 4 4 2 4 4 4 4 4 3 3 3 3 2 3 1 1 3 3 1 3 3 37.66424 0.1906

46 2 2 3 1 5 1 1 1 5 5 3 4 5 2 4 4 4 4 4 4 3 3 4 4 4 4 4 4 4 4 4 4 4 4 4 4 3 4 4 14.86092 0.9936

47 1 2 3 5 1 1 1 1 5 5 5 4 4 1 4 4 4 4 4 4 2 4 4 5 5 5 5 5 5 5 5 4 3 4 4 2 3 3 3 22.50696 0.8664

48 3 1 4 4 3 1 1 1 4 4 4 4 5 2 5 4 4 3 4 2 3 4 2 3 3 3 3 3 4 4 4 3 3 4 4 3 3 4 3 19.58170 0.9444

49 2 2 4 4 3 2 1 4 2 4 4 3 4 3 4 4 4 3 4 4 4 2 2 4 3 4 4 4 4 4 4 4 3 3 4 3 3 3 3 20.36165 0.9277



 

98 
 

 

  

ID Q1 Q2 Q3 Q4 Q5 Q6 Q7 Q8 Q9 Q10 Q11 Q12 Q13 Q14 Q15 Q16 Q17 Q18 Q19 Q20 Q21 Q22 Q23 Q24 Q25 Q26 Q27 Q28 Q29 Q30 Q31 Q32 Q33 Q34 Q35 Q36 Q37 Q38 Q39 MAH_1 PMAH_1

50 1 1 3 3 1 1 1 4 4 5 5 4 5 4 4 5 4 5 5 2 2 4 4 4 4 4 4 4 4 5 5 5 4 4 5 3 3 4 3 28.20988 0.6103

51 1 1 1 4 1 1 1 5 5 5 4 4 5 2 3 4 4 4 4 3 4 4 3 4 4 4 4 4 5 5 5 5 4 4 4 2 3 4 3 21.42747 0.9002

52 2 2 3 8 3 2 2 5 2 3 4 4 3 4 5 5 3 2 5 5 5 1 5 4 4 5 4 3 5 4 4 4 3 2 4 2 3 1 3 48.22667 0.0250

53 3 2 2 3 4 2 1 1 2 1 2 3 2 4 2 2 3 4 4 3 2 4 3 4 5 4 4 4 4 4 4 4 1 1 4 2 1 2 1 35.10521 0.2797

54 2 1 4 4 3 2 1 4 4 4 4 3 4 2 4 4 5 4 4 3 2 4 3 4 4 4 4 5 4 4 4 4 3 4 3 3 3 3 3 12.64169 0.9986

55 3 1 4 4 4 1 1 1 4 4 3 3 4 4 4 5 4 4 4 3 4 2 2 4 4 4 4 4 3 4 4 4 3 3 4 3 3 4 4 21.40345 0.9009

56 2 2 3 4 1 1 1 5 5 4 5 3 5 3 4 4 5 5 5 3 2 4 4 4 4 4 4 4 5 5 5 5 4 4 4 4 4 4 3 23.55883 0.8281

57 2 2 3 7 4 3 1 5 4 4 4 3 5 2 5 5 5 5 5 1 4 3 4 5 4 4 4 4 4 4 4 4 3 5 5 4 3 4 4 29.62037 0.5370

58 2 2 3 7 3 1 1 5 2 2 1 3 2 4 3 4 4 3 2 3 4 3 1 2 3 3 4 3 4 2 3 4 5 1 4 5 5 1 5 52.11154 0.0102

59 1 1 2 3 1 1 1 1 5 5 5 1 5 2 5 5 5 5 5 1 2 4 2 5 5 5 5 5 5 5 5 5 2 5 5 2 3 5 3 36.85238 0.2163

60 3 2 3 4 3 1 1 4 4 4 4 3 4 1 4 4 4 4 4 3 4 3 4 4 4 4 4 4 5 5 5 5 3 4 4 3 3 3 3 14.69680 0.9942

61 2 2 4 3 1 1 1 1 4 5 5 4 5 3 4 4 3 5 4 3 4 4 3 4 5 5 5 5 4 5 4 4 4 4 5 3 2 3 3 25.78728 0.7315

62 3 1 3 2 3 2 1 5 5 4 4 4 4 2 4 4 4 4 3 4 4 4 4 4 3 4 4 3 4 4 4 4 3 3 4 2 4 4 2 26.33831 0.7050

63 3 2 4 1 4 1 1 1 4 5 3 4 3 2 5 4 4 4 3 1 2 4 5 4 4 4 4 4 4 4 4 4 3 3 4 3 3 3 3 26.12105 0.7155

64 2 1 2 1 3 3 1 3 4 2 3 2 3 4 3 4 4 2 5 2 5 4 4 3 4 5 4 4 4 4 4 4 3 2 4 2 2 2 1 38.86514 0.1567

65 2 1 3 2 3 3 1 5 3 4 3 4 4 4 2 4 4 2 4 4 4 3 5 4 4 4 5 3 5 5 3 4 2 2 3 3 2 3 3 40.50770 0.1180

66 2 2 2 6 3 1 1 1 5 5 4 3 4 4 4 5 4 5 5 3 3 3 3 3 4 5 5 5 5 5 5 5 4 4 4 4 4 4 3 20.20245 0.9314

67 3 1 4 1 4 2 1 1 2 4 2 1 3 2 2 1 4 4 1 5 5 1 3 4 1 4 3 3 2 2 4 4 3 4 4 4 4 4 3 55.61325 0.0043

68 3 2 4 2 4 3 1 1 4 5 5 5 5 4 5 5 2 2 4 2 4 2 2 1 1 2 2 1 1 2 2 1 2 1 1 1 1 1 1 41.62399 0.0963

69 2 2 4 2 4 2 1 1 5 4 4 2 5 2 5 4 5 4 4 4 4 5 4 5 4 4 5 4 4 4 4 5 5 4 4 5 4 4 5 31.41184 0.4456

70 1 1 3 1 1 1 1 1 3 4 3 2 4 2 2 4 3 4 4 1 2 4 3 4 5 5 5 5 5 5 4 4 3 3 4 3 3 4 3 26.65744 0.6893

71 3 1 3 1 3 1 1 1 4 3 2 2 3 2 3 4 3 3 4 3 5 4 2 5 5 5 5 4 4 4 4 4 2 3 4 3 1 2 2 16.63723 0.9835

72 2 1 3 1 3 2 1 1 4 4 3 4 4 3 3 4 4 3 3 4 3 4 4 4 4 4 4 4 4 4 4 4 2 3 3 3 2 3 3 14.50728 0.9948

73 1 2 3 1 1 1 1 1 4 3 4 4 2 4 3 3 4 4 3 3 4 4 2 4 5 4 4 3 4 4 4 4 3 2 5 2 1 1 1 33.96806 0.3265

74 2 1 4 1 4 1 1 1 4 2 3 4 4 2 4 4 5 5 5 3 4 4 2 4 5 5 5 5 4 3 4 4 5 4 4 2 4 5 5 41.29427 0.1024

75 1 1 3 9 1 1 1 1 5 5 5 5 5 3 5 5 5 5 5 3 3 4 3 5 5 5 5 5 5 5 5 5 4 4 4 3 3 3 3 14.17097 0.9958

76 2 1 3 1 4 1 1 1 5 5 4 4 5 1 5 5 5 4 5 3 2 4 2 4 5 5 5 5 5 5 4 5 4 3 5 3 4 5 4 19.54120 0.9451

77 2 2 3 4 1 1 1 1 4 4 4 4 4 3 4 2 4 4 3 3 4 3 4 4 2 2 3 2 4 4 3 4 2 3 3 2 2 3 2 35.81074 0.2528

78 3 1 4 6 4 2 1 1 3 4 3 4 4 2 4 4 4 4 4 4 2 2 4 5 4 4 4 4 4 4 4 4 3 2 4 2 4 4 4 24.21992 0.8015

79 1 2 3 7 3 1 3 5 4 4 5 3 2 3 4 5 5 5 5 2 4 4 4 5 5 4 4 5 5 5 5 5 4 4 4 3 2 4 3 39.55711 0.1393

80 1 1 3 7 1 1 4 5 5 3 5 3 3 3 2 4 4 3 5 3 3 3 2 3 5 5 5 5 5 5 3 3 4 5 5 3 2 5 1 46.24373 0.0385

81 3 2 4 6 3 2 1 1 4 4 2 4 4 2 4 2 2 2 2 5 4 4 4 4 4 4 4 2 2 2 3 2 1 2 3 2 1 4 2 42.52901 0.0813

82 2 1 3 3 3 1 1 1 5 5 5 2 4 1 5 5 5 5 5 3 4 3 3 5 5 5 4 4 5 5 4 5 3 5 5 3 3 5 3 26.88631 0.6779

83 2 1 3 3 4 1 1 1 4 3 3 3 4 4 3 3 4 4 2 4 4 3 4 4 3 3 3 3 3 3 3 3 2 2 2 2 2 3 3 19.03292 0.9543

84 2 1 3 3 3 1 1 1 5 5 4 5 5 1 5 5 5 4 4 4 4 4 2 3 4 4 5 4 5 4 4 4 2 2 4 2 2 3 2 27.47484 0.6481

85 2 1 3 9 3 1 1 1 5 4 3 4 5 4 5 5 4 4 5 4 4 5 3 5 4 5 3 4 5 5 5 5 1 1 3 4 2 5 4 46.06957 0.0399
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Table 11: Descriptive stats for the CE and OCG scales 
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Figure 17: Cronbach’s alpha test output for the 5 Dimensions of the CE scale. 
 

 

Figure 18: Cronbach’s alpha test output for the 5 Dimensions of the OCG scale. 
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Figure 19: SPSS output for factor analysis used to confirm CE scale validity. 
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Figure 20: SPSS output for factor analysis used to confirm OCG scale validity. 
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Figure 21: Tests of normality for the data collected
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Table 12: SPSS output for the Spearman correlation analysis 
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Figure 22: Matrix scatter plots confirming the CE and OCG variables are monotonic 
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