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COVER LETTER 

 

Prof. George T. Solomon 

Editor-in-Chief 

Journal of Small Business Management (JSBM) 

Funger Hall 

2201 G Street NW 

Suite 315-D 

Washington, DC 20052 

 

Dear Prof. Solomon, 

I am writing to submit our manuscript entitled “Exploring the Relationships between 

Entrepreneurial Leaders and Followers” for consideration as a Journal of Small 

Business Management research article. This qualitative study explored the 

prioritization of entrepreneurial leadership as perceived by both leaders and their 

followers. By interviewing 12 individuals across three separate small business firms, 

a within case and cross case study analysis provided an opportunity for the opinions 

and perspectives of each leader to be compared with the opinions and perspectives 

of their respective followers, to ascertain whether or not congruency exists within this 

relationship in today’s business context. We identified nine behavioural themes that 

emerged from the analysis, which put forward purpose, collaboration, and 

authenticity as the three most prominent behaviours, deemed to be a priority within 

start-up and small business contexts by the participants. 

In a time where many traditional practices are losing their impact on the younger 

workforce which resides in our society today, we can no longer remain rigid in our 

approach to business practices if globalization continues to progress at the pace with 

which we have seen over the past decade. What can no longer be overlooked, are 

the demands placed on firms by the employees, who seek a more balanced and 

flexible lifestyle. Start-ups and small businesses appear to be adopting many of these 

novel practices, which tend to result in a deeper sense of commitment and loyalty if 

some of these demands are met. This article seeks to explore how the types of 

behaviours demonstrated within today’s context of business can be more effectively 

implemented to support the economic prosperity of start-ups and small businesses. 



2 
 

This article aimed to continue the conversations by Simba and Thai (2019) titled 

“Advancing Entrepreneurial Leadership as a Practice in MSME Management and 

Development”, which was published in The Journal of Small Business Management 

in 2019.  

Each of the authors of this manuscript confirm that this has not been previously 

published, nor is it under consideration by any other journal. In addition, both the 

authors of this manuscript have approved the contents of this paper and have agreed 

to the submission policies of this journal. 

Each named author has substantially contributed to the underlying research 

conducted in drafting this manuscript, and to the best of our knowledge there are no 

conflicts of interest, financial or otherwise. 

 

Sincerely, 

 

Ryan Aitken 

MBA Candidate 

The University of Pretoria’s Gordon Institute of Business Science 

26 Melville Road, Illovo, Johannesburg, 2196 

10469665@mygibs.co.za 

 

Motivation for selecting the Journal of Small Business Management 

The Journal of Small Business Management is rated as 3 by the Association of 

Business Schools Academic Journal Quality Guide (2019) and is a progressive 

journal with regards to current business and management practice, especially within 

small business and entrepreneurial contexts. Many of the main authors which 

supported the research of this research, have published their findings in the Journal 

of Small Business Management. Furthermore, the journal is open interested in 

reviewing qualitative manuscripts, which support further research conducted into the 

field of “Entrepreneurial and Small Business Education” as well as “New Venture 

Creation and Venture Capital” which this research directly and indirectly supports. 
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1. THEORY AND LITERATURE REVIEW 

1.1. Introduction 

This chapter provides a review of the constructs that make up entrepreneurial 

leadership, as described by supporting theories and constructs, which form part of 

its make-up. Entrepreneurial leadership is broken down into its two supporting 

constructs of leadership and entrepreneurship, before a deeper literature review is 

presented on the foremost construct in this chapter. Each construct has been broken 

down into further segments for a more thorough and extensive comprehension of the 

supporting constructs’ integration to entrepreneurial leadership. Dynamic business 

environments is introduced as a means for conceptual appreciation of its potential 

impact within a business context. 

 

1.2. Leadership 

1.2.1. Overview 

Leadership has taken on many definitions as it is near impossible to reach a 

conclusive attestation of what the term holistically represents. This is attributed 

largely to the continuous advancement of leadership styles and their attributes, which 

form internally and externally within the business environment context (Matta & Van 

Dyne, 2020). One definition provided by Rost and Barker (2000) for consideration is 

that leadership is an influential relationship between leaders and their followers who 

intend to effect real change that reflects a shared purpose.  

 

As highlighted by Hartley, Parker, and Beashel (2019), management and leadership 

are often mistaken for being one in the same, when the two are conceptually and 

theoretically distinct. Whilst management attempts to plan, build, and direct firms 

towards achieving their goals and objectives, leadership tends to steer the attention 

for possible change through the alignment, motivation, and inspiration of firms’ 

followers (Hartley et al., 2019).  

 

Schoemaker, Heaton, and Teece (2018) compares leaders to classical musicians, 

likewise as a band (firm) requires a stringent script (management) to direct each 

verse (objective) of the song (employee) to give it structure, it also necessitates 

improvisation and adaptation from, for instance, jazz performers (leaders) to boost 

the song’s (employee’s) chorus (performance). Influential leaders should aspire to 
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continuously develop their amplitude for contending with challenges that may arise, 

remaining motivated to make a difference to the lives of those around them. Such 

leadership requires a sense of unrelenting commitment towards the success and 

sustainability of the firm and its stakeholders (Schoemaker et al., 2018).  

 

1.2.2. Leader-member exchange 

Leader-member exchange (LMX) theory describes leaders’ abilities, by way of 

position, to develop high-quality relationships with their followers that can result in a 

deeper sense of mutual trust, respect, and loyalty (Matta & Van Dyne, 2020). With 

high-quality relationships forged, there can be an abundance of favourable and 

advantageous consequences within firms, such as improved role performance and 

organisational citizenship behaviours (Yu, Matta, & Cornfield, 2018). 

 

Drawing on social exchange theory, Mostafa and Bottomley (2020) suggested that 

self-sacrificial leaders can realise more desirable results from their followers when 

the quality of the relationship exchange is improved. Such an approach to leadership 

carries a robust consignment of ethical responsibility that boasts unambiguous 

integrity to improve the social relationships between leaders and their followers. This 

commitment to the collective through a leader’s ability to surrender self-interest for 

the benefit of the group is considered to be one of the more valued behaviours of 

great leaders (Mostafa & Bottomley, 2020). 

 

As previously mentioned, the essence of LMX and its practical implications in the 

workplace surround the quality of the relationships that have been forged, but such 

exchanges are not possible for all of a leader’s followers/subordinates (Yu et al., 

2018). The development of these relationships and exchanges differs between firms, 

groups, and teams. Therefore, the argument can be made that it is not always 

possible to effectively implement the benefits of such potential exchanges within an 

organisation (Yu et al., 2018). With this in mind, it is prudent for business leaders and 

management alike to aspire to understand the complexities of their workplace 

conditions and dynamic business environment if they are to ascertain the benefits 

that can be produced from high-quality relationship exchanges. 
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1.2.3. Values-driven leadership 

More recently, attention has been given to the values-driven leadership style directed 

towards a more collective approach – for example, the African tradition of ubuntu, 

meaning “I am we; I am because we are, we are because I am” (Pérezts, Russon, & 

Painter, 2020, p. 732). Influential leadership success tends to be greater between 

leaders and their followers when they share principled values about their work 

(Markham, Yammarino, Murry, & Palanski, 2010).  

 

Growing attention within leadership studies has drawn considerable focus towards 

the relational exchanges that occur between a leader and follower in the workplace 

(Cunliffe & Eriksen, 2011). A large contributing factor to this is the need for improved 

ethical leadership pertaining to a common good for all, described as the 

“interconnections that knot human beings and communities together” (Pérezts et al., 

2020, p. 732). This argument builds on the need to shift the focus away from 

individual leaders – as leaders do not lead in complete isolation – and rather towards 

the relational exchanges that provide a sense of “identity”. This gives rise to a sense 

of “direction” or vision, which goes beyond the leaders and followers, reinstituting 

that leadership does not surround the individual leaders (Pérezts et al., 2020; Surie 

& Ashley, 2008).  

 

This sense of direction brings purpose to individuals and their organisations. It 

proactively instils a notion of added accountability for a firm’s stakeholders and its 

community, emphasising the African tradition of ubuntu once again. The values-

driven leadership style can be exceptionally beneficial to an organisation and, in 

some cases, can be the reason why the firm thrusts or impedes the strengths and 

contributions of its workforce (Pérezts et al., 2020). 

 

1.3. Entrepreneurship 

1.3.1. Overview 

Entrepreneurship can be defined as “a phenomenon at the intersection of and 

relationship between environments, individuals and teams, opportunities, and mode 

of organizing” (Simsek, Jansen, Minichilli, & Escriba-Esteve, 2015, p. 465). It is 

associated with discovery, exploration, and exploitation, focusing on the creative 

actions and processes that foster profitable opportunities within various economic 

contexts (Aldrich & Ruef, 2018; Hincapié, 2020; Renko, El Tarabishy, Carsrud, & 
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Brännback, 2015; Shane & Venkataraman, 2000). In addition, Aldrich and Ruef 

(2018) have described entrepreneurship as an innovative activity that employs high-

growth opportunities within a range of environments and business contexts, as it 

often brings about the creation of new products, services, processes, and systems 

required for economic development. 

 

1.3.2. Creativity or innovation 

Of paramount importance to the longevity of a business in today’s global market, and 

at the heart of a firm’s success, is its ability to establish competitive advantage 

through the development of new products and services (Revilla & Rodríguez-Prado, 

2018). Creativity precedes innovation and implementation in the production and 

strategy process, in a practice that is often considered integrative (Revilla & 

Rodríguez-Prado, 2018). The nuanced difference between creativity and innovation 

is that creativity initiates the capability of novel idea generation as a prerequisite to 

innovative actions (Aldrich & Ruef, 2018). Creativity is about turning creative ideas 

into innovative actionable proposals for the purpose of competitive advantage for a 

firm (Acar, Tarakci, & Van Knippenberg, 2019).  

 

Consequently, creativity and innovation are deemed to be interrelated and integrated 

into almost all progressive elements promoting a firm’s longevity and success (Acar 

et al., 2019). However, it is contradictory that creativity and innovation are both 

restrained and discharged from a firm’s red tape of rules and regulations, policies, 

and scarce resources (Acar et al., 2019). 

 

1.3.3. Entrepreneurs 

Entrepreneurs are considered or viewed colloquially as individuals who are able to 

perceive scenarios and recognise opportunities that the vast majority cannot, thereby 

exhibiting an awareness that is adjudged superior to standard experimental 

approaches or practices (Spivack & McKelvie, 2018). Nevertheless, such discoveries 

cannot be attributed exclusively to certain individuals who possess this ability (Aldrich 

& Ruef, 2018). Rather, acknowledgement has been given to those who are willing to 

persist in the pursuit of creating value, despite previous unsuccessful attempts 

(Spivack & McKelvie, 2018). These types of behaviours and approaches have given 

rise to the favourable view that entrepreneurship is an effective and beneficial 

economic practice within the context of business. 



7 
 

 

Entrepreneurship has been stereotyped as only attracting the assertive and self-

reliant to attempt its realm of uncertainty and precariousness. Hincapié (2020) 

provided another perspective worthy of consideration, contending that individuals’ 

propensity for risk, their previous experiences, pecuniary wealth and access to other 

resources, personal network, and the ability to clearly articulate their ideas are some 

ancillary elements that encompass entrepreneurial participation practices. Given the 

business context, such entrepreneurial behaviours and practices are closely 

connected to leadership and its varying features, as leaders interact and contend 

within their environments to spearhead greater success for their firms (Bridge & 

O’Neill, 2018).  

 

1.4. Entrepreneurial leadership 

1.4.1. Overview 

A distinct style of leadership, entrepreneurial leadership aims to influence and 

empower followers to attain the shared objectives of a firm by recognising and 

exploiting opportunities that create economic value (Gross, 2019; C. Harrison, Paul, 

& Burnard, 2016; R. Harrison, Leitch, & McAdam, 2015; Leitch & Volery, 2017; Renko 

et al., 2015). Whilst several studies have been conducted on the various alternative 

forms of leadership and entrepreneurship in isolation (Gupta, MacMillan, & Surie, 

2004; R. Harrison et al., 2015; Kuratko, 2007; Renko et al., 2015; Surie & Ashley, 

2008), entrepreneurial leadership is an underdeveloped construct that requires 

further attention. Although entrepreneurial leadership shares many similarities with 

other leadership styles, its distinction lies in the impact that the leaders’ behaviours 

have on their followers.  

 

Since the inception of entrepreneurial leadership in the latter part of the 20th century, 

researchers have directed their attention towards better understanding the 

fundamentals of this construct to ironically explore and exploit any new field-

advancing opportunities (Renko et al., 2015; Simba & Thai, 2019). As a result, 

numerous evolving definitions and contributions have been made to entrepreneurial 

leadership, which have attempted to clarify and outline its characteristics.  

 

Whilst entrepreneurial leadership employs many similarities when juxtaposed with 

other leadership styles, its distinction surfaces at the intersection between 
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entrepreneurship and leadership (Renko et al., 2015). Typically, entrepreneurs are 

recognised as leaders by virtue of their positions/roles within an organisation, as such 

responsibilities tend to include setting clear goals and empowering individuals to 

meet these (Renko et al., 2015). The empowered individuals are often seen as 

representatives of an organisation because their behaviours are regarded as more 

beneficial and effective when compared to their peers (Zhang, Zhong, & Ozer, 2020). 

 

The analysis of entrepreneurship and leadership has led to the deduction that the 

two share robust parallels (Simba & Thai, 2019). In consequence, entrepreneurial 

leadership has been legitimised through the progressive advancements and 

recognised dependence affiliated with these two constructs. 

 

1.4.2. Founding fathers and inception 

The founding fathers of entrepreneurship as a construct or academic theory, Richard 

Cantillon and Jean-Baptiste Say, made their scholarly contributions in 1755 and 1803 

respectively (Kim, El Tarabishy, & Bae, 2018). Their inceptive contributions to this 

concept were engrossed in the economic elements and their interests covered the 

various managerial components that contributed to such prosperous economic 

returns, which remain a core focus today. Research by Lumpkin and Dess (1996) 

advanced entrepreneurship’s foundation to a willingness to support activities that 

promote creativity or the experimental inclination towards producing new products or 

services for economic profit. For that reason, among others, entrepreneurial 

practices have become a paramount underpinning to prudent organisational 

strategies that pursue success and prosperity (Aldrich & Ruef, 2018). Whilst this 

approach is typically associated with structural layouts and implementation 

procedures, entrepreneurship provides the desired flexibility for dynamic growth 

exploitation, especially during start-up stages (Kim et al., 2018). 

 

1.4.3. Prominent behaviours 

Previous literature contributions have revealed prominent behaviours described as 

being highly impactful when employed effectively (Gross, 2019; C. Harrison et al., 

2016; R. Harrison et al., 2015; Leitch & Volery, 2017; Renko et al., 2015). There are 

four prominent behaviours and/or attributes listed as fundamental to 

entrepreneurship – namely vision, creativity, risk-taking, and effective 
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communication (Gross, 2019; C. Harrison et al., 2016; R. Harrison et al., 2015; Leitch 

& Volery, 2017; Renko et al., 2015; Simba & Thai, 2019).  

 

Vision is most credited to the associated behaviours of entrepreneurship as being 

the vital component that builds a robust structure for opportunity recognition and 

exploitation in a variety of contexts (C. Harrison et al., 2016; Renko et al., 2015; 

Shane & Venkataraman, 2000). This is achieved by reinforcing the firm’s purpose 

whilst instilling a sense of confidence in the followers’ abilities to realise and attain 

the anticipated goals and objectives (Surie & Ashley, 2008). However, such 

behaviours demonstrated by entrepreneurial leaders call for a sense of legitimacy to 

gain a committed following. Therefore, being able to communicate this vision that is 

administered in a salient manner to a leader’s followers may improve the alignment 

of the group’s priorities to support the leader’s vision, which is effective in recognising 

opportunities that can be further explored and exploited (Kuratko, 2007; Surie & 

Ashley, 2008). 

 

Risk-taking is a behaviour related to a firm’s proclivity to operate within a volatile, 

uncertain, complex, and ambiguous environment to remain competitive and relevant 

(Schoemaker et al., 2018). Successful leadership behaviours are more closely 

aligned with testing various scenarios and outcomes and the associated risks over 

designing detailed plans that do not challenge the status quo (Schoemaker et al., 

2018). In addition, individuals who excel at transcending boundaries and engineering 

new business territories cannot achieve theis without some degree of risk.  

 

Creativity is often associated with emerging styles of leadership that excel in an 

entrepreneurial environment (Cai, Lysova, Khapova, & Bossink, 2018). As 

mentioned previously, creativity sits at the heart of a business’s success by 

introducing new products and services (Revilla & Rodríguez-Prado, 2018). Creativity 

can also be notably expressed when introducing and communicating a shared vision 

and purpose for a firm to achieve its long-term objectives and goals (Sklaveniti, 

2017).  

 

Effective communication is the key that binds these behaviours together, but one that 

is often overlooked because of its inclination to be used more colloquially and 

frequently when speaking about leadership behaviours. Effective communication has 
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the ability to transcend meaning and interpretation of a vision, which can be more 

effectively received (Darling, Gabrielsson, & Seristö, 2007). Moreover, 

entrepreneurial leadership relies heavily on effective communication to explore and 

exploit various opportunities for amplified competitive advantage over business rivals 

(Roomi & Harrison, 2011). 

 

Hence, emphasis is placed firmly on individuals’ proactive behaviours and decisive 

actions, rather than their personality traits and characteristics (Renko et al., 2015). 

Although a strong importance is placed on being opportunity-focused, there are 

many supporting behaviours that warrant the favourable characterisations of 

entrepreneurship, such as the ability to influence and motivate others, tenacity, 

power orientation, achievement orientation, flexibility, persistence, high tolerance for 

ambiguity, self-confidence, self-reliance, proactiveness, optimism, and a robust 

internal locus of control (Freeman & Siegfried, 2015; C. Harrison et al., 2016; Leitch 

& Volery, 2017; O’Toole, 2019; Renko et al., 2015; Simba & Thai, 2019). 

 

Whilst not all the behaviours or attributes listed are necessary to possess the 

propensity for identifying and recognising profitable opportunities, they are strong 

contributors to the realisation of value creation within an array of economic contexts. 

By highlighting these behaviours and attributes, a connection can be made between 

entrepreneurship and leadership, inferring its importance and establishing its 

significance in modern society to better understand the skills required to amplify 

operational efficiencies and employee (follower) motivation simultaneously (Henry, 

Foss, Fayolle, Walker, & Duffy, 2015; Leitch & Volery, 2017; Simba & Thai, 2019).  

 

1.4.4. Significance of entrepreneurial leadership for management 

A distinctive style of leadership, entrepreneurial leadership seeks to employ the use 

of its influential and empowering leadership capabilities together with 

entrepreneurship and its associated behaviours and attributes (Gross, 2019; Gupta 

et al., 2004; Shane & Venkataraman, 2000). Thus, entrepreneurial leadership aims 

to empower followers to recognise and exploit business opportunities that foster 

creativity, and its consequential innovative development, in the pursuit of economic 

profitability (C. Harrison et al., 2016; R. Harrison et al., 2015; Leitch & Volery, 2017; 

Renko et al., 2015). 
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There is growing interest in the theories and constructs surrounding 

entrepreneurship, which has materialised as the global economy has transformed 

congruently with the Fourth Industrial Revolution, revealing its ability to amplify firms’ 

performance, agility, and longevity (Gupta et al., 2004). This has moulded into a 

leading focal point for many leaders and firms seeking to positively encourage 

innovative behaviours among their employees (Song, Liu, Gu, & He, 2018; Surie & 

Ashley, 2008). 

 

Freeman and Siegfried (2015) believed that entrepreneurial leaders often view 

problems as opportunities for discovery and learning. Therefore, the right people who 

possess the necessary skills within a team or organisation need to be immersed in a 

culture of process creativity and innovation to create value. This requires an 

entrepreneurial leader to further develop and facilitate such behaviours and attributes 

through the prioritisation, reprioritisation, and reflection processes that contribute to 

the continual exploration and exploitation of economic opportunities (Freeman & 

Siegfried, 2015; Renko et al., 2015).  

 

Self-efficacy, empowerment, and entrepreneurial passion are vital in determining a 

follower’s susceptibility to engage in such patterns of behaviour (Renko et al., 2015). 

Consequently, entrepreneurial leadership does not rely solely on the leadership 

position within an organisation or team to promote opportunity exploitation. Rather, 

it is the propensity of the individual and the strength of the leader-follower relationship 

that will determine the implementation capabilities of these behaviours within an 

organisational context (C. Harrison et al., 2016; Markham et al., 2010).  

 

1.5. Dynamic business environments 

In the current global business environment, processes have evolved into dynamic 

procedures as a result of the constantly changing environment (Vasilecas, 

Kalibatiene, & Lavbič, 2016). Traditional methodologies are no longer able to 

maintain the demands and needs of firms, which now depend on agile and adaptive 

(dynamic) businesses environments to meet their expectations. It all appears to be 

at the mercy of business communication capabilities, internally and externally, 

whereby previous structures and means of communication are subject to constant 

disruption and change (Gesell, Glas, & Essig, 2018).  
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Such firm business planning and its various structures and procedures are often 

undermined in dynamic environments, which can impede performance 

(Vanderstraeten, Hermans, Van Witteloostuijn, & Dejardin, 2020). On the other hand, 

being highly innovative can pose as a risk to start-ups and small businesses with 

their limited access to resources and staff. In a modern business environment that 

seeks to harness opportunity, and within the window of opportunity itself, 

entrepreneurial behaviours are becoming increasingly more important and relevant 

to the roles and responsibilities that shape leadership today.  

 

1.6. Conclusion 

In conclusion, and with a few contrasting remarks, some views question whether 

entrepreneurial leadership should be viewed as a construct in isolation at all. It is 

implied that entrepreneurial leadership is tied to too many other constructs, such as 

leadership and entrepreneurship, and it has yet to clarify its common solidarity 

among researchers (Leitch & Volery, 2017; Simba & Thai, 2019; Vecchio, 2003).  

 

This literature review aimed to explore the evolving leader/follower relationships and 

exchanges that exist to promote economic continuance for leaders of start-ups and 

small businesses with the intention of further validating existing literature or ensuing 

supplementary insights for future study considerations with this paper’s findings. 

Chapter 3 presents the methodology utilised to further contribute to the construct of 

entrepreneurial leadership. 
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2. RESEARCH METHODOLOGY AND DESIGN 

2.1. Introduction 

This chapter outlines the design and methodology employed in the collection and 

subsequent analysis processes. The methodological choices and selection criteria 

are described and detailed in the sections that follow. 

 

2.2. Choice of methodology  

The purpose of this research was to explore the contextual experiences of successful 

entrepreneurs to understand the positive influence that these leaders have on their 

followers, and how these behaviours can be employed more effectively. To acquire 

insights of the opinions and perspectives on the influence of these behaviours, an 

exploratory approach was selected. As described by Stebbins (2001), exploratory 

research is deliberately placing oneself in similar circumstances to better discover 

the perspectives, approaches, and interpretations of a social study.  

 

This research study followed the interpretivism philosophy through a qualitative, 

inductive, data collection methodology (Merriam, 2009; Schweber, 2015). The value 

derived from such an approach lies in the rich and descriptive data that emerged in 

the collection procedures and the notable contribution made towards the progression 

of literature within this field of academia, based on certain assumptions (Creswell, 

2007; Leavy, 2017; Van den Berg & Struwig, 2017).  

 

The purpose of this research was to better understand the set of circumstances that 

occurred within the study of entrepreneurial leadership as a social phenomenon at a 

specific period in time, allowing for inductive interpretations of various perspectives 

to be drawn from the data collected from the participants. As such, interviews were 

conducted with company leaders and their followers to obtain personal encounters 

to comprehend the alignment in opinions and perspectives between the two groups. 

Through primary data collection and a comprehensive literature review, conclusive 

insights and suggestions were derived, which may contribute to the creation of new 

theories that will require further understanding (Stebbins, 2001; Van den Berg & 

Struwig, 2017). The aim of this research study was to provide additional literature 

that could be made readily available to future researchers who intend to contribute 

to the potential advancement of the entrepreneurial leadership construct (Blenker, 
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Elmholdt, Frederiksen, Korsgaard, & Wagner, 2014; Podsakoff, MacKenzie, 

Bachrach, & Podsakoff, 2005).  

 

Considering this field of study is still regarded as being in its infancy (Leitch & Volery, 

2017; Miao, Eva, Newman, & Cooper, 2019) and requires deliberate research that is 

exploratory in nature, a single data collection technique via a mono-method 

qualitative methodology was selected in this research to collect data (Creswell, 

2007). Furthermore, an inductive approach emphasised previous contributions, 

which were the basis of this article, whilst presenting the insights gained through the 

collection of primary data from the study’s participants. Particular attention was paid 

to lead contributing authors, as well as the most recent published articles from high-

impact journals that brought consistency to the secondary data sources collected 

(Blenker et al., 2014; Creswell, 2007). 

 

By employing an interpretivism approach, appropriate practices were conducted for 

empirical data to be collected and analysed, which aimed to serve academia and 

small businesses. Consequently, the goal was dependent on the participants’ 

accounts of their events, inductively formulating meaning through the emergent 

patterns collected (Creswell, 2007). 

 

2.3. Population 

The population identified as relevant for this research report was entrepreneurs – 

namely a founder or co-founder of a company that is still operational. The nature of 

the company’s industry was irrelevant, since there was no disposition to the structure 

design of the company and it was (at the time) believed that all industries required 

some degree of leadership if there was a following. In contrast, the focus was on the 

behaviours and mannerisms explicitly displayed by the entrepreneurs as leaders.  

 

To be considered for this study, a company had to be operational at the time of the 

interview, having three direct reports/followers who had worked alongside the 

founder/leader for a period exceeding a year. The criteria ensured an established 

leader/follower relationship had been fairly formulated for the purpose of the personal 

opinions and perspectives, which were collected as primary data for this research 

report. The study’s participants had to be English-speaking to safeguard against 

misinterpretations of the data collected. 
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2.4. Sampling method and size 

The sampling process applied to this research report was a non-probability purposive 

sampling methodology, which was heterogeneous in nature to enhance and develop 

previous studies and contribute to seminal publications (Blenker et al., 2014; Devers 

& Frankel, 2000). Purposive sampling is implemented often with qualitative research, 

as it seeks to develop concepts and theories from individuals who provide the 

percipience necessary to further build and establish previous contributions (Devers 

& Frankel, 2000). A heterogeneous set of participants was selected to ensure the 

information collected presented rich information to explore entrepreneurial 

leadership as a construct (Blenker et al., 2014; Devers & Frankel, 2000; Leavy, 

2017).  

 

A regularly interrogated component of research methodology surrounds the 

consensus on sampling method and size for qualitative research (Dworkin, 2012). 

Boddy (2016) sparked controversy in what is deemed to be an “adequate” qualitative 

sample size for data collection, as there is no dominant determination as to what 

sample size will yield the data required for appropriate research contribution. When 

sampling among a heterogeneous population using qualitative methodology, 

evidence suggests that data saturation can be achieved with as few as 10 

participants (Blenker et al., 2014; Boddy, 2016; Sandelowski, 1995). Approximately 

12–30 interviews are regarded as good practice when conducting research using 

case studies (Boddy, 2016). 

 

A degree of snowballing was incorporated into the study, as the initially selected 

participants introduced the researcher to additional candidates within their personal 

network. If these identified candidates met the qualifying criteria, the reason behind 

following this process was to enhance the research by mitigating any incorrectly 

identified participants through lack of exposure or knowledge about the company’s 

history or viability for the study. This specific information was only shared with 

participants once the data from their contributions had been collected, which 

removed any concerns of researcher influence over the opinions and perspectives 

shared for objective data collection. Two variants contributed to the selection 

process. The first variant was to select a leader or founder of a 

firm/company/business that was still in operation. The second variant was to select 
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three followers/direct reports within the same organisation or team embedded in the 

same company. 

 

Three case studies were conducted with the objective of including participants from 

diverse backgrounds and experiences to enhance the substantiveness of the 

findings and support the data saturation determination of this report. Therefore, 12 

individuals with an array of demographic differences were identified for participation 

in the case studies. The research participants comprised three black females, four 

white females, two black males, and three white males. The intention was to gain 

added insight into the leaders’ perspectives within the contextual boundaries of the 

research study. The participants’ ages ranged from 25 to 37, with the median age 

being 30. After the conclusion of the eighth interview data saturation was reached, 

as no additional codes were generated from the interviews that followed (Guest, 

Bunce, & Johnson, 2006). 

 

2.5. Unit of analysis 

For the purpose of entrepreneurial leadership evaluation, the opinions, perspectives, 

personal experiences, and narratives of individuals who were involved in a small 

business or start-up company were considered. 

 

2.6. Measurement instrument 

The researcher used semi-structured interview guides to gather data for the research 

report (Edmondson & Mcmanus, 2007). The interviews aimed to “encourage 

participants to tell stories from their own perspectives” (Saunders & Lewis, 2018, 

p. 158). The preparation of an interview schedule (guide) directed the interviews to 

ensure the data collected aligned with the topic being discussed. This included an 

introduction to the interview process followed, which detailed the purpose of the study 

being conducted for the benefit of the respondent. Furthermore, an informed letter of 

consent was presented and signed by each participant, ensuring their understanding 

and willingness to partake was done voluntarily.  

 

The nature of a semi-structured guide made allowances for flexibility in the order 

scheduling of the questions that were asked. At times, the participants would 

elaborate naturally or point to unasked questions. This approach allowed the 
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participants to speak freely, whilst providing the researcher the opportunity to return 

to any elements of a question that required further probing. 

 

The interview guide was influenced by the literature review with the intention of 

obtaining meaningful data to further build on the theory construct. Apart from the 

rudimentary demographic questions posed, all the questions were open-ended to 

allow the participants to freely extend and share their insights and perspectives for 

the purpose of this study. Table 1 demonstrates how the research questions were 

designed to align with that of the interview questions. Deliberate avoidance of leading 

or closed questions was exercised. The researcher became more familiar with the 

flow of the interview guide as the data collection process continued, allowing for more 

advanced probing of unanswered questions not outlined in the interview schedule to 

avoid the potential lack in depth of the data collected. 

 

Table 1: Alignment of research and interview questions 

Research question Interview question 

Research question 1: 

What are the individual and 

contextual antecedents of 

entrepreneurial leadership? 

Question 1: What can you tell me about 

your background and upbringing? 

Question 2: What reasons do you attribute 

to becoming an entrepreneur? 

Question 3: Who are your biggest 

influencers or mentors? 

Research question 2: 

Does the position that is held by 

the leader shape or allow for a 

greater propensity to develop 

favourable entrepreneurial 

leadership behaviours within the 

context of business? 

Question 4: What is your perspective on 

leadership? 

Question 5: How has the role of leadership 

governed your approach to running your 

business? 

Research question 3: 

How essential is entrepreneurial 

leadership to attaining economic 

growth and/or prosperity in an 

environment that undergoes 

constant contextual adaptations? 

Question 6: How has your approach to 

doing business positively impacted the 

performance of your firm? 

Question 7: How has the context of the 

global pandemic (COVID-19) impacted 
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your firm and how have you adapted to 

ensure sustainability of your firm? 

Research question 4: 

How can the study of 

organisational leaders across 

constantly evolving and changing 

environments provide the 

foundation for conceptualising the 

dynamic process associated with 

entrepreneurial leadership? 

Question 8: 

In your opinion, what are the most 

important considerations for an individual 

wanting to start their own business? 

 

In addition, a “mock” (pilot) interview was conducted with an entrepreneur (leader) to 

ensure the flow in the line of questioning was easily understood and interpreted 

(Jacob & Furgerson, 2012). This allowed for minor adjustments to be made prior to 

interviewing the first participant. 

 

2.7. Ethical clearance 

Prior to conducting the research interviews and collecting data, ethical clearance was 

obtained from the University of Pretoria’s Gordon Institute of Business Science. The 

research methodology, interview schedule/guide (Appendix C), informed letter of 

consent (Appendix D), non-disclosure agreement (Appendix H), and confirmation to 

preserve participants’ confidentiality were submitted to the university’s ethics 

committee. An ethical clearance certificate (Appendix G) was received and data 

collection commenced thereafter.  

 

2.8. Data collection 

The key areas explored surrounded the lived experiences of participants through 

their interpretations, opinions, and perspectives (Creswell, 2007; Ellis & Levy, 2008). 

Hence, data was collected appropriately through semi-structured interviews, as this 

provided a guide for the topic of entrepreneurial leadership to be explored on a 

deeper basis, without the interviewees deviating from their opinions. Furthermore, it 

allowed for themes to be drawn from unique contexts and perspectives on similar 

and/or different circumstances or personal lived experiences. 
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Consequently, particular emphasis was placed on ensuring no leading questions 

were presented to participants, which was approached in two ways. Firstly, an 

introductory agenda to the interview process provided an explanation of the structure 

of the interview and the meaning/purpose behind it. This also supplied an opportunity 

for the participants to feel at ease when sharing their journeys/stories, as it was 

communicated to them that the shared information would remain anonymous. 

Secondly, the echoing and probing techniques were employed when additional 

insight was sought, which related to a specific theme or word/phrase evoked by the 

participant. This ensures credible data collection practice and validity to the research 

study (Creswell, 2007; Ellis & Levy, 2008). 

 

Three companies were selected and examined according to specific qualifying 

criteria to ensure quality control of the data being collected for analysis (Noble & 

Smith, 2015). Whilst accessibility and availability of participants was onerous at 

times, largely attributed to the national lockdown restrictions imposed on the public 

by the national government in response to the COVID-19 pandemic, all the data 

collected was done in a conclusive and thorough manner. As a result of COVID-19, 

the semi-structured interviews were conducted over the Zoom digital platform, which 

is readily available and accessible to any individual with Internet access. Although 

field observations were not plausible at the time of the initial data collection 

commencement, the digital image projected using a personal computer camera lens 

partially permitted the researcher to observe facial reactions and/or responses to 

certain questions, which allowed for appropriately adjusted follow-up 

questions/probes. One added advantage of using Zoom is that it allowed the 

participants to feel more at ease in the comfort of their personal environment and it 

allowed any necessary rescheduling without the inconvenience of travel time 

wastage.  

 

To ensure the platform worked sufficiently for the study’s purpose and objectives, a 

trial run was conducted over Zoom to test audio clarity of the recordings, as well as 

any foreseeable time lags that may be experienced and potentially interrupt the flow 

of the process. In addition to the Zoom recording, an Apple mobile phone’s recording 

software was used to safeguard against any unforeseen interruptions or 

disturbances that may have altered or destroyed any of the data collected. This 
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process was also trialled and tested prior to commencement, which yielded similar 

clarity as a plausible additional layer of support.  

 

Before interviewing the candidates selected for the research study, a mock/pilot 

interview was conducted with a female founder to gain better insight into how the 

information could be exchanged, collected, and interpreted. As fewer leaders are 

targeted in this study, the decision to include the mock/pilot interview was 

substantiated. The selection of the mock/trial participant was deliberate, as an initial 

consideration for selection was concluded. The reason for not considering the 

mock/pilot participant in the study was because her current employees did not meet 

the criteria of having directly reported to her for a period that exceeded a year.  

 

The interview process for every candidate was 45–90 minutes in duration, with the 

majority lasting approximately 60–70 minutes each. The process that immediately 

followed each interview, and the resultant data collection process, ensured 

conscientious and dependable storage methodology. All recordings were saved to 

cloud-based storage facilities, removing the concerns of device software damage, 

theft, or misplacement. Microsoft OneDrive and Google Drive cloud storage facilities 

were utilised to ensure sufficient backup of the data collected. The recordings from 

the Apple mobile phone were kept as an additional storage platform facility.  

 

Despite the availability of the built-in transcription feature in the Zoom digital platform, 

an independent third-party professional transcriptions service (Top Transcriptions) 

was used to ensure accuracy and subsequent credibility of the transcribed audio 

files. All interviews were transcribed through the same source to ensure reliability 

and conformity of the data being transcribed. 

 

Whilst all precautions were taken by the researcher to ensure the interview 

environment was quiet and there were no interruptions or disruptions, this could not 

be guaranteed due to the nature of the interactions and the implications of the 

national lockdown measures. On one occasion, a participant who was the leader of 

the company insisted that the interview be conducted face to face and in person. As 

this interview was conducted in a public space, the ambient noise made for 

unforeseen obstacles. However, the recording was able to maintain voice clarity that 

was suitable to be kept and transcribed for data analysis. The reason for allowing 
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this anomaly was that this participant was a company founder who added diversity 

to the research study concerning demographics. Therefore, the researcher made the 

exception based on the rationale of overall contribution and possible recoil that may 

have ensued. 

 

The mock/pilot interview and the first company were selected by the researcher. 

Thereafter, recommendations for and introductions to other companies were made 

available to the researcher by the participants (snowballing), justified through 

informed guidance by those within the start-up and small business space.  

 

2.9. Data analysis 

The audio recordings from the interviews were transcribed by a third-party 

professional transcriptions company to allow for accurate analysis of the data 

collected. All data collection and subsequent transcriptions were conducted before 

further analysis was concluded immediately afterwards. 

 

A coding analysis technique was employed using the Atlas.ti digital platform 

(Bloomberg & Volpe, 2012; Wildemuth, 2017). This technique required line-by-line 

analysis of the inputted transcriptions, reducing the large volume of content into 

meaningful codes that could be better understood as a representation of the data 

collected (Bloomberg & Volpe, 2012; Merriam & Tisdell, 2015; Yin, 2015). Codes 

were named inductively through open coding, as there was no predetermined set or 

list to follow (Bloomberg & Volpe, 2012; Hsieh & Shannon, 2005; Merriam & Tisdell, 

2015), which allows for new or emerging themes to be included at any time 

throughout the analysis of the transcriptions (Bloomberg & Volpe, 2012). Coding 

saturation was identified when the rate of new codes added after each interview 

declined to the point where no new codes were added, as demonstrated in Figure 1. 
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Figure 1: Saturation of data 

 

In addition, descriptive names were provided to each of the codes to best represent 

the conceptual ideas presented in the data collected. These codes were divided into 

categories (code groups), which led to nine themes emerging from the data collected, 

with relevance to the literature review conducted and subsequent research questions 

that emerged herein. This allowed for the emerging themes to be identified and then 

further analysed for exploratory and comparative purposes (Mackieson, Shlonsky, & 

Connolly, 2019).  

 

The consolidated themes were then cross-analysed by using a within-case and 

cross-case study analysis, which provided triangulation of the data collected in this 

research study. Thus, a discussion could be generated on the results of the themes 

in relation to the literature reviewed, as well as the emergence of these themes 

across the three firms selected for further analysis and concluding remarks. 

 

2.10. Quality controls 

In qualitative research, the validity and reliability of research studies are used as 

measurements of trustworthiness and integrity (Bloomberg & Volpe, 2012; Creswell, 

2007). Each interview, within its respective denomination (leader or follower), 

followed the same process, with the exception of the amount of time each interviewee 

dedicated to answering a specific question and the one face-to-face interview. This 

process allowed for a natural flow and consistency in the collection of data recorded 

during all interviews. By following this stringent process, the interviews were effective 
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in collecting the data they intended to measure; and through demonstrating such 

clarity during the interview data collection process, potential research bias or 

tangents were avoided (Creswell, 2007; Noble & Smith, 2015). 

 

Neutrality was maintained throughout the data collection process, with minimal 

information provided to participants outside of the topic of the research study and the 

manner in which the data was to be collected and stored. This became clear when, 

in a number of interviews, the interviewees asked the researcher to repeat what the 

focus topic of the study was, supporting the validity and reliability of the data collected 

through the exclusion of leading questions or suggestive prompts (Creswell, 2007; 

Noble & Smith, 2015). 

 

By interviewing the leader and three followers, the researcher was able to ensure 

content validity and reliability for the research report (Noble & Smith, 2015). The 

motivation for interviewing at least four individuals from one organisation was that it 

allowed for the personal interpretations, opinions, and perspectives of the leaders to 

be compared with what had been similarly expressed by their followers, mitigating 

any partisanship conclusions from the data collected, as qualitative research has 

been criticised historically for its subjective analytical procedures (Noble & Smith, 

2015).  

 

2.11. Research limitations 

In research, all studies naturally and inherently carry limitations. Qualitative research, 

specifically, has received a lot of speculation for its subjectivity in reaching findings 

(Creswell, 2007). The researcher was not an expert in the chosen field of study, 

dataset analysis, interview conduction, and/or in the drafting of questionnaires. In 

addition, the participants’ lived experiences, perspectives, opinions, and 

interpretations may naturally present subconscious bias in the presentation of the 

report’s findings. Saunders and Lewis (2018) stated that definitive conclusions 

cannot be drawn from such research findings, as they are subjective in principle and 

nature. The interview interaction process did present nuanced/unique interpretations, 

as not all participants cooperated equally. Furthermore, due to the nature of the 

relationship between the interviewees and the researcher, fear for any consequence 

of the information shared may have been present, thereby withholding potential 

insights that may have been valuable. In addition, as the research study was cross-
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sectional, all data collected was from one point in time, which would not allow for all 

circumstances pertaining to the leadership behaviours to be fairly concluded.  

 

Research on the grounded theory of entrepreneurial leadership itself also bears 

limitations, in that it was still regarded as being in its infancy stage of theory 

development (Leitch & Volery, 2017). Renko et al. (2015) stated the limitations within 

this field of study with no access to the consequential outcome that entrepreneurial 

leadership influences may have over time. As a result, no conclusions on conceptual 

or empirical research have guaranteed that all elements of the necessary data or 

material have been captured within this discipline (C. Harrison et al., 2016).  

 

2.12. Conclusion 

This chapter described the research methodology that was employed and intended 

for ascertaining the most impactful results for the goals and objectives it aspired to 

achieve. This exploratory qualitative study utilised semi-structured interviews to 

collect data from a purposive sample population of heterogenous entrepreneurs to 

better understand the entrepreneurial behaviours that influence the leader/follower 

relationship of start-ups and small businesses. The method of analysis was 

presented to provide insight into how the results of the study were further analysed 

and discussed in the article.  
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APPENDIX B: EXAMPLE OF ARTICLE FROM THE JOURNAL OF SMALL 

BUSINESS MANAGEMENT 

 

Reference: Simba, A., & Thai, M. T. T. (2019). Advancing entrepreneurial leadership 

as a practice in MSME management and development. Journal of Small Business 

Management, 57(S2), 397–416. https://doi.org/10.1111/jsbm.12481 
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APPENDIX C: INTERVIEW SCHEDULE/GUIDE 

 

Script before interview commences: 

• Introduction of self, role, and nature/purpose of the study 

• Semi-structured guidelines 

• Thank the participant for their involvement  

• Brief explanation of the data capture methodology and intended analysis of the 

report 

• Present informed consent form and provide detailed explanation of confidentiality 

and anonymity to participant; consent form to be signed before commencement 

of the interview 

• Explain the transcription process of the data collected and the anonymity that is 

ensured through a non-disclosure agreement 

• Provide details of the actual interview process; duration/completion time, benefits 

to the participant, style of questioning and freedom to express one’s own personal 

perspectives and opinions 

• Allow for any questions before commencement 

 

Interview commencement: 

Demographic and general information data: 

• Age 

• Gender 

• Industry of firm [leader only] 

• No of employees [leader only] 

• Firm lifespan (to date) [leader only] 
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Semi-structured interview questions [LEADERS] 

 

The questions will be guided by the literature to provide further insight into the role 

that entrepreneurial leaders play across a variety of dynamic organisational contexts. 

Behaviours and insights will be probed for further comprehension and context to 

contribute to the overall findings of the report. 

 

[Note: questions may not follow the order detailed below as a means of allowing the 

respondent the opportunity to provide a personal account that is not influenced by 

the interviewer’s interjections, to ensure the integrity of the interview process is 

maintained throughout]. 

 

QUESTIONS:  

 

1. Could you tell me about your background? 

a. Probe:  

i. Education  

ii. Work experience 

 

2. What reasons do you attribute to yourself becoming an entrepreneur? 

a. Probe: 

i. Perceptions/attitude towards entrepreneurship 

ii. Network and support  

iii. Opportunity/Risk approach to work 

iv. Previous attempts and learnings 

 

3. Who are your biggest influencers or mentors? 

a. Probe: 

i. Influencer’s characteristics/behaviours 

ii. Noteworthy exchanges/experiences 

 

4. What is your perspective on leadership? 

a. Probe: 

i. Characteristics/behaviours they demonstrated 

ii. Personal view of what good leadership is 
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iii. Your Personal style 

iv. Experience of good leadership 

 

5. How has the role of leadership governed your approach to running your 

business? 

a. Probe: 

i. Culture  

ii. Noteworthy experiences (positive/negative) to the firm 

iii. Active internal discussions regarding the impact of leadership 

 

6. How has your approach to doing business positively impacted the 

performance of your firm? 

a. Probe: 

i. Perceived patterns of behavioural influence [reflection now; 

proactive] 

ii. Collaboration with followers/reports  

iii. How important is communication to your business? 

iv. Lessons in approaches to avoid 

v. Processes that require more attention that initially perceived 

vi. Type of individual you look to hire [traits/characteristics; how do 

you determine these]  

 

7. How has the context of the global pandemic (COVID-19) impacted your firm 

and how have you adapted to ensure sustainability of your firm? 

a. Probe: 

i. Risk management/appetite 

ii. Adaptation requirements 

iii. Psychological security techniques used for the benefit of 

employees 

iv. General mindset to the way of doing business post-COVID-19  

v. Fears 

 

8. In your opinion, what are the most important considerations for an 

individual wanting to start their own business? 

a. Probe: 
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i. Most important  

ii. Relevant today 

iii. Required for tomorrow 

iv. Perceived elements that will govern successful business 

outcomes 

 

9. Are there any other perspectives you would like to add/contribute that you 

may believe to be beneficial to this study? 

a. Probe: 

i. Where appropriate  

 

Script after interview concludes: 

• Thank the participant for their involvement in the research 

• Conclude interview 
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Semi-structured interview questions [FOLLOWERS] 

 

The questions will be guided by the literature to provide further insight into the role 

that entrepreneurial leaders play across a variety of dynamic organisational contexts. 

Behaviours and insights will be probed for further comprehension and context to 

contribute to the overall findings of the report. 

[Note: questions may not follow the order detailed below as a means of allowing the 

respondent the opportunity to provide a personal account that is not influenced by 

the interviewer’s interjections, to ensure the integrity of the interview process is 

maintained throughout]. 

 

QUESTIONS:  

 

1. Could you tell me about your background? 

a. Probe:  

i. Education  

ii. Work experience 

 

2. What reasons do you attribute to joining the firm? 

a. Probe: 

i. Perceptions/attitude towards entrepreneurship 

ii. Network and support  

iii. Opportunity/Risk approach to work 

iv. Previous attempts and learnings 

 

3. Who are your biggest influencers or mentors? 

a. Probe: 

i. Influencer’s characteristics/behaviours 

ii. Noteworthy exchanges/experiences 

 

4. What is your perspective on leadership? 

a. Probe: 

v. Characteristics/behaviours demonstrated 

vi. Personal view of what good leadership is 

vii. Firm’s leadership style 
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viii. Your own personal style 

ix. Experience of good leadership 

 

5. How has the role of your leaders influenced your role? 

a. Probe: 

i. Culture  

ii. Noteworthy experiences (positive/negative) to the firm 

iii. Active internal discussions regarding the impact of leadership 

iv. Collaboration 

 

6. How have you been positively influenced by your leader(s) to improve your 

personal performance at your firm? 

a. Probe: 

i. Perceived patterns of behavioural influence 

ii. Collaboration with followers/reports  

iii. Processes that require more attention  

iv. Type of individuals that would suit this environment 

 

7. How has the context of the global pandemic (COVID-19) impacted your firm 

and how have your leaders adapted to ensure sustainability of your firm? 

a. Probe: 

i. Risk management/appetite 

ii. Adaptation requirements 

iii. General mindset to the way of doing business post-COVID-19  

iv. Fears 

 

8. In your opinion, what are the most important considerations for an 

individual wanting to start their own business? 

a. Probe: 

i. Most important  

ii. Relevant today 

iii. Required for tomorrow 

iv. Perceived elements that will govern successful business 

outcomes 
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9. Are there any other perspectives you would like to add/contribute that you 

may believe to be beneficial to this study? 

a. Probe: 

i. Where appropriate  

 

Script after interview concludes: 

• Thank the participant for their involvement in the research 

• Conclude interview 
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Supervisor name: Dr Kerrin Myres 

Email: myresk@gibs.co.za 

Contact number: 011.771.4000 

APPENDIX D: INFORMED LETTER OF CONSENT 

To whom it may concern, 

 

Ryan Aitken is currently a student enrolled at the Gordon Institute of Business Science 

(University of Pretoria) completing his Master of Business Administration (MBA). A 

requirement for graduation is the completion of an original research report to be 

conducted in 2020. The research to be conducted herewith seeks to better understand 

the role that entrepreneurial leaders play within dynamic organisational contexts. The 

research aims to interpret insights of personal experiences from both the leaders and 

their followers within the context of their organisation as a means of primary data capture 

to further enhance and contribute to the existing field of research within the discipline of 

entrepreneurial leadership.  

Through such exchanges, the data collected seeks to contribute to the field of 

entrepreneurship by highlighting the behaviours which promote successful and 

sustainable business practices. The interview is semi-structured in nature, promoting an 

unbiased account of the respondent’s lived experiences, and should take approximately 

60 minutes to complete. The interview will be recorded and transcribed into text format 

for further analysis/interpretation to be utilised for the purpose of this research report. 

Your participation will be noted as voluntary, as you can withdraw at any time during the 

interview process. 

By agreeing to an interview, you are acknowledging your voluntary participation in this 

study. All data will be reported without identifiers to any individual/employee or 

firm/organisation/company. The integrity of this report will be maintained through the 

anonymity and confidentiality of all names collected during the data collection process.  

Should you have any concerns or queries, please do not hesitate to contact Ryan Aitken 

or            Dr Kerrin Myres (supervisor). 

 

 

Participant Name and Surname: 

 

Signature:         Date:  

 

Researcher Name and Surname: 

 

Signature:         Date:  

 

  

Researcher name: Ryan Aitken 

Email: 10469665@mygibs.co.za 

Contact number: 083.794.0110 
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APPENDIX E: PERSONAL NOTES ON DATA COLLECTION PROCESS 

 

Interview 1 [Mock/Pilot Interview – Leader Company 1; female; white] 

I decided to conduct a mock/pilot interview to get a better understanding of what the 

process may entail or evolve. What I did notice about 15min into the interview, was 

that my question guideline provided me with the base I needed, however, the order 

of questioning was redirected as I noticed the interviewee began to move into other 

areas of questioning do to the nature of a semi-structured interview process. 

 

Ensuring that I was not asking leading questions, I at times would refer to the words 

spoken by the interviewee with the intention to further probe/explore their thoughts, 

opinions and perspectives on various comments.  

 

Another noteworthy element to the process that I was able to recognise and utilise 

to the benefit of the data collection process, was to allow the interviewee to continue 

speaking until they had finished their thought process. This was dependent on the 

subject area, if required I would bring the conversation back to the topic where 

necessary. However, there were often moments where I began to believe that there 

was too much repetition in the answers before different perspective and thoughts 

would immerge at the (seemingly) last moment. This created a sense of discipline to 

provide the interviewee with the freedom to continue until she believed her answer 

was complete. 

 

As a result of the rich data that was collected, and the preparation that went into the 

interview guide beforehand, the process for this mock interview went well and there 

were no elements that I would have altered for the purpose of this research report. 

Therefore, I have decided to include the interview in my overall findings as part of 

the leadership group, which although is a case study approach, will provide 

substance to the discussion of the data when consolidating. This is supported by a 

distinct theme that immerged which I have not found to be in the literature and one I 

believe may be prudent to future studies on the topic of entrepreneurial leadership. 

 

Interview 2 [Leader Company 2; male; white] 

In a similar fashion, this interview started off strongly with regards to following the 

question guideline I would refer to. However, there were more distinct switches 
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between the order of questions in the interview guide, often touching on two to three 

separate areas of questioning that I still required further nuanced insight into. In 

allowing the interview to continue in its natural form, I simply had to change the way 

in which I presented the question, to continue investigating the perspectives I 

believed were not yet comprehensively answered. 

 

Through repeating the words and phrases that the interviewee provided, I was able 

to ascertain further depth and insight into their perspectives which added 

considerable richness to the data collected.  

 

At times, my attention to certain words or phrases seemed to be of a repetitive nature 

for the interviewee, which I picked up on through his facial expressions on the screen. 

However, with correct timing for various additional insight exploration I could see the 

interviewee became, once again, engaged in the conversation. 

 

Interview 3 [Report Company 2; male; white] 

A slight change in the question guide required additional preparation to ensure the 

merit in the question guide was in line with the purpose of the research.  

The interviewee answered questions initially at a very superficial level, often not 

going too deeply into his answers. What I picked up on, as not being the leader of a 

organisation, is the lack in experience or understanding of the fundamentals of 

leadership. He spoke to a few items that are relevant and important, but he was 

hesitant to go too deep in certain areas, which again I believe to be a lack in 

fundamental understanding of leadership. 

 

Interview 4 [Report Company 2; male; black] 

A lengthy interview, that ran 20 minutes over the allocated time slot, but a rich and 

insightful interview. Clear from the outset, was the fundamental comprehension of 

entrepreneurial leadership. The extra time was warranted as it provided a different 

element to the previous interviewees in terms of personal background and his path 

to this point in his career. 

 

Rich and deep insight was provided about the leaders that I had not received in the 

previous interview, all aimed at wanting to provide information that would enhance 

the research process, which made for a great conversation.  
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The process and flow of the discussion, up until this point, was the most insightful 

and rich with regards to data collection for the purpose of this research report. 

 

Interview 5 [Report Company 2; male; white] 

This interview did not contribute at a similar level in terms of maturity or 

understanding of what a corporate/business requires.  

 

The candidate had been employed for the qualifying amount of time at the company, 

however, due to his overall lack of work experience, many references were made to 

sporting teams rather than his professional experiences. He did however, touch on 

some important points that are relevant to the research. 

 

Interviews 3-5 were done 30 min apart from one another, on the same day. This 

allowed me to gain momentum which enhanced my timing and line of questioning. 

 

Interview 6 [Leader Company 3; female; white] 

The engagement was intriguing and thought-provoking throughout. Due to the 

experience of the=is leader, her professional career carries a vast array of 

experience which built a foundation for the interview to be enriching to the line of 

questions from the interview guide. 

 

An additional contribution that I had not yet been introduced to as yet, was the 

importance placed upon the way in which she governs her businesses, as there 

distinct values and mantras that are followed in her daily professional career that was 

a strong element to the discussion. Still relevant to the topic, but in such a way that 

additional areas worth exploring may stem from the conversation and hopefully 

provide a plausible area for future research to be conducted. 

 

Interview 7 [Report Company 3; female; white] 

A very insightful engagement into the organisation itself and the role that she plays 

as part of one of the earlier members to be brought into the organisation. A deep 

understanding and comprehension of the subject matter was apparent, which 

allowed for a fluidity that enriched the data collected during this interview. 
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A noteworthy difference in the theme of answers provided to me, was the insistence 

to firstly speak about her leader(s), and then often refer to herself and the interaction 

she has with her reports. The value here is being able to connect her opinion to her 

leader’s characteristics and behaviours, that have been clearly transferred to her in 

the way she conducts herself. Which is a principle example of what the literature 

describes entrepreneurial leadership to be. 

 

Interview 8 [Report Company 3; female; white] 

This process naturally took the direction of what entrepreneurship meant to the 

interviewee, how her experiences and influences have shaped her career in terms of 

perception and want to pursue a similar space. I therefore decided to allow more of 

that to be brought out, to establish a foundation from where I could either refer back 

to specific statements she mentioned or examples she provided to use as a means 

for comparison to the company and her leaders. 

 

She did join the company in CPT and has subsequently moved back to Europe where 

she is originally from. Her differences in upbringing and culture to that of South Africa, 

painted for a unique perspective that may have not otherwise been considered. 

Furthermore, it also highlighted areas of adaption needed across diverse 

backgrounds that has not come through on many occasions up until this point in the 

data collection process. 

 

I have noticed that my question guide is probably geared for a minimum of 50 

minutes, with the need to often try cut things at 70-75 minutes. Without the 

formalities, it should take approximately 55-60 minutes to complete.  

 

Another noteworthy mention, is my ability to jump back and forth between ideas has 

improved, whereby I am still able to collect data from all the questions in the question 

guide, without having to worry which direction the conversation naturally takes.  

 

Interview 9 [Report Company 3; female; white] 

It was rather apparent that the interviewee was interested in the topic from the outset, 

described as passionate in my opinion. I decided from the interaction during the first 

question, that I would allow her to speak freely for the purpose of gaining additional 

insight through her experiences.  
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The conversation went back and forth between topics, but this was largely due to the 

way in which the interviewee processes and manages her thoughts. To ensure the 

conversation maintained its fluidity, I listened intently and would repeat phrases or 

words used by the interviewee (verbatim), for the purpose of allowing her to continue 

down each topic at her own speed and methodology. Through repeating back to her 

what had previously been said, I was able to tap deeper into her perspectives and 

opinions without losing the flow of the dialogue. I have definitely begun appreciate 

the skill involved in the process, and as a result, I believe my ability to have a 

conversation whilst touching on important points that are related to my research 

report is improving substantially.  

 

Unfortunately, there was a break in the interview process after about 50 minutes. 

The interviewee had to step out and attend to a personal matter, therefore the 

interview continued a few hours later in the day. This contributed to the interview’s 

duration being extended quite considerably to approximately 90 minutes. It took 

about five minutes initially to get the flow back to where it had been before, but from 

this point onwards it was once again rich content. The additional duration I was aware 

of but allowed for as previously mentioned, the interviewee is passionate about the 

topic matter and therefore I found it prudent to allow her the space to move through 

each question at her own pace. A skill worth enhancing as I have noticed how much 

more important information is provided when an individual is given the chance to 

speak in their own personal style and manner. 

 

Another new construct was introduced into the research report namely, ‘Lifestyle 

Creation’. Something worth potentially mentioning as suggestion to future research 

developed out of entrepreneurial leadership.  

 

Interview 10 [Leader Company 4; female; black] 

Unfortunately, this individual insisted on meeting in person in a public space, rather 

than over a Zoom call. This has been the only interview conducted outside of the 

standardised data collection process for this research report in that of Zoom call 

recordings. As a result, the backup device was able to pick up a clearer audible 

recording, which aptly demonstrated the need for multiple devices to be used when 

recording. 
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Another unfortunate element to this interview, was that the subject chose to eat 

during the interview. This not only made it difficult at times to have a conversation, 

but it also appeared that she was, at times, more interested in eating than elaborating 

on her answers. This did require me to probe much more than I have had to do 

otherwise during the collection of the data for this research report. As a result, I did 

not believe the data was as rich as it could’ve been, and therefore the interview 

recorded as the shortest thus far.  

 

One positive for the purpose of the report, is it appeared that whilst she shared some 

of the common constructs that are associated to running a business that derive from 

the literature as well as many common items expressed by others in this interview 

process thus far. There were many comments made that alluded to her not being 

that skilled in managing people as well as the period being difficult financially for the 

business. It will be advantageous to connect her reports and get their opinions in the 

understanding of her short-comings and which direction the business ought to have 

taken during the difficult times, especially from a position of leadership. 

 

Interview 11 [Report Company 4; female; black] 

A highly informative discussion that took some time to get into. I could sense there 

was a slight bit of apprehension in what might be relayed back to her leader despite 

the reassurance given to her. It must be sympathised that she was asked if she was 

willing to be interviewed only two days prior to our conversation. Having said that, 

she was willing and able to adjust her schedule to accommodate my study which was 

very kind of her. 

 

The conversation flowed nicely, a lot of passionate remarks were made, and I could 

tell she enjoyed reflecting on her career’s past until present throughout the 

conversation. After a few hesitations, she opened up and the conversation took flight. 

Passionate about the space, clear drive with some hesitation in her own abilities at 

times it seemed, which made for a great interview and conversation, in that it 

provided deeper contextual meaning for her decision to be in that environment in 

order to learn and improve herself. 

 



71 
 

What I realised was the further development in my interviewing skills and the process 

itself. I was able to put additional emphasise on probing in such a manner that built 

trust without having to force her hand. I no longer needed to read the questions at 

all, I looked and one word which prompted my further probing. 

 

Interview 12 [Report Company 4; male; black] 

I thoroughly enjoyed this interview. The gentleman was engaging and very interested 

in the topic from the outset. At first I couldn’t quite gauge him. His son was making a 

noise in the background and his phoned notifications distracted him in the initial two 

or three minutes, but once he understand a bit more about the interview and the 

motivation behind it, he latched on. 

 

What was super interesting about this participant in particular, is his motivation for 

joining the firm was exactly for the reasons which emerged from the literature. He 

wanted to better understand what other leaders were doing, so that he could improve 

himself. This is particularly significant given his background and journey up until this 

point. He himself is a serial entrepreneur, having successfully run small profitable 

business from an array of industries. His story is one motivated by hardship, yet his 

tenacity is something to be admired.  

 

His dedication to learning and seeking opportunities to learn made for an enriched 

interview. In many ways I let him take over and just speak, because he touched on 

so many elements and then some. At the end of the interview, he was so intrigued, 

before I could indicate that out of curtesy, I would send him a copy of the interview if 

interested, he had already requested that I do. He is what this construct speaks to in 

a nutshell. 

 

Interview 13 [Report Company 4; female; black] 

The shortest interview of them all, the participant was not all that eager to engage. 

This was largely due to the fact that she decided to participate in the interview 

process from the ‘comfort’ of her car at midday. Because of this, she was restless 

because of the heat and at times seemed distracted. She did not engage further than 

she had to, unlike the majority of the other candidates, which added little to no 

substance to the process as a whole. Having said that, saturation had already been 
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met on the themes that which were drawn, the difference in opinion between her and 

her leader was the only element potential effected by this. 
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APPENDIX F: CODE BOOK 

Codes Grounded Code Groups Themes 

    
Behaviours: Accountable 32 Accountable Accountability 

Behaviours: Accountability 6 Accountable Accountability 

Behaviours: Assertiveness 2 Leading Accountability 

Behaviours: Avoid conflict 2 Accountable Accountability 

Behaviours: Being a role model 6 Leading Accountability 

Behaviours: Being Proactive 3 Accountable Accountability 

Behaviours: Commitment 3 Commitment Accountability 

Behaviours: Committed 22 Commitment Accountability 

Behaviours: Completing projects 3 Accountable Accountability 

Behaviours: Consistency 5 Accountable Accountability 

Behaviours: Ambiguous Decision 

Making 2 Accountable Accountability 

Behaviours: Getting things done 7 Accountable Accountability 

Behaviours: Idealistic Leadership 1 Leading Accountability 

Behaviours: leading from the front 23 Leading Accountability 

Behaviours: Reliability 3 Accountable Accountability 

Behaviours: Reliable 2 Accountable Accountability 

Behaviours: Setting an example 29 Leading Accountability 

Behaviours: Setting the pace 9 Leading Accountability 

Behaviours: Taking initiative 3 Leading Accountability 

Behaviours: Taking ownership of 

outcomes 6 Accountable Accountability 

Behaviours: Taking Responsibility 9 Accountable Accountability 

TOTAL 178 
  

Background: Alternative Opportunities 1 Adaptability Agility 

Behaviours: Adaptability 29 Adaptability Agility 

Behaviours: Creativity 14 Creativity Agility 

Behaviours: Creativity encouragement 4 Creativity Agility 

Behaviours: Curious inclination 9 Creativity Agility 

Behaviours: Entrepreneurial/Desire to 

Create 19 Creativity Agility 

Behaviours: Exploiting Opportunities 20 Adaptability Agility 

Behaviours: Not Adapting 5 Adaptability Agility 

Behaviours: Seeking Opportunity 20 Adaptability Agility 

Behaviours: Solution focused 4 Adaptability Agility 

TOTAL 125 
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Behaviours: Authentic 55 Authentic Authenticity 

Behaviours: Authenticity 4 Authentic Authenticity 

Behaviours: Compassion 1 Compassion Authenticity 

Behaviours: Compassionate 16 Compassion Authenticity 

Behaviours: Empathetic 48 Empathy Authenticity 

Behaviours: Empathy 7 Empathy Authenticity 

Behaviours: Establishing emotional 

connections 7 Empathy Authenticity 

Behaviours: Honest 18 Integrity Authenticity 

Behaviours: Honesty 1 Integrity Authenticity 

Behaviours: Humble 5 Authentic Authenticity 

Behaviours: Impatience 2 Compassion Authenticity 

Behaviours: Integrity 15 Integrity Authenticity 

Behaviours: Interpersonal skills 2 Empathy Authenticity 

Behaviours: Keeping promises 1 Integrity Authenticity 

Behaviours: Kindness 1 Benevolence Authenticity 

Behaviours: Loyalty 3 Integrity Authenticity 

Behaviours: Nurturing others 1 Benevolence Authenticity 

Behaviours: Respect 6 Respect Authenticity 

Behaviours: Respectful 16 Respect Authenticity 

Behaviours: Sincerity 2 Authentic Authenticity 

Behaviours: Vulnerable 2 Vulnerability Authenticity 

Behaviours: Willingness/ability to let 

go 31 Vulnerability Authenticity 

TOTAL 244 
  

Behaviours: Ability to work with others 5 Cooperation Collaboration 

Behaviours: Being approachable 9 Cooperation Collaboration 

Behaviours: Collaboration with others 34 Cooperation Collaboration 

Behaviours: Collective success 38 Collectivism Collaboration 

Behaviours: Collectivism/Partnering 45 Collectivism Collaboration 

Behaviours: Common Practices 6 Process-orientated Collaboration 

Behaviours: Empowerment of others 52 Empowerment Collaboration 

Behaviours: Encouraging a shared 

vision 5 Collectivism Collaboration 

Behaviours: Encouraging peer 

development 14 Empowerment Collaboration 

Behaviours: Humanitarian outlook 18 Collectivism Collaboration 

Behaviours: Micromanage 2 Trust Collaboration 

Behaviours: Networking 8 Cooperation Collaboration 
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Behaviours: Provide freedom and 

flexibility 10 Trust Collaboration 

Behaviours: Routines 3 Process-orientated Collaboration 

Behaviours: Sharing common goals 1 Collectivism Collaboration 

Behaviours: Socialising 2 Cooperation Collaboration 

Behaviours: Supporting others 10 Collectivism Collaboration 

Behaviours: Team interactions 2 Cooperation Collaboration 

Behaviours: Team player 2 Cooperation Collaboration 

Behaviours: Time management 1 Process-orientated Collaboration 

Behaviours: Trust 7 Trust Collaboration 

Behaviours: Trusting 33 Trust Collaboration 

TOTAL 307 
  

Behaviours: Ability to speak up 1 

Frequent 

Interactions Communication 

Behaviours: Communicator 21 

Frequent 

Interactions Communication 

Behaviours: Effective public speaking 3 

Frequent 

Interactions Communication 

Behaviours: Nonverbal communication 1 

Frequent 

Interactions Communication 

Behaviours: One on one time 1 

Frequent 

Interactions Communication 

Behaviours: Outspokenness 1 

Frequent 

Interactions Communication 

Behaviours: Active Listening 2 Attentive Communication 

Behaviours: Actively Listening 2 Attentive Communication 

Behaviours: Addressing issues 2 Conflict Communication 

Behaviours: Attention to detail 3 Attentive Communication 

Behaviours: Avoiding conflict 1 Conflict Communication 

Behaviours: Being present in the 

moment 1 Attentive Communication 

Behaviours: Celebrating successes 4 Recognition Communication 

Behaviours: Communicating criticism 1 Conflict Communication 

Behaviours: traditional mindset 13 Rigid Communication 

Behaviours: Confrontation 1 Conflict Communication 

Behaviours: Confusion 4 Conflict Communication 

Behaviours: Transparency in 

communication 15 

Frequent 

Interactions Communication 

Behaviours: Dealing with conflict 4 Conflict Communication 
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Behaviours: Feedback 5 Feedback Communication 

Behaviours: Giving Advice 1 Feedback Communication 

Behaviours: Incentivising others 1 Rewards Communication 

Behaviours: Observant 10 Attentive Communication 

Behaviours: Paying attention 2 Attentive Communication 

Behaviours: Receiving Advice 1 Feedback Communication 

Behaviours: Rewarding others 2 Rewards Communication 

Behaviours: Showing appreciation 6 Recognition Communication 

TOTAL 109 
  

Behaviours: Arrogance 3 Confidence Confidence 

Behaviours: Confidence 4 Confidence Confidence 

Behaviours: Confident 12 Confidence Confidence 

Behaviours: Destroying confidence 9 Confidence Confidence 

Behaviours: Emotional control 6 Stoic Confidence 

Behaviours: Ignoring opinions and 

contributions 9 Individualism Confidence 

Behaviours: Inauthentic leadership 4 Individualism Confidence 

Behaviours: Individual goals over 

group 12 Individualism Confidence 

Behaviours: Individualistic 17 Individualism Confidence 

Behaviours: In-group/out-group 2 Individualism Confidence 

Behaviours: lack of empathy 15 Individualism Confidence 

Behaviours: Manipulative 2 Individualism Confidence 

Behaviours: Optimism 19 Optimism Confidence 

Behaviours: Optimistic attitude 3 Optimism Confidence 

Behaviours: Overconfidence 1 Confidence Confidence 

Behaviours: Pessimistic attitudes 4 Optimism Confidence 

Behaviours: Positive reinforcement 5 Optimism Confidence 

Behaviours: Risk Appetite 24 Risk Confidence 

Behaviours: Self-confidence 10 Confidence Confidence 

Behaviours: Setting high standards 17 Confidence Confidence 

Behaviours: Taking Risk 5 Risk Confidence 

Behaviours: Unapproachable 4 Individualism Confidence 

Behaviours: Unethical 1 Individualism Confidence 

Behaviours: Willingness to Fail 8 Risk Confidence 

TOTAL 196 
  

Behaviours: Admission of limitations 3 Introspection Development 

Behaviours: Admission of uncertainty 1 Introspection Development 

Behaviours: Continuous improvement 15 Development Development 
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Behaviours: Critical thinking 1 Introspection Development 

Behaviours: Introspective Reflection 3 Introspection Development 

Behaviours: Learning from mistakes 5 Development Development 

Behaviours: Reviewing 

mistakes/failures 1 Introspection Development 

Behaviours: Seeking alternative 

perspectives 14 Development Development 

Behaviours: Self-awareness 21 Introspection Development 

Behaviours: Self-improvement areas 10 Introspection Development 

Behaviours: Self-reliance 4 Introspection Development 

Behaviours: Willingness to improve 38 Development Development 

Behaviours: Willingness to Learn 9 Development Development 

Behaviours: Willingness to 

teach/train/support 30 Development Development 

Company: Employee Development 2 Development Development 

TOTAL 157 
  

Behaviours: Ability to remain resolute 5 Resilience Grit 

Behaviours: Accepting setbacks 4 Resilience Grit 

Behaviours: Being prepared 2 Work Output Grit 

Behaviours: Desire to succeed 49 Determination Grit 

Behaviours: Determination 16 Determination Grit 

Behaviours: Grit and determination 5 Determination Grit 

Behaviours: Industrious 37 Work Output Grit 

Behaviours: Overcoming adversity 7 Resilience Grit 

Behaviours: Productivity 4 Work Output Grit 

Behaviours: Resilience to failure 46 Resilience Grit 

Behaviours: Self-discipline 1 Determination Grit 

Behaviours: Tenacious 18 Tenacity Grit 

Behaviours: Work ethic 3 Work Output Grit 

TOTAL 197 
  

Background: Career Choices 2 Financial Priority Purpose 

Behaviours: Alignment to beliefs 20 Belief Alignment Purpose 

Behaviours: Alignment to purpose 22 Belief Alignment Purpose 

Behaviours: Ambitious 28 Ambition Purpose 

Behaviours: Attach purpose to work 10 Belief Alignment Purpose 

Behaviours: Being focused 1 Goal-orientated Purpose 

Behaviours: Bigger picture focused 6 Belief Alignment Purpose 

Behaviours: Clear vision 32 Goal-orientated Purpose 

Behaviours: Financial priority 8 Financial Priority Purpose 
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Behaviours: Future focused 18 Futuristic Purpose 

Behaviours: Goal-orientated 2 Goal-orientated Purpose 

Behaviours: Long-term view 10 Futuristic Purpose 

Behaviours: Long-term Vision 4 Futuristic Purpose 

Behaviours: Open-mindedness 17 Futuristic Purpose 

Behaviours: Overly Ambitious 1 Ambition Purpose 

Behaviours: Passionate 16 Passion Purpose 

Behaviours: Problem focused 4 Goal-orientated Purpose 

Behaviours: Progressive mindset 25 Futuristic Purpose 

Behaviours: Purpose-driven 47 Belief Alignment Purpose 

Behaviours: Results driven 7 Goal-orientated Purpose 

Behaviours: Seeking Purpose 5 Belief Alignment Purpose 

Behaviours: Setting clear expectations 19 Goal-orientated Purpose 

Behaviours: Strategically focused 5 Goal-orientated Purpose 

TOTAL 309 
  

    
GRAND TOTAL 

177 1822 42 9 
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APPENDIX G: ETHICAL CLEARANCE 
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APPENDIX H: CONFIDENTIAL AND NON-DISCLOSURE AGGREEMENTS 
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NON-DISCLOSURE AGREEMENT 

Dear Editor  

 

I am currently a student at the University of Pretoria’s Gordon Institute of Business Science 

and completing my research in partial fulfilment of an MBA.  

 

Research title: Exploring the relationship between entrepreneurial leaders and followers 
 

As part of the services offered by you as a transcriber/editor you will be exposed to data 

gathered through interviews between the researcher and research participants.  

 

All data and information you are exposed to is required to be treated as confidential and it is 

agreed that you will not disclose any information learned through the transcription or editing 

process. All data and information is to be disposed of on completion of your services.  

 

Should you have any concerns, please note that you may either contact the researcher or the 

research supervisor.  

 

Researcher: Ryan Aitken 

Email:  10469665@mygibs.co.za 

Research supervisor: Professor Kerrin Myres  

Email:  myresk@gibs.co.za 

 

Researcher signature:  

 

 

Editor:  India Goncalves 

 

Signature: 

 

Date:  1 December 2020 

 

 

 


